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O R D I N A N C E 

BE IT ORDAINED BY THE CITY COUNCIL OF THE CITY OF CHICAGO: 

SECTION 1. The City Cotincil hereby approves agreements, shown on the list attached 
hereto, between the City of Chicago and various individual unions that are members of the 
Trades Coalition, such agreements to be substantially in the form attached hereto. 

The Mayor is authorized to execute these agreements. 

SECTION 2. This ordinance shall be in force and effect upon its passage and approval. 



Intemational Brotherhood of Teamsters - Local 700 
B.U. 08 

Intemational Union of 
Operating Engineers - Local 399 
B.U. 12 

Intemational Association of Heat and Frost 
Insulators and Asbestos Workers, Local No. 17 
B.U. 13 

Pipe Fitters' Association 
Local Union 597 
B.U. 14 

Chicago Journeymen Plumbers 
Local 130,U.A. 
B.U. 16 

United Union of Roofers, Waterproofers & 
Allied Workers - Local 11 
B.U. 18 

Intemational Union of 
Operating Engineers - Local 150 - Deck Heinds 
B.U. 19 

Intemational Organization of Masters, 
Mates and Pilots - Great Lakes & Rivers 
Maritime Region 
B.U. 21 

Pointers, Cleaners & Caulkers Local 
52 ofthe I.U.B.A.C. of America B.U. 
22 

S.E.I.U, Local 1 
Firemen & Oilers Division 
B.U. 23 

Intemational Brotherhood of Boilermakers, 
Iron Ship Builders, Blacksmiths, 
Forgers and Helpers - Local Lodge 1 
B.U. 24 

Sign Display & Pictorial Artists -
Allied Workers - Local 830 
B.U. 25 

Intemational Brotherhood of Electrical Workers 
Local 9 
B.U. 29 
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International Union of 
Operating Engineers - Local 150 - Bridge Operators B.U. 
31 

Intemational Brotherhood of Electrical Workers Local 
134 
B.U. 32 

Cement Masons' Union - Local 502 
B.U. 33 

Glazier, Architectural Metal & Glass Workers Local 
Union #27 - Chicago & Vicinity 
B.U. 34 

Window Cleaners' Union 
S.E.I.U. Local 73 - Division 34 
B.U. 35 

Intemational Association of Machinists 
and Aerospace Workers - Local 126 
B.U. 36 

International Brotherhood of Painters and Allied Trades 
Painters' District Council No. 14 
B.U. 39 

Intemational Association of Sheet Metal Workers 
Local 73 
B.U. 41 

Intemational Union of 
Operating Engineers - Local 150 
B.U. 42 

Intemational Union of Elevator Constmctors - Local 2 B.U. 
43 

United Brotherhood of Carpenters and Joiners of America Local 
No. 13 - Inspectors 
B.U. 44 

Public Service Employees Union, 
Service Employees Intemational 
Union - Local 73 
B.U. 45 

Bridge, Structural and Reinforcing 
Iron Workers - Local Union #1 B.U. 
46 

Architectural and Ornamental 
Iron Workers Union - Local 63 
B.U. 47 
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Sprinkler Fitters & Apprentices Union 
Local 281 AFL-CIO 
B.U. 48 ' 

United Order of American Bricklayers' and 
Stone Masons' Union - Local 21-111. ofthe lUBAC 
B.U. 49 

Chicago and Northeast Illinois District Council 
United Brotherhood of Carpenters and Joiners of America 
B.U. 50 

Laborers Intemational Union of North America (L.I.U.N,A.) Local 1092 and 1001 
B.U. 53 and B.U. 54 
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O F F I C E OF BUDGET AND M A N A G E M E N T 

C I T Y O F C H I C A G O 

January 16, 2018 

TO THE HONORABLE, THE CHAIRMAN AND 
MEMBERS OF THE CITY COUNCIL COMMITTEE 
ON WORKFORCE DEVELOPMENT AND AUDIT 

Ladies and Gentlemen: 

The Corporation Covmsel and I transmit herewith an ordinance approving agreements between 
the City of Chicago and various individual unions that are members ofthe Coalition of 
Unionized Public Employees. 

Your favorable consideration of this ordinance will be appreciated. 

Very trulji yours. 

a S. Fields 
Director 

121 NORTH L-AS.^LLE STREET. ROO.M 604. CHIC.-\GO. I L L I N O I S 60602 



COLLECTIVE 
BARGAINING 
AGRE.F'.MENT 

Betwcoen 

TEAMSTERS LOCAL -7^6-7 00 

And 

CITY OF CHICAGO 

E f f e c t i v e J u l y 1, 20-&_17 Through 
June 30, 2-04:̂ 2 02 2 

R a t i f i e d by C i t y Council on: 



Section 6.5 Ho] i.day Observance 

ARTICLE 7 - VACATIONS 24 
24 
24 
25 
2 6 
21 

Section 7.1 Amount 
Section 7.2 Pro Rata Vacations 
Section 7.3 F o r f e i t u r e of Vacation 
Section 7.4 Employees Laid-Off or Discharged 
Section 7.5 Rate of Pay 
Section 7.6 Selection 27 

• Section 7.7 Reciprocity w i t h Other Agencies 28 
Section 7.8 Non-Consecutive Vacation Days 29 

ARTICLE 8 - CONTINUOUS SERVICE 30 
Section B.l Continuous Service Defined 30 
Section 8.2 I n t e r r u p t i o n i n Service 31 
Section 8.3 Rec i p r o c i t y 31 
Section 8.4 Break In Service 32 

Section 8.7 Pool Motor 39 

Section 

Pool Motor Truck DriverPreference., 

Section 8.9 F i l l i n g of Vacancies 45 
Section 8.10 Balancing the Workforce 49 
Section 8.11 Acting I n A Higher-Rated Job 50 

ARTICLE 9 - GROUP HEALTH, VISION CARE, DENTAL, LIFE AND 
ACCIDENT BENEFITS 51 

Section 9.1 Insurance '. . 51 
Section 9.2 J o i n t Labor Management Cooperation 

Committee On Health Care 54 
Section 9.3 55 
Section 9.4 . . . .' 56 

44 

ARTICLE 10 -
Section 
Section 
Section 
Section 
Section 
Section 
Section 
Section 

LEAVES OF ABSENCE 56 
10.1 Bereavement • Pay 56 
10.2 M i l i t a r y Leave 57 
10.3 Jury Duty Leave/Subpoena, 
10.4 Sick Leave 
10.5 Duty D i s a b i l i t y Leave. .. 
10.6 Personal Leave 
10.7 Medical Leave 
10.8 Union Leave 

58 
58 
59 
60 
62 
64 

ARTICLE 11 - DISCIPLINE AND'GRIEVANCE/ARBITRATION 64 



ARTICLE 19 - JOINT APPRENTICESHIP AND TRAINING PROGRAM 
INITIATIVE 115 

Section 19.1 115 
Section 19.2 115 

ARTICLE 20 RATIFICATION AND TERMINATION 116 

ARTICLE 21 - TERM OF AGREEMENT 118 

DISABILITY BENEFITS 124 

SIDE LETTER - JOINT APPRENTICESHIP AND TRAINING PROGRAM 

INITIATIVE: LMCC REFERRAL 132 

SIDE LETTER - HEALTH CARE PLAN: LMCC REFERRAL 134 

SIDE LETTER - FOUR 10-HOUR DAY WORKWEEK 136 

SIDE LETTER - SEASONAL EMPLOYMENT - EQUAL DIGNITY 137 



COLLECTIVE BARGAINING AGREEMENT AUTHORIZED WITH STATE AND MUNICPAL 
TEAMSTERS, CHAUFFEURS AND HELPERS UNION, LOCAL 724 

Tho CommittGO on Finance submitted a—report recommending t h a t the 

C i t y Council pass a proposed ordinance t r a n s m i t t e d — t h e r e w i t h , 

a u t h o r i z i n g a C o l l e c t i v e Bargaining Agreement between the C i t y and the 

State and Municipal TeamstGrs,—Chauffeurs—and Helpers—Union,—Local—75-^ 

Tfee—following i s — s a i d ordinance as passed: 

WHEREAS,—The C i t y of Chicago,—as a home—rule u n i t w i t h i n the 

meaning of tho—Illinois Constitution of—197 0;—afi^ 

WHEREAS,—The C i t y of Chicago,—as a home r u l e unit,—may exorcise 

any power and perform any function pertaining to its—government and 

affairs;—etad 

WHEREAS,—Pfe—is the i n t e n t of the C i t y of Chicago t o e s t a b l i s h and 

promote harmonious understandings and r e l a t i o n s h i p s by and between the 

C i t y of Chicago and the—State and Municipal Teamsters,—Chauffeur's and 

Hclpe-rs Union,—Local 726 and 

WHEREAS,—The Ci t y of Chicago desires t o — f o r m a l i z e — s a i d i n t e n t i n 

a—w-rittcn Agreement;—now,—therefore,—fee—SHfe—0£Hfe4--Hed by the C i t y 

C o u n c i l — — t h e C i t y of Chicago: 

That—the Agreement by and between th e — C i t y of Chicago—a-nd the 

Ŝ a-t-e and Municipal Teamsters,—Chauffeurs and Helpers Union,—Loca 1— 

4-H—yhe—Form attached h e r e t o , — i s hereby adopted and r a t i f i e d . 



CITY OF CHICAGO AGREEMENT WITH 

I n t e r n a t i o n a l Brotherhood of Teamsters, Local 700 State and Municipal 
Teamsters, 

Chauffeurs and Helpers Union 
Local 726 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation (hereafter c a l l e d the 

"Employer") and I n t e r n a t i o n a l Brotherhood of Teamsters, Local 700 

State and Municipal Teamsters,—Chauffeurs and Helpers Union Local 

726 ( h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose of e s t a b l i s h i n g , 

through the process of c o l l e c t i v e bargaining c e r t a i n p r o v i s i o n s 

covering wages, and,other terms and conditions of employment f o r the 

employees 

represented by the Union. 

In r e c o g n i t i o n of the above, the Employer and the Union agree as 

fo l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees' i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Motor Truck Driver 

Motor Truck Driver (Operating Sweeper, Tow Truck 

or Dead Animal Truck) 

Motor Truck Driver (Operating dual purpose 

equipment, five-a.xle, or 

t r a c t o r t r a i l e r u n i t or Front 

End Loader) 



Motor Truck Driver - T i r e Repairer 

Pool Motor Truck Driver 

Seasonal Motor Truck Driver 

Seasonal Motor Truck Driver (2 hour) 

Mobile Health Operator 

Equipment Dispatcher 1/C 

Equipment Services Coordinator 

Equipment Coordinator 

Supervising Ground Transportation Monitor 

Equipment Dispatcher 

Equipment T r a i n i n g S p e c i a l i s t 

Foreman of Motor Truck Drivers 

General Foreman of Motor Truck Drivers 

Garage AttcndantFleet Services A s s i s t a n t 

Garage Attendant—1/ CFleet Services 
Supervisor 

Automotive Parts Man 

Automotive Parts Man 1/C 

ChauffourNon-CDL Driver 

Booter 

Supervising Booter" 

Attendant A i r p o r t Parking 

A i r p o r t Ground Trans p o r t a t i o n Monitor 

A i r p o r t Terminal Monitor 

Cashier - A i r p o r t Parking 

Cashier Accounting - A i r p o r t Parking 

Cashier 

Supervising Attendant - A i r p o r t Parking 

Supervising Cashier - A i r p o r t Parking 



Supervisor of Ground Transportation Monitors 

Skyway Maintenance Worker 

Auto Pound Supervisor 

Service Writer ( T i t l e Code 7136) 

The Union i s au t h o r i z e d t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect t o rates of pay, wages, hours and other terms 

and conditions of employment. The term "employee" as used herein, 

r e f e r s to the above job c l a s s i f i c a t i o n s , unless s p e c i f i e d to the 

contrary. 

ARTICLE 2 
N MANAGEMENT RIGHTS 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n the 

Employer, except only as they may be subject t o a s p e c i f i c and express 

o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , powers, and 

r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l matters concerning 

or r e l a t e d t o the management of the Employer's operations and the 

a d m i n i s t r a t i o n thereof, and the d i r e c t i o n of the working forces, 

i n c l u d i n g (but not l i m i t e d to) the , r i g h t to suspend, d i s c i p l i n e , or 

discharge f o r j u s t cause; to l a y o f f by reason of lack of work, by 

reason of lack of funds or work, or a b o l i t i o n of a p o s i t i o n , or 

m a t e r i a l changes i n duties or org a n i z a t i o n of the Employer's 

operations, or other economic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and 

assign work, promote, demote, or r e c a l l ; to make and enforce 

reasonable rules and r e g u l a t i o n s ; to maintain order and e f f i c i e n c y ; to 

schedule the hours of work, to determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 



machinery, equipment and mat e r i a l s t o be used, the nature, extent, 

d u r a t i o n , character and method of operation, i n c l u d i n g (but not 

l i m i t e d to) the r i g h t t o contract out or subcontract; the r i g h t to 

determine the number of employees and how they s h a l l be employed, and 

the q u a l i t y and q u a n t i t y of workmanship and work required to insure 

maximum e f f i c i e n c y of operations; t o e s t a b l i s h and enforce f a i r 

production standards; and. t o determine the size, .number and l o c a t i o n 

of i t s departments and f a c i l i t i e s . A l l of the provisions of t h i s 

A r t i c l e are vested e x c l u s i v e l y i n the Employer, except as expressly 

abridged by a s p e c i f i c p r o v i s i o n of t h i s Agreement. 

I n the event t h a t the Employer determines t o s u b c o n t r a c t u n i t 

work under t h i s Agreement, and as a r e s u l t bargaining u n i t employees 

would be l a i d o f f by the proposed subcontracting, the Employer s h a l l 

make a v a i l a b l e , on a s e n i o r i t y basis, equal'rated permanent jobs which 

the Employer has declared t o be vacant i n the a f f e c t e d Department, or 

other departments, as the case may be, i n t h a t order, provided the 

l a i d o f f employees have the then present a b i l i t y t o perform the 

required work without f u r t h e r t r a i n i n g . However, the employee s h a l l be 

provided w i t h a reasonable amount of o r i e n t a t i o n t o allow him or her 

to perform the work. 

Prior t o sub-contracting of bargaining u n i t work the Employer 

s h a l l _ provide the Union w i t h s i x t y [60) days advanced w r i t t e n 

n o t i c e . — The Employer and the Union s h a l l meet and discuss the 

subcontracting. Sh_quld the Union and Employer not reach an 

agreement, t_hen the Employer may subcontract the work. However, the 

5 



Employer, the Union, and the proposed sub-contractor s h a l l meet to 

discuss the employment of employees subject to l a y o f f . During t h a t 

meeting the 'Employer w i l l request and urge t h a t the subcontractor 

h i r e l a i d o f f employees. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunit:ies 

The Union agrees t o work cooperatively w i t h the Employer t o 

insure equal employment o p p o r t u n i t i e s as required by law i n a l l 

aspects of the Employer's personnel p o l i c i e s . 

Sectu.on 3.2 No Discriminat:ion 

Neither the Employer nor the Union s h a l l discriminate against any 

employee covered by this Agreement in a manner which would violate 

any. .applicable laws because of race, color, religion, national 

origin, age, sex, sexual orientation, ethnicity, pregnancy status, 

marital status, mental and/or physical handicap or a c t i v i t y on behalf 

of the Union. 

Section 3.3 Grievance of Alleged Violations 

Grievances by employees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e s h a l l 

be resolved through Step I I of the Grievance procedure of t h i s 

Agreement, but s h a l l not be subject to a r b i t r a t i o n unless mutually 

agreed by the p a r t i e s . 

Section 3.4 Reasonable Accommodation 

Form 



In the event the Employer s h a l l be required t o make a reasonable 

accommodation under the Americans With D i s a b i l i t i e s Act ("ADA") to 

the d i s a b i l i t y of an app l i c a n t or incumbent employee t h a t may be i n 

c o n f l i c t w i t h the r i g h t s of an employee under t h i s Agreement, the 

Employer s h a l l b r i n g t h i s matter t o the a t t e n t i o n of the Union. The 

pro v i s i o n s of A r t i c l e 11 of t h i s Agreement s h a l l be a v a i l a b l e , and 

the A r b i t r a t o r may balance the Employer's o b l i g a t i o n s under the ADA 

and t h i s Agreement and the employee's r i g h t s under t h i s Agreement, 

provided t h a t no incumbent employee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES AND ALLOWANCES 

S e c t i o n 4.1 P r e v a i l i n g Wage Rates 

Employees, where t h e r e has not been an agreement t o the 

contrary, s h a l l be paid the hourly wage negotiated by Local 731,* 

I n t e r n a t i o n a l Brotherhood of Teamsters, i n i t s area wide Construction 

Agreement i n accordance w i t h the Employer's past p r a c t i c e . 

A l l o c a t i o n t o the hourly r a t e s h a l l be determined by Local 731 

Executive Board. 

• E f f e c t i v e — J u l y — i r - , — 2 0 0 7 ,—eEmployees covered by t h i s Agreement 

s h a l l continue t o rece i v e the h o u r l y r a t e being paid t o c r a f t s or 

j o b c l a s s i f i c a t i o n s d o i n g s i m i l a r k i n d s o f work i n Cook County 

pursuant—te—t4=je—f^ormula—currently used by the—Unit ed—S-t-ates—De-pa rtment 

€vf—L-ehtee*—ifl—admin-i storing—t^^^e—Davis—Bacon—Aet—a-s—c u r r c nt4-y—-bejrftg—paid 

te—seird—employoGG—a-s—&e-fe—forth—-i-n—Appe-ft^i-x—A-—appondcd—fee—a-ne!—made—a-



pa^^;^——this—Agreement, as the area standar d wage r a t e . A copy of t h e 

MARBA Agreement s h a l l be provided to the Employer by the Union. 

Section 4.2 Prevailing Rate Adjustiments 

Effective on July 1 of each year of this Agreement beginning in 

^#07-2017, through the period ending June 30, 20172022, the wage rate 

referred to in the immediately preceding section sh a l l be adjusted to 

reflect the hourly wage rates effective on such dates being paid to 

crafts or job c l a s s i f i c a t i o n s doing similar work in Cook County 

pursuant to the formula specified in section 4.1 above and as set 

forth in Appendix A. In the event the hourly wage rates effective July 

of each year covered by this Agreement are established at an effective 

date l a t e r than July 1, then such rates, when established, s h a l l be 

paid as of said effective date. In no event w i l l the Employer adjust 

said wage rates more than one time in any calendar year. 

Section 4.3 Non-Prevailing Wage R&teoa Governing F i r a t Five-Yeara -ef 

4-Vi -i o A r 

E f f e c t i v e the f o l l o w i n g dates, the City w i l l make the wage 

adjustments below f o r a l l employees who are i n non-prevailing rate 

c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the e f f e c t i v e 

date or on l a y - o f f with r e c a l l r i g h t s : 

Year 1: 

•-—E-t-fee-t-i^c 07/01/2G.O7 3r% 
• E f f e c t i v e 01/01/2008 2018 - 2-^% 

Yea r 2 : 
• E f f e c t i v e 01/01/2009 2019 - 2.__2_55% 

Year 3: 
• E f f e c t i v e 01/01/2^-lr»-2020 - 52% 

Year 4: 

8 



I • E f f e c t i v e 01/01/2011 2021 - j ^ ^ 2 . 2 5 ^ 

Year 5: """ ! 
I • E f f e c t i v e 01/01/^4^^—2022 - 3^2% 

Section 4.4 Mon-Prcvailing Wage Rates Governing Second Five-Year Term 
(07/01/2012 to 06/30/2017) 

E f f e c t i v e — t i i e — f o l l o w i n g — d a t e s , tfee—City—will—make—fefee—wage 
adjustmcnts—below—ie*—aii—employees—wfee—a^e—irR—non ••prevailing—rate 
c l a s s i f i c a t i o n s — a n d who—a^e—either—en—febe—payroll—as of—fefee—effective 
date or on l a y - o f f with r e c a l l r i g h t s : 
Year 6: 

.-.Effective 01/01/2013 2* 
Year ?-H 

• — E f f e c t i v e 0 1 / 0 1 / 2 0 1 ^ 
Year 8: 

• — E f f e c t i v e 0 1 / 0 1 / 2 0 1 5 2 ^ 
Year 9: 

• — E f f e c t i v e 01/01/2016 2^ 
Year 10:-

• — E f f e c t i v e 01/01/2017 2^ 

"Me too" Clause: I f a majority of City unionized employees i n non-

pr e v a i l i n g wage rate c l a s s i f i c a t i o n s receive an across-the-board 

percentage increase i n t h e i r regular base rate of pay i n any contract year 

higher than the increase .set f o r t h above i n any such year, employees i n 

non-prevailing rate c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l have 

t h e i r wage adjustment set f o r t h above increased by the difference between 

the above increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of City unionized employees i n 

non-prevailing wage rate c l a s s i f i c a t i o n s * * receive a lump sum payment i n 

any contract year, employees i n non-prevailing rate c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l receive the same lump sum payment i n any 

such year. The parties agree to confer regarding the timing, amount.and 

implementation of any wage adjustment or lump sum payment under t h i s 

Section p r i o r to such adjustment being paid. 

9 



** Exclusive of sworn employees of the Chicago Police Department and 

uniformed members of the Chicago Fire Department. 

Section 4.54 Retroactivity Comi 
lhe oil 

The increases set forth in Article 4, Sections 4.1 and 4.3, 

are payable to a f f e c t e d employees who, as of AH gust—2-^—2 0 0 7 J u l y 

1, 2 017, are e i t h e r on.the p a y r o l l , or are on approved leave, or 

are on l a y o f f with r e c a l l r i g h t s , or are seasonal employees who 

are e l i g i b l e for r e h i r e , or are former employees who r e t i r e d 

e f f e c t i v e between July 1, 2 017, and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the C i t y Council, i n c l u s i v e . 

Section 4.5^ Break-In Rates 

New career service and seasonal Motor Truck D r i v e r s , and 

Pool Motor Truck Drivers w i l l be paid at a rate equal to 80% of the 

p r e v a i l i n g rate f o r Motor Truck Drivers f o r the f i r s t year of t h e i r 

employment, and at,a rate equal to 90% of the p r e v a i l i n g rate f o r Motor 

Truck Drivers f o r the second year of t h e i r employment. Thereafter, they 

w i l l receive the f u l l p r e v a i l i n g rate f o r Motor Truck Drivers. 

Notwithstanding the foregoing, i f a Pool Motor Truck Driver i s the 

successful bidder f o r a Motor Truck Driver p o s i t i o n and i s already 

receiving the p r e v a i l i n g rate at t h a t time, he w i l l continue t o be 

paid at t h a t rate as a Motor Truck Driver. 

Section 4.6^ Other Rate Adjustments 

Employees, i n job c l a s s i f i c a t i o n l i s t e d on attached Appendix B 

s h a l l be paid as provided i n said Appendix. 

Soctien 4 . 8 Speei-al Rates 

10 



T h e — c l a s s i f i c a t i o n — — E q u i p m e n t — T r a i n i n g — S p e c i a l i s t Motor—Truck 

D r i v e r — ( j o b — c o d e — 7 1 2 3 ) — w i l l — b e — p a i d — a — m o n t h l y — r a t e — e q u i v a l e n t — t e — a 

$2.00/hour d i f f e r e n t i a l above the Motor Truck Driver p r e v a i l i n g r a t e . 

Twe—Hour—Seasonal—Motor—Truck—Drivers—(Motor—Truck—Driver Êe*̂  

Hourly—Agreement,—T€—7182)—whe—have—recall rights—a-s—&4—fefee—date—&S 

r a t i f i c a t i o n w i l l — c o n t i n u e t o receive—$25.90 per hour 

. u n t i l — & i i e h — t i m e — e t s — — — t h e — M o t o r — T r u c k — D r i v e r — ( 4 ^ € — 7 1 8 3 ) — r a t e 

CKCccdD $25.90,—at which time tho r a t e — f o r such Two Hour 

Scasonaj^-Metor Truck Drivers w i l l — b e — — o f the MTD rate.—Twe—Hour 

Seasonal Motor Truck— D r i v e r s — h i r e d a f t e r — r a t i f i c a t i o n w i l l — b e — p a i d at 

80°o of the MTD r a t e . 

Section 4.7^ Reporting Pay 

When an employee reports f o r his or her re g u l a r l y scheduled s h i f t , 

the employee s h a l l receive a minimum of two (2) hours work or pay at the 

employee's regular s t r a i g h t time hourly rate, unless the employee was 

t o l d at l e a s t three hours p r i o r t o his or her normal s t a r t i n g 'time not 

to re p o r t f o r work, except f o r reasons beyond the Employer's c o n t r o l . 

To be e l i g i b l e f o r pay under t h i s p r o v i s i o n , employees must advise 

the designated person w i t h i n the Department of h i s or her current 

telephone number. 

I f the employee works more than two (2) hours, he or she • s h a l l 

receive a minimum of four (4) hours work or pay f o r t h a t day. I f the 

employee works more than four (4) hours, he or she s h a i l be guaranteed 

ei g h t (8) hours work or pay f o r t h a t day. An employee who does not 

complete a normal eight (8) hour s h i f t because he or she i s sent home 
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by the Employer s h a l l have the option of using a p o r t i o n of accrued 

vacation, personal or compensatory time f o r t h a t day upon notice t o 

the Employer. 

Section 4.83^ Call-In-Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a minimum of two 

(2) hours pay at the appropriate overtime rate from the time that 

they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r t o an 

employee being brought back to work outside of his/her normal work 

day, and s h a l l not r e f e r t o any s i t u a t i o n where the employee i s 

brought i n t o work or required t o stay at work during periods which are 

contiguous t o his/her r e g u l a r l y scheduled s h i f t . 

Section 4 . 9 a Emergency C a l l Pay 

In the event a General Foreman or Foreman i s directed by the 

Employer to respond to emergency c a l l s from home and outside of his or 

her regular working hours, he or she w i l l be granted compensatory—time 

at—fefee—appgepriatcone and one-half (1.5) times the regular hourly rate 

(double time on Sundays) for a l l rate verified time spent responding to 

the emergency from home, with a minimum of 15 minutes of such 

p a y c o mp o i>s-a-feer-y—t-irme to be granted in any calendar day on which any 

such emergency responses were required and authorized.7—up to a maximum 

e-£—two hours of eeiftpeft-satory time in any calendar day. 

Section 4.10-2 Payment of Wages 



(a) A l l regular base wages w i l l be paid to employees not l a t e r than 

the next regular pay day f o l l o w i n g the end of the p a y r o l l 

p e r i o d i n which i t i s earned. A l l overtime or premium pay 

s h a l l be paid to employees not l a t e r than the second regular 

pay day f o l l o w i n g the end of the p a y r o l l period i n which i t i s 

earned. In the event of an a r b i t r a t i o n i n v o l v i n g a dispute 

a r i s i n g s o l e l y under t h i s Section, the l o s i n g p a r t y w i l l pay 

the e n t i r e amount of the a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the time s p e c i f i e d i n 

paragraph (a) above, f a i l s t o include a l l of the regular base, 

overtime and/or premium pay to which he/she i s e n t i t l e d , the 

Department w i l l c o r r e c t t h a t shortage provided the employee 

promptly n o t i f i e s the Department's timekeeper i n w r i t i n g . 

Employees s h a l l submit a p a y r o l l dispute t o the Department 

timekeeper on the "Employee P a y r o l l I n q u i r y Form" attached 

hereto as Appendix C. The employee's submission of such Form 

s h a l l t o l l the p e r i o d f o r processing a grievance f i l e d by the 

employee or Union over such dispute. 

(c) Should an employee not receive t h i s supplemental check ( f o r a 

sum greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer w i l l 

pay to the employee the sum of $5.00 f o r every pay period 

t h e r e a f t e r u n t i l the f u l l supplemental check i s received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g to newly-hired 

employees, persons r e t u r n i n g from leaves of absence ( i n c l u d i n g 
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but not l i m i t e d t o duty d i s a b i l i t y ) , overtime earned under the 

City's emergency snow removal program, and inaccuracies due to 

changes i n p a y r o l l deductions, are. excluded from the p r o v i s i o n s 

of t h i s Section. This paragraph does not supersede any other 

payment o b l i g a t i o n s w i t h respect to the payments r e f e r r e d to i n 

t h i s paragraph which may be contained elsewhere i n t h i s 

Agreement. 

In order t o provide a basis f o r ongoing discussion concerning 

the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l form a Labor 

Management Committee c o n s i s t i n g of four (4) persons appointed 

r e s p e c t i v e l y by the C i t y and by the C o a l i t i o n . The City's 

members of the Committee w i l l consist of representatives from 

the Department of Personnel, the O f f i c e of Budget and 

Management, the Comptroller and the D i r e c t o r of Labor Relations 

The C o a l i t i o n , as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives to serve as members of the .Committee. The 

Committee w i l l meet not less than q u a r t e r l y , or more f r e q u e n t l y 

as the need may a r i s e , to review ongoing issues regarding 

p a y r o l l , compliance w i t h t h i s Section, or other issues of mutual 

concern which may a r i s e during - the l i f e of the p a r t i e s ' 

Agreement. In a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from time-to-time a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f meetings w i t h Department heads to review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t employees. 
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ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 Workweek. 

This A r t i c l e s h a l l be to c a l c u l a t e overtime and s h a l l not be a 

guarantee of work or hours f o r any day or week. 

The normal work week s h a l l consist of f i v e (5) consecutive e i g h t 

(8) hour days and two (2) consecutive days o f f , except where the 

Employer's operations r e q u i r e d i f f e r e n t scheduling needs. 

The Employer w i l l n o t i f y the Secretary-Treasurer and the 

President of the Union of these exceptions. For s h i f t p o s i t i o n s 

r e q u i r i n g a seven (7) day continuous operation, the work week s h a l l be 

a regular r e c u r r i n g seven (7) day per i o d beginning at 12:00 midnight 

(one minute a f t e r 11:59 pm. Saturday) Sunday and ending at 12:00 

midnight the f o l l o w i n g Sunday. The s t a r t i n g times of employees are 

contained i n E x h i b i t I . The Employer may change the time of i t s work 

day ( E x h i b i t I ) or work week i n case of an emergency or an unforeseen 

s i t u a t i o n w i t h reasonable n o t i c e t o and upon request, discussion w i t h 

the Union. Notwithstanding the foregoing, the Employer may change the 

s t a r t of i t s work day f o r a department, bureau, crew or i n d i v i d u a l , t o 

a time not more than two (2) hours before the times l i s t e d i n E x h i b i t 

I , p rovided the Employer gives not less than f o u r t e e n (14) days' 

advance no t i c e t o the Union and a f f e c t e d employees, and discussion 

w i t h the Union. A l l such changes, unless otherwise agreed to by the 

p a r t i e s , s h a l l be i n e f f e c t f o r a minimum of one (1) week, and s h a l l 

provide f o r the same s t a r t i n g times f o r each day of t h a t period. No 

employee s h a l l be placed on a s p l i t s h i f t without agreement by the 
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Union. F a i l u r e to comply w i t h t h i s p r o v i s i o n s h a l l r e s u l t i n the 

payment of appropriate premium time to a f f e c t e d employees. 

The City of Chicago w i l l continue the past practice, where 

applicable, of beginning the normal work s h i f t one hour e a r l i e r 

during the period to begin (on or about) July 1 through (on or about) 

Labor Day due to 'heat" or temperature conditions, commonly known as 

the "heat program" to meet Department Operational needs. 

Section 5.2 Overtime 

A l l work performed p r i o r to the s t a r t of the regular s h i f t on a 

regu'larly scheduled work day and work week s h a l l be paid f o r at one 

and one-half times the regular s t r a i g h t time r a t e of pay. 

A l l work performed a f t e r e i g h t hours worked i n any 24 hour pe r i o d 

should be considered overtime and paid f o r at the r a t e of one and one-

h a l f times (1 1/2) the regular s t r a i g h t time r a t e provided the 

employee completes the normal work week or i s absent w i t h the 

Employer's permission. 

A l l work performed on Saturday, when Saturday i s not p a r t of the 

employee's regular work week; or on the s i x t h consecutive day 

werkcdscheduled, s h a l l be paid f o r at one and one-half (1 1/2) times 

the regular s t r a i g h t time hourly rate of pay. A l l work performed on 

Sunday, when Sunday i s not p a r t of the employee's regular work week; 

or the seventh een-secutive day workedscheduled, s h a l l be paid f o r at 

two (2) times the regular hourly rate of pay. Such overtime s h a l l be 

computed on the basis.of completed f i f t e e n minute segments. Employees 

exempt from the Fair Labor Standards Act s h a l l not be e l i g i b l e f o r 
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overtime under t h i s Section. There s h a l l be no pyramiding of overtime 

and/or premium pay. Daily and/or weekly overtime and/or premium pay 

s h a l l not be paid f o r the same hours worked. 

Section 5.3 Overtime Distribution 

(a) Overtime and/or premium time r e f e r r e d t o i n t h i s Agreement 

s h a l l be o f f e r e d f i r s t t o the employee performing the job and 

t h e r e a f t e r by s e n i o r i t y t o the most senior employee i n the job 

c l a s s i f i c a t i o n at the work l o c a t i o n being given the' o p p o r t u n i t y to 

work, provided the employee has the present a b i l i t y t o perform the 

work t o the s a t i s f a c t i o n of the Employer without f u r t h e r t r a i n i n g . 

A reasonable amount of overtime s h a l l be a c o n d i t i o n of 

continued employment. I n the event there are not s u f f i c i e n t 

volunteers who accept such o f f e r s of overtime, the Employer may 

mandatorily assign such overtime by reverse s e n i o r i t y . 

(b) Employees i n the c l a s s i f i c a t i o n at the work l o c a t i o n who 

have been given the op t i o n t o work the overtime and/or premium time, 

whether the option was accepted or r e j e c t e d , w i l l not be afforded the 

option t o work subsequent overtime and/or premium time u n t i l a l l 

employees i n the c l a s s i f i c a t i o n at the work l o c a t i o n have been, ' 

reasonably a f f o r d e d the op p o r t u n i t y t o work the overtime and/or 

premium time, subject t o the same p r o v i s i o n as i n Section 5.3 (a). 

(c) The Employer may u t i l i z e employees from other work 

l o c a t i o n s t o equaiize overtime d i s t r i b u t i o n w i t h i n the Department, as 

f e a s i b l e ' over a reasonable period of time. I f the Union believes 
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there e x i s t s a catastrophic s i t u a t i o n or an excessive amount of 

overtime over an extended pe r i o d of time at a work l o c a t i o n , the 

Union w i l l so n o t i f y the D i r e c t o r of Labor Relations. The Employer 

w i l l meet w i t h the Union as soon as possible, but i n no event l a t e r 

than 72 hours, to discuss methods of e q u a l i z i n g overtime w i t h i n the 

Department. 

(d)Overtime l i s t s s h a l l be posted at each work location and 

updated on a weekly basis, exclusive of l i s t s for snow overtime which 

s h a l l be maintained pursuant to the existing practice of the parties. 

Section 5.4 Compensatory Time 

Any banked overtime and / or compensatory time which employees 

have accumulated as of June 1, 2018 i n excess of 160 hours s h a l l be 

paid to employees i n the form of cash w i t h i n 30 days f o l l o w i n g June 1, 

2018 . 

Employees who receive compensatory time under t h i s agreement may 

e l e c t to have such compensatory time paid out i n the form of pay not 

l a t e r than the second regular payday f o l l o w i n g the end of the p a y r o l l 

p eriod i n which i t i s earned or may accumulate such t ime up t o a 

maximum of 160 hours. 

Use of compensatory time s h a l l be subject to the op e r a t i o n a l 

needs of the Employer. A l l accumulated compensatory time i n excess of 

160 hours which has not been used or scheduled by June 1 i n any 

calendar year w i l l be paid to employees i n the form of cash at t h e i r 

current ral'e of pay. Nothing herein s h a l l be construed as to allow 

the Employer to force an employee to use accrued compensatory_time. 
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A r t i c l e 6 
H o l i d a y s 

S e c t i o n 6 . 1 

(a) F u l l - t i m e h o u r l y employees s h a l l r eceive e i g h t hours 

s t r a i g h t time pay f o r the h o l i d a y s set f o r t h below: 

1. New Year's Day 
2. Dr. M a r t i n Luther King's B i r t h d a y 
3. Casimir Pulaski Day 

• 4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. • Columbus Day 
8. Thanksgiving Day 
9. Christmas Day 

(b) F u l l - t i m e s a l a r i e d employees s h a l l receive the f o l l o w i n g 

days o f f w i t h o u t any change i n t h e i r r e g u l a r s a l a r y : 
1. New Year's Day 
2. Dr. M a r t i n Luther King's B i r t h d a y 
3. Casimir Pulaski Day 
4. L i n c o l n ' s B i r t h d a y 
5. Washington's B i r t h d a y 
6. Memorial Day 
7. Independence Day 
8. Labor Day 
9. Columbus Day 
10. Veterans Day 
11. Thanksgiving Day 
12. Christmas Day 

(c) Employees covered by t h i s Agreement i n c l u d i n g p r o b a t i o n a r y 

employees s h a l l be e n t i t l e d t o one (1) p a i d personal day i n each 

year of t h i s Agreement. At the employee's o p t i o n , the personal day 

may be scheduled i n accordance w i t h the v a c a t i o n s e l e c t i o n 

procedures set f o r t h i n A r t i c l e 7 of t h i s Agreement. I f the 

employee e l e c t s not t o schedule s a i d personal day i n advance under 

the v a c a t i o n s e l e c t i o n procedures as provided above, such day s h a l l 
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be designated by the employee and s h a l l not be denied by the 

Employer. I f the employee i s r e q u i r e d or allowed t o work on such 

designated day, the employee s h a l l receive the a p p r o p r i a t e h o l i d a y 

premium r a t e . An employee may e l e c t t o c a r r y over the personal day 

to the f o l l o w i n g calendar year provided such c a r r y over s h a l l not 

exceed f i v e (5) personal days. Employees may not designate such 

personal day i n connection w i t h an e x i s t i n g h o l i d a y . Good Friday, 

or a v a c a t i o n schedule unless requested by the employee upon ten 

(10) days w r i t t e n n o t i c e and approved by the Employer. New 

employees who commence work f o r the Employer a f t e r June 30 s h a l l not 

be e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar year, 

(d) The b e n e f i t s set f o r t h i n (a),(b) and (c) above s h a l l be paid 

provided the employee i s i n compensable time s t a t u s or pay s t a t u s 

the f u l l scheduled work day immediately preceding and the f u l l 

scheduled work day immediately f o l l o w i n g such h o l i d a y , or i s absent 

from work on one or both of those days w i t h the Employer's 

permission; such permission s h a l l not be unreasonably denied. 

Compensable time feirme—status s h a l l be defined, as a personal day 

compensatory time earned, s i c k day or va c a t i o n day. 

Beginning January 1, 1993, a l l employees who are r e g u l a r l y 

assigned t o work at the Chicago Public L i b r a r y system s h a l l receive 

h o l i d a y s i n accordance w i t h the Chicago Public L i b r a r y system's 

h o l i d a y schedule. 

NOTE: The system observes the f o l l o w i n g h o l i d a y s : 

HOLIDAY 
New Year's Day 
Ma r t i n Luther King, Jr.'s B i r t h d a y 
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L i n c o l n ' s B i r t h d a y 
Washington's Bi r t h d a y 
Pulaski Day 
Memorial Day 
Independence Day 
Labor Day 
Thanksgiving Day . 
Christmas Day 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on a p a i d h o l i d a y under 

t h i s Agreement, except f o r Christmas, New Year's Day, and Dr. M a r t i n 

Luther King's B i r t h d a y , he/she s h a l l be p a i d at the r a t e of two and 

one-half (2 H) times his/her r e g u l a r h o u r l y r a t e (which includes 

h o l i d a y pay) f o r a l l hours worked. An employee working on 

Christmas, New Year's Day and Dr. M a r t i n Luther King's B i r t h d a y 

s h a l l be p a i d at the r a t e of two (2) times h i s / h e r r e g u l a r h o u r l y 

r a t e (which includes h o l i d a y pay) f o r a l l hours worked plus e i g h t 

(8) hours o f f w i t h pay (compensatory time) i f the employee i s a 

f u l l - t i m e employee and pro r a t a time o f f i f the employee i s a p a r t -

time employee. 

Section 6.3 Determining Work days as Holidays 

A h o l i d a y i s the calendar day running from midnight t o 

midnight. An employee whose workday extends over p a r t s of two(2) 

calendar days, one of which i s a h o l i d a y , s h a l l be considered t o 

have worked on the h o l i d a y i f the m a j o r i t y of the 

hours worked f a l l on the holiday. 

Section 6.4 Failure to Report to Work on a Scheduled Holiday 

I f an employee i s scheduled t o work, on a holiday and f a i l s t o 

rep o r t t o work, the employee s h a l l f o r f e i t his/her r i g h t t o pay f o r 



t h a t holiday unless his/her absence i s due t o i l l n e s s , i n j u r y , or 

other emergency. 

Section 6.5 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek includes 

Saturday and/or Sunday, said holidays which f a l l on Saturday w i l l be 

observed the Friday before the ho l i d a y ; said holidays which f a l l on 

Sunday w i l l be observed on the Monday 

a f t e r the holiday. For employees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which f a l l on 

e i t h e r Saturday or Sunday w i l l be observed on t h a t day. For employees 

whose r e g u l a r l y scheduled work week includes Saturday and/or Sunday, 

whenever said holiday f a l l s on an employee's normal day o f f the 

employee s h a l l be granted another day o f f w i t h pay. The Department 

Head s h a l l grant an employee's request f o r another day o f f on the 

basis of s e n i o r i t y among the employees who normally perform the work 

and make t h e i r requests on the same day, provided however, t h a t the 

Department Head s h a l l r e t a i n the r i g h t t o determine the number and 

scheduling of employees at any one time without hindering the 

operation of the Department. 

Whenever said h o l i d a y f a l l s d u r i n g an employee's vac a t i o n 

period the Employer s h a l l have the o p t i o n of g r a n t i n g the employee an 

extra day's pay or an extra day of vacation at a time mutually agreed 

upon between the employee and the Department Head, provided the 

employee works the f u l l scheduled workday immediately preceding and 

the f u l l scheduled workday immediately f o l l o w i n g such vacation 



period, unless such absence i s f o r a reason the Employer f i n d s t o be 

v a l i d , such as r e c e i v i n g pay f o r sic k days. 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 

Employees s h a l l be e l i g i b l e f o r paid vacations as of January 1 

of each year f o l l o w i n g the year i n which they were employed. An 

employee w i l l earn the f o l l o w i n g amounts of paid vacation, based on 

such employee's continuous service p r i o r t o July. 1; f o l l o w i n g his/her 

January 1, e l i g i b i l i t y . 

Continuous 

Service P r i o r t o July I ; Vacation 

Less than 6 years 13 days 

6 years or more, 

but less than 14 years 18 days 

14 years or more 23 days 

A f t e r 24 Years 24 days 

A f t e r 25 Years 25 days 

Section 7.2 Pro Rata Vacations 

An employee s h a l l be e l i g i b l e f o r pro ra t a vacation i f : 

1. The employee d i d not have twelve (12) months of continuous 

service i n the preceding calendar -year and i s on the p a y r o l l 

as of January 1 of the current calendar year; 

2. The employee was separated from employment, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 



The amount of pro r a t a vacation i s determined by d i v i d i n g the number 

of months of continuous service the f u l l - t i m e employee worked i n the 

previous/current calendar year, whichever i s a p p l i c a b l e , by twelve 

(12); the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the amount of paid 

vacation f o r which the employee i s e l i g i b l e i n Section 7.1 above. Any 

f r a c t i o n i s rounded o f f to the nearest whole number of days. 

Employees separated from employment, other than f o r cause, w i l l be 

paid on a supplemental p a y r o l l as soon as p r a c t i c a b l e f o l l o w i n g the 

l a s t day worked. 

Part-time employees who work at l e a s t e i g h t y (80) hours per 

month earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Employer i n accordance w i t h past p r a c t i c e . 

Section 7.3 F o r f e i t u r e of Vacation 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

employee was denied vacation by the employer, or (2) the employee i s 

on an approved leave of absence, or (3) the employee (with less than 

ten years of service) , e l e c t s i n w r i t i n g to carry over up to three 

such vacation days f o r use i n d i v i d u a l l y or consecutively during the 

next vacation year, or (4) the employee (with ten or more years of 

s e r v i c e ) , e l e c t s i n w r i t i n g to carry over up t o f i v e such vacation 

days f o r use i n d i v i d u a l l y or consecutively during the ne.xt vacation 

year, provided t h a t n o t i c e of such e l e c t i o n s h a l l be given to carry 

over vacation days must be scheduled upon mutual agreement of the 

employer, which agreement s h a l l not be unreasonably denied or 

withheld, and such carry over days must be taken on or before Ap-i^i^i 
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June 30 of the next vacation year (or w i t h i n s i x (6) months, i n the 

case of an employee's r e t u r n from an approved leave of absence) . 

Employees on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned 

p r i o r to being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation time earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) months f o l l o w i n g the date i n which the person became 

disabled, and s h a l l be e n t i t l e d to use such vacation time w i t h i n 

twelve (12) months f o l l o w i n g t h e i r r e t u r n to work. 

Section 7.4 Employees Laid-Off or Discharged 

Employees who are terminated f o r cause are not e n t i t l e d to any 

vacation pay not taken. Employees s h a l l not earn vacation c r e d i t f o r 

any p e r i o d during which they are on l a y o f f or leave of absence 

without pay i n excess of t h i r t y (30) days (except where such leave 

was adjudged e l i g i b l e f o r duty d i s a b i l i t y ) or engaged i n conduct i n 

v i o l a t i o n of A r t i c l e 12 of t h i s Agreement. I n the event of the death 

of an e l i g i b l e employee, the s u r v i v i n g widow, widower or estate s h a l l 

be e n t i t l e d to any vacation pay to which the deceased employee was 

e n t i t l e d . 

An employee who resigns i n l i e u . o f discharge i s e n t i t l e d to the 

amount of vacation pay i n t h e i r bank at the time of r e s i g n a t i o n . 

Section 7.5 Rate of Pay 

The rate of vacation pay s h a l l be computed by m u l t i p l y i n g the 

employee's s t r a i g h t time hourly r a t e of pay i n e f f e c t f o r the 

employee's regular job at the tim^e the vacation i s being taken, times 
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eight (8) hours per day, times t'he number of days' vacation t o which 

the employee i s e n t i t l e d . S alaried employees s h a l l receive t h e i r 

regular salary i n e f f e c t at the time the scheduled vacation i s taken. 

Section 7.6 S e l e c t i o n . 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t to 

determine the number and scheduling of crews and employees who can be 

on vacation at any one time without hindering the operation of the' 

Department. The Department w i l l not designate any time or p e r i o d 

during the calendar year when e l i g i b l e employees would be p r o h i b i t e d 

from scheduling and t a k i n g vacation time. 

Employees s h a l l make v a c a t i o n p i c k s at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The Department 

w i l l respond to the employees' request f o r s p e c i f i c vacation dates 

w i t h i n a reasonable pe r i o d of time a f t e r the' request i s made, but not 

more than fourteen (14) days from the date the request i s received by 

the Department, except/ i n cases where the request i s made f o r a 

vacation to be scheduled w i t h i n f o u r t e e n (14) days. The Department 

w i l l not a r b i t r a r i l y cancel an approved v a c a t i o n s e l e c t i o n absent a 

severe emergency s i t u a t i o n , caused by an act of God (e.g., snow, 

f l o o d , storms), a severe manpower shortage which may s e r i o u s l y 

hinder the Department's operations, or where an employee possesses 

a unique s k i l l indispensable to the immediate performance of a 

Department's o p e r a t i o n . Any such c a n c e l l a t i o n of the v a c a t i o n p i c k 

s h a l l r e s u l t i n the payment of the v a c a t i o n pay (thereby reducing 
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the t o t a l of the employee's accrued v a c a t i o n time) plus payment t o 

the employee of the a p p r o p r i a t e pay r a t e f o r a l l hours worked as i f 

i t were a normal work day, or f o r a normal work day, whichever i s 

gr e a t e r , unless the employee v o l u n t a r i l y agrees to reschedule the 

va c a t i o n days l o s t . 

C a n cellation of approved vacation requests which would r e s u l t 

i n serious provable f i n a n c i a l loss to an employee s h a l l 

occur only i n the most extreme emergencies. I n the event of 

such c a n c e l l a t i o n , the Employer w i l l reimburse the employee f o r 

reasonable losses i n c u r r e d as a d i r e c t r e s u l t of the c a n c e l l a t i o n , 

(e.g., cost of rescheduling a i r l i n e t i c k e t s , deposit f o r f e i t u r e s , 

and the l i k e ) . 

Section 7.7 Reciprocity with Other Agoncioa 

Any employee of the C i t y of Chicago h i r e d p r i o r t o February 13,' 

198 6 who has—rendered service t o tho County of Cook,—the Chicago 

Park D i s t r i c t , — t h e Chicago Housing Authority,— t h e—Forest—Presorvo 

D i s t r i c t , — t h e M e t r o p o l i t a n Sanitary D i s t r i c t of Greater Chicago,— the 

State of I l l i n o i s , — t h e Chicago Board of Education,—the C i t y Colleges 

of Chicago,—Gemmunity College D i s t r i c t 508,—tho Chicago T r a n s i t 

A u t h o r i t y , — t h e — P u b l i c fraildi-Rg Commission of Chicago,—the—Chicago 

Urban Transportation D i s t r i c t , — a n d the Regional Transportation 

Au t h o r i t y - ^ — s h a l l have t h e — r i g h t t o have—the p e r i o d of such servico 

e ^ ^ d i t c d and counte^f-e-r-—the—purpose of computing the number of 

years—e^§—s-e^vico—a^s—an employee—e-f—t4ie- G-i-fey—fe-r vacations,—provided 

that—such service—has been confei.-nuouG—servico . However,—vacatioft 
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fe-imc accrued vjhile working f o r another p u b l i c agency i s not 

fe-ransferable .—Empleyces h i r e d after—February 13,—1986 who render 

s e r v i c e — f o r any ofe^^r employer as sta t e d above s h a l l havo the r i g h t 

trO have—the p e r i o d of—such sog-v-jree—credited and counted f o r the 

purpose—of computing the number of years—of service as—an employco 

ef the C i t y f o r vacations,—provided a m a j o r i t y of other employees of 

fe^ic Employer—receive—such—credit. 

Section 7.78 Non-consecutive Vacation Days 

Employees may r e c e i v e up t o • five—(-5-)-six (6) of t h e i r v a c a t i o n 

days, one or more day(s) at a time, as days o f f i n each year. Such 

days o f f s h a l l be scheduled pursuant t o Section 7.6 above. Such 

day(s) o f f s h a l l be approved by the employee's supervisor and such 

approval s h a l l not be unreasonably withheld.- I f the employee seeks 

such days so l a t e i n the vacation year t h a t the employee's 

supervisor cannot reasonably grant the employee's request, such days 

s h a l l be scheduled by the Employer p r i o r t o the year-end. I f an 

employee schedules a week-long vacation and a holiday f a l l s w i t h i n 

the week ( f o r example, the employee works a Monday-Friday work week 

and the holiday f a l l s on Tuesday) 'the vacation days scheduled f o r 

the week sha11 be considered consecutive ( f o r example, Monday w i l l 

be considered consecutive" w i t h Wednesday, Thursday and F r i d a y ) , and 

the employee would not be charged w i t h a s i n g l e , non-consecutive 

vacation day (VVF) Furthermore, if an employee schedules two _{_2_) 

or more vacation days on e i t h e r side of his/her r e g u l a r l y scheduled 

days o f f and then schedules a s i n g l e vacation day on the opposite 
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side of the r e g u l a r l y scheduled days o f f , then the si n g l e day s h a l l 

be considered consecutive w i t h the other vacation days and the 

employee sha11 not be charged w i t h a s i n g l e vacation day. Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from approving 

a d d i t i o n a l s i n g l e vacation days. 

Employees may designate and use at t h e i r o p t i o n up to f i v e s i x (6-&) 

of t h e i r vacation days i n each year of t h i s Agreement as si c k days t o 

cover periods of bonafide medical i l l n e s s or the i l l n e s s of a fa m i l y 

members, who s h a l l include (or be expanded upon by the C i t y ) : ( i ) 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step or 

h a l f ) , son or daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n -

law, mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic partner or the domestic partner's 

mother, f a t h e r , son or daughter ( i n c l u d i n g blood, h a l f , step.or 

adopted), provided t h a t the employee's domestic partner i s r e g i s t e r e d 

w i t h the Department of Human Resources. The Employer reserves the 

r i g h t t o ask the employee to f u r n i s h proof of said i l l n e s s . An 

employee d e s i r i n g t o use vacation days as sick days under t h i s 

p r o v i s i o n s h a l l inform the representative of the Employer who 

employees are t o l d i s designated f o r such purposes of t h a t f a c t at 

the time he/she c a l l s i n to repor t an i l l n e s s . Salaried employees 

who are c u r r e n t l y r e c e i v i n g s i c k days under t h i s Agreement s h a l l be 

i n e l i g i b l e to use vacation days as sick days while they have 

a v a i l a b l e unused sick days. 

ARTICLE 8 

CONTINUOUS SERVICE 



Section 8.1 

Continuous s e r v i c e means continuous p a i d employment from the 

employee's l a s t date of h i r e , without break or i n t e r r u p t i o n i n such 

paid employment. In a d d i t i o n , an employee earns continuous service 

c r e d i t even though he or she i s not paid f o r : 

1. An unpaid leave of absence of one year or less or a 

l a y o f f of t h i r t y (30) days or less; or 

2. An absence where the employee i s adjudged e l i g i b l e f o r 

duty d i s a b i l i t y compensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal employees who work a minimum of e i g h t y (80) 

hours per month s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absence without leave 

(2) absence due to suspension 

(3) Unpaid medical leave of absence f o r more than 30 

days or l a y o f f f o r more than 30 days, unless 

employees are allowed to accumulate s e n i o r i t y under 

t h i s Agreement. 

(b) Seasonal employment of 120 days or less i n any calendar 

year s h a l l not be c r e d i t e d toward continuous service f o r the time 

worked. 



(c) Seasonal employment i n excess of 120 days i n any calendar 

year s h a l l be c r e d i t e d toward continuous service. 

Section 8.3 R e c i p r o c i t y 

Employees—hired p r i o r t o — F e b r u a r y — — 1 9 8 6 who have—rendered 

service—fee—the County of Coolc,—the Chicago Park D i s t r i c t , — t h e — F o r e s t 

Proscrvc D i s t r i c t , — t h e Chicago Housing A u t h o r i t y , — t h e M e t r o p o l i t a n 

Sanitary D i s t r i c t of Greater Chicago, the—Stato of I l l i n o i s , — t ^ F t e 

Chicago Board of Education,—City Colleges of Chicago,—Community 

College D i s t r i c t 508,—tho Chicago T r a n s i t A u t h o r i t y , — P u b l i c B u i l d i n g 

Commission of Chicago,—tho Chicago Urban Transportation D i s t r i c t and 

the Regional Transportation A u t h o r i t y s h a l l have tho p e r i o d of such 

service c r e d i t e d and counted f o r the purpose of advancement w i t h i n 

l o n g e v i t y s a l a r y schedules. However,—employees h i r e d a f t e r February 

i^-?—1986 who render service for any other employer as stated above 

s h a l l have—the—right to have—the period of such service credited and 

counted for the purpose of advancement withi-n longevity salary 

schedules" provided a majority of other employees of the Employer 

receive—such credit. 

—Section 8.34 Break i n Service 

Notwithstanding the p r o v i s i o n s of any ordinance or r u l e to the 

contrary, continuous service of an employee i s broken, the 

employment r e l a t i o n s h i p i s terminated, and the employee s h a l l have 

no r i g h t t o be r e h i r e d , i f the employee q u i t s , i s discharged, 

r e t i r e s , i s absent f o r f i v e (5) consecutive work days without 

n o t i f y i n g the employee's authorized Employer representative unless 



the circumstances preclude the Employee, or someone on h i s behalf, 

from g i v i n g such n o t i c e , does not a c t i v e l y work f o r the Employer f o r 

twelve (12) months (except f o r approved f u l l time Union 

representative leaves or medical leaves of absence and duty 

d i s a b i l i t y leaves), or i s on l a y o f f f o r more than twelve (12) 

consecutive months i f the employee has less than f i v e (5) years of 

service at the time of the l a y o f f , or i s on l a y o f f f o r more than two 

(2) years i f the employee has f i v e (5) or more years of service at 

the time of the l a y o f f . 

S e c t i o n 8.4& Probationary Employment 

New employees h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement w i l l 

be regarded as probationary employees f o r the f i r s t — t w e l v e 

(12) months of t h e i r employment and w i l l receive no s e n i o r i t y or 

continuous service c r e d i t during such probationary period. 

Probationary employees continuing i n the service of the Employer 

a f t e r -six—(-&)-twelve (12) months s h a l l be career service employees 

and s h a l l have t h e i r s e n i o r i t y date made r e t r o a c t i v e t o the date of 

t h e i r o r i g i n a l h i r i n g . Probationary employees may be d i s c i p l i n e d or 

discharged as e x c l u s i v e l y determined by the Employer and such 

Employer a c t i o n s h a l l not be subject to the grievance procedures, 

provided t h a t , (1) a f t e r the f i r s t s i x (6) months of the 

probationary period, i f the Employer intends to impose a 

d i s c i p l i n a r y suspension on the .probationary employee where the 

suspension would r e s u l t i n a loss of pay, p r i o r t o impos_ing the 

suspension, except i n emergency or where the employee i s 



unavailable, the Employer s h a l l n o t i f y the employee and the Uni_qn 

and, upon request from the Union, w i l l schedule a meeting w i t h the 

Union and the employee to discuss and allow the employee to respond 

to the accusations and/or ( 2 ) i f the Employer, w i t h i n i t s d i s c r e t i o n , 

r e h i r e s a former employee who d i d not complete his/her probationary 

period w i t h i n one year from the employee's t e r m i n a t i o n , and said 

former employee had served n i n e t y (90) days or more of his/her 

probationary period, a l l time p r e v i o u s l y served i n the probationary 

period s h a l l be counted f o r purposes of determining when the said 

employee completes his/her probationary p e r i o d . A probationary 

employee who has served n i n e t y (90) days or more of his/her 

probationary period and who i s l a i d o f f s h a l l be given preference 

over other a p p l i c a n t s f o r employment i n the same job t i t l e i n the 

department from which he/she was l a i d o f f , so long as he/she does 

not refuse an o f f e r of employment, and does not s u f f e r a break i n 

service under Section 8.34 of t h i s Agreement. Seasonal employees 

who have worked without a break i n services or who have worked more 

than twelve (12) cumulafive months and b i d i n t o (or otherwise 

become) career service position/employees, s h a l l not have to serve 

the above twelve (12) month probationary period, but s h a l l have an 

evaluation period not exceed s i x t y (60) days, to demonstrate t h a t 

he/she can perform the j o b . I f the employer has j u s t cause based 

upon the employee's job performance at any time during t h a t 

evaluation period t h a t the employee cannot perform the job, then 

he/she s h a l l be returned to the seasonal p o s i t i o n held j u s t p r i o r . 



d i s p l a c i n g , i f necessary, any employee who has been placed i n t o said 

job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary employees s h a l l be compensated at the same 

rate as career service employees. 

Section 8.5^ Seasonal Employment 

A seasonal employee i s an employee who i s employed i n a job 

t i t l e f o r a period not to exceed 180 calendar days f o r temporary 

work r e l a t e d to or caused by seasonal needs. Such appointments s h a l l 

expire a u t o m a t i c a l l y at midnight on the 180th day. Such employees 

may be reappointed f o r temporary work r e l a t e d to or caused by 

seasonal needs, w i t h the w r i t t e n concurrence of the Budget Di r e c t o r 

and Commissioner of Personnel, t o an a d d i t i o n a l t h i r t y - d a y term 

which s h a l l expire at midnight of the 30th day. One f u r t h e r said 

t h i r t y - d a y reappointment f o r the same purposes may be made upon 

s i m i l a r Budget D i r e c t o r and Commissioner of Personnel approval. The 

Employer s h a l l n o t i f y the Union of the number and job t i t l e s of any 

such reappointments.lt i s understood and agreed t h a t the h i r i n g and 

r e t e n t i o n of seasonal employees s h a l l be at the d i s c r e t i o n of the 

Employer. 

Seasonal appointees s h a l l ' not become Probationary Career 

Service or Career Service•employees by v i r t u e of length of service 

i n a seasonal appointment. 

34 



Seasonal employees s h a l l not be e l i g i b l e f o r holidays. 

Vacations, s i c k leave f o r s a l a r i e d employees, v i s i o n care, d e n t a l , 

l i f e , and accident b e n e f i t s , bereavement pay ,or j u r y duty, but w i l l 

be provided w i t h group heal t h insurance under the.same e l i g i b i l i t y 

and conditions as other employees covered by t h i s Agreement, except 

t h a t e l e c t i v e medical care and p r e - e x i s t i n g c o n d i t i o n s , as those 

terms t h a t are defined i n the standard group insurance p o l i c y , s h a l l 

be excluded. 

Seasonal employees s h a l l be compensated at the same r a t e as 

career service employees. Seasonal employees may be d i s c i p l i n e d or 

discharged as e x c l u s i v e l y determined by the Employer and such 

Employer a c t i o n s h a l l not be subject t o the grievance procedures. 

Seasonal employees s h a l l be e l i g i b l e - f o r r e c a l l t o seasonal 

p o s i t i o n s i n which they have accumulated e i t h e r (a) four (4) months 

of said seasonal service during the 1984-85 wi n t e r season, or (b) 

f i v e (5) months of said seasonal service from and a f t e r July 1, 

1983, provided t h a t such employees: 

(1) s h a l l not have received a negative e v a l u a t i o n during 

t h e i r l a s t seasonal appointment and s h a l l not have 

received (a) more than one w r i t t e n warning or (b) a 

d i s c i p l i n a r y suspension i n any Employer p o s i t i o n ; 

(2) s h a l l be a v a i l a b l e , f i t f o r duty and subject to the 

same pre-employment screening procedures as are new 

a p p l i c a n t s f o r employment when r e c a l l e d , and s h a l l have 

the present a b i l i t y without f u r t h e r t r a i n i n g to 
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immediately perform the duties of the p o s i t i o n to which 

they are r e c a l l e d ; 

(3) s h a l l not refuse r e c a l l . Upon r e c a l l , the 

employee s h a l l promptly n o t i f y the Employer of his/her 

desire to r e t u r n t o work and s h a l l be a v a i l a b l e t o repo r t 

f o r employment w i t h i n seventy-two (72) hours of said 

n o t i c e or the employee s h a l l be deemed to have refused 

r e c a l l ; 

(4) s h a l l have been r e c a l l e d w i t h i n one year of the 

e x p i r a t i o n of t h e i r l a s t seasonal employment; and 

(5) s h a l l not have resigned or i n c u r r e d a break i n 

service during a period of appointment. 

Employees who do not meet and continue to meet a l l of the f i v e 

(5) conditions s t a t e d above, s h a l l have t h e i r names permanently 

removed from the r e c a l l l i s t . 

E v a l u a t i o n s s h a l l n o t be s u b j e c t t o t h e g r i e v a n c e 

procedure, except t h a t the Employer s h a l l not, a f t e r January I , 

1985, give a seasonal employee a negative ev a l u a t i o n f o r an 

a r b i t r a r y or capricious reason f o r the purpose of preventing the 

employee from becoming e l i g i b l e f o r r e c a l l under t h i s Section, 

and, only to t h a t l i m i t e d e;<tent may such Employer a c t i o n be subject 

to grievance. 

A seasonal employee who i s h i r e d on an annual r e c u r r i n g basis 

w i t h i n one year of his/her l a s t t e r m i n a t i o n ; and who accumulated 

twelve (12) months of said seasonal service from and a f t e r July I , 



1983, s h a l l not be a career service employee but s h a l l receive the 

b e n e f i t s under t h i s Agreement which are given t o probationary 

employees. 

E f f e c t i v e January 1, 2001, a seasonal employee who i s h i r e d on 

an annual r e c u r r i n g basis w i t h i n one year of his/her l a s t 

t e r m i n a t i o n , and who accumulates 12 months of said seasonal service, 

s h a l l receive the b e n e f i t s under t h i s Agreement which are given t o 

career service employees, and s h a l l remit f u l l c o n t r i b u t i o n s toward 

t h e i r h e a l t h care coverage as set f o r t h i n A r t i c l e 9 below. 

E f f e c t i v e January 1, 2001, seasonal employees w i t h less than 12 

months of seasonal service w i l l continue t o receive t h e i r current 

b e n e f i t package, but w i l l pay a pr o - r a t a share of the f u l l 

c o n t r i b u t i o n toward t h e i r h e a l t h care coverage. The amount of t h a t 

c o n t r i b u t i o n s h a l l be approximately 90% of the employee medical 

c o n t r i b u t i o n f o r career service employees. -Fê  example, fe^ 

c o n t r i b u t i o n s — a f e ^ — s e l e c t e d — s a l a r y — l e v e l s — p e * — p a y — p e r i o d — a ^ e — a s 

f o l l o w s : 

ANNUAL SINGIr EMPLOY FAMILY 

Up- -fee 19. 00 22 . 00 

E - f ^ e c t i v c o n t r i afe 

Form 
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0 pt, -
24.65 
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s a l a r y — l e v e l s — p e * — p a y — p e r i o d — w i l l — b e — a d j u s t e d — a s 

f o l l e w s ^ 

Up to $30, 000 12.50 19.00 ^ ' ' 1°^^^ 

0 p t ' 
24.65 

Form 
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Form 
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The Department w i l l p r o v i d e the Union w i t h w r i t t e n n o t i c e ^̂ rsU 

of the names of l a i d o f f seasonal Motor Truck D r i v e r s w i t h i n j;'.'. \j: 
Form 

f o u r t e e n (14) days of l a y o f f , and the names of" r e h i r e d "seasonal First I 

Motor Truck D r i v e r s w i t h i n f o u r t e e n (14) days of r e h i r e . 

E f f e c t i v e upon r a t i f i c a t i o n , , i n the event t he Employer i n t e n d s 

d e f i n e d h e r e i n , and where the suspension would r e s u l t i n a l o s s 

of pay f o r the employee, p r i o r t o imposing the suspension. 

pt Lir 

Form 
^Firstl 
pt Lir 

t o impose a d i s c i p l i n a r y suspension w i t h r e s p e c t t o a seasonal :'•. Form 
•. First I 

employee w i t h a t l e a s t f i v e (5) years, o f seasonal s e r v i c e , as •.'• pt Lir 

Form 
First I 
pt Lir 

Form 
except i n an emergency or where the employee i s u n a v a i l a b l e , t he First I 

pt Lir 

Employer s h a l l n o t i f y the employee and the Union and, upon request 

from the Union, w i l l schedule a meeting with the Union and the employee. 

At the meeting the Employer w i l l n o t i f y the'employee and the Union of the 

contemplated d i s c i p l i n a r y action and the reason(s) underlying i t . The 

employee and the Union w i l l be given the opportunity to respond to the 

accusations at the meeting. This-meeting sh a i l be informal and there s h a l l 

be no witnesses present unless both parties agree. The Employer may, at i t s 

'option, conduct further investigation a f t e r t h i s meeting. In the event 
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d i s c i p l i n e i s imposed s h a l l not be subject to the grievance procedure, 

as nothing i n t h i s p r o v i s i o n s h a l l be deemed as a l t e r i n g the non-

Career Service status of seasonal employees. This p r o v i s i o n s h a l l not 

apply where the suspension i s the r e s u l t of a p p l i c a t i o n of progressive 

d i s c i p l i n e f o r v i o l a t i o n of the Employer's t;ime and attendance 

p o l i c i e s , provided t h a t the Employer s h a l l , upon request , provide the 

Union w i t h copies of the employee's time and attendance record. 

Upon request by e i t h e r p a r t y made a f t e r one year from the date of 

r a t i f i c a t i o n of t h i s Agreement, the p a r t i e s s h a l l meet to discuss any' 

proposed changes to t h i s Section 8.5-6. 

Further, the C i t y s h a l l r e t a i n the r i g h t to h i r e seasonal 

employees under the p r o v i s i o n s of Section 8.5 of t h i s Agreement, as 

may be necessary when s u f f i c i e n t Pool Motor Truck Drivers are 

unavailable. 

Section 8.6^ Pool Motor Truck Drivers 

a) E s t a b l i s h m e n t . Pool Motor Truck D r i v e r s w i l l be p a i d 

a t 80% o f t h e r a t e o f , a Motor Truck D r i v e r f o r t h e f i r s t 

y ear of employment w i t h the C i t y , and at 90% of the r a t e f o r a 

Motor Truck Driver f o r the second f u l l year of employment w i t h the 

C i t y . Following the second anniversary of t h e i r employment. Pool 

Motor Truck Drivers s h a l l be paid at the then current Motor Truck 

Driver rate of pay. These p o s i t i o n s s h a l l be probationary p o s i t i o n s 

w i t h i n the meaning of Section 8.4̂ ^ of t h i s Agreement f o r a pe r i o d of 

two (2) years from date of h i r e . Career service garage 

a t t e n d a n t s f l e e t services a s s i s t a n t , service w r i t e r s , booters, non-

CDL d r i v e r s and mobile health operators who s u c c e s s f u l l y b i d i n t o 
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Pool Motor Truck Driver p o s i t i o n s s h a l l be paid at 90% of the then 

current Motor Truck Driver rate f o r one (1) year and t h e r e a f t e r w i l l 

receive the f u l l Motor Truck Driver r a t e . 

Every'' July 1, the Employer s h a l l a u d i t the number of Pool Motor 

Truck.Drivers. I f the number of Pool Motor Truck Drivers exceeds 40% 

of the t o t a l Motor Truck Drivers ("Pool Cap"), the Employer. s h a l l 

declare a vacancy f o r each Pool Motor Truck Driver P o s i t i o n t h a t 

exceeds the Pool Cap. The Employer s h a l l f i l l thses vacancies i n 

accordance w i t h Section 8.7 'of the Agreement by August 1 of each 

year. The Employer s h a l l review the aud i t numbers -with the Union 

p r i o r t o August 1 of each year. / 

(b) Q u a l i f i c a t i o n s . Persons who b i d i n t o Pool Motor Truck 

Driver positions pursuant to Section 8.7-9 of t h i s Agreement, or who 

are hired i n t o these positions as new employees, must possess A or B 

commercial drivers licenses and an X endorsement as a condition of 

employment. Current seasonal employees who apply and have r e c a l l 

r i g h t s under Section 8.4̂-6 of t h i s Agreement, or q u a l i f i e d career 

service garage attcndoftfersfleet service assistants, service writers_^ 

non-CDL d r i v e r s and booters who b i d i n t o available vacant Pool Motor 

Truck Driver positions, s h a l l be given preference f o r h i r e f o r Pool 

Motor Truck Driver positions over non-employees, provided they have 

the then present a b i l i t y to perform the work without f u r t h e r t r a i n i n g . 

Where selection i s based on s e n i o r i t y , i n accordance w i t h Section 

8.7-9 of t h i s Agreement, career service employees s h a l l be selected 

before non-career service employees. 
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(c) Probationary Period. A l l newly h i r e d Pool Motor Truck 

Drivers s h a l l serve a probationary period of two (2) years of 

employment under the terms of Section 8.4-& above. Except as 

provided herein, newly h i r e d Pool Motor Truck Drivers s h a l l receive 

the same b e n e f i t s given t o seasonal employees w i t h less than twelve 

months of service f o r the f i r s t year of t h a t probationary period, 

and s h a l l receive the same b e n e f i t s given t o seasonal employees 

w i t h more than twelve months of service f o r the second year of 

t h e i r employment. Notwithstanding the foregoing, seasonal Motor 

Truck Driver employees or career service garage f l e e t services 

a s s i s t a n t s attendants, or service w r i t e r s , non-CDL d r i v e r s , or 

booters who already receive f u l l b e n e f i t s at the time they b i d i n t o 

Pool Motor Truck Driver p o s i t i o n s s h a l l r e t a i n those b e n e f i t s upon 

becoming Pool Motor Truck Drivers. 

Upon the e x p i r a t i o n of the probationary period, employees s h a l l 

become career service employees and s h a l l be e n t i t l e d t o receive a l l 

b e n e f i t s received by such employees. 

(d)Assignment. The Employer w i l l assign Pool Motor Truck 

Drivers t o perform work i n i t s Departments of A v i a t i o n , 

Transportation, Water Management and Streets and S a n i t a t i o n as such 

work becomes a v a i l a b l e by order of s e n i o r i t y , provided t h a t the 

employee i s capable of performing t h a t ,,work without f u r t h e r 

t r a i n i n g , and has the required class of CDL wit h the necessary 

endorsements. An employee s h a l l be permitted to waive a p a r t i c u l a r 

assignment once during each calendar year and remain i n the pool on 
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i n a c t i v e status should he decide to do so. In t h a t event, the 

employee s h a l l r e t a i n his or her place on the Pool Motor Truck 

Driver s e n i o r i t y l i s t and be e l i g i b l e f o r the next assignment to 

another Department. Should the Department have i n s u f f i c i e n t Pool 

Motor Truck Drivers a v a i l a b l e on account of d r i v e r s waiving the 

assignment, the Employer s h a l l assign d r i v e r s to t h a t Department by 

reverse order of s e n i o r i t y , provided the d r i v e r s have the then 

present a b i l i t y t o perform the work without f u r t h e r t r a i n i n g . 

Nothing herein s h a l l p r o h i b i t a Department from agreeing w i t h 

another Department to t r a n s f e r a p a r t i c u l a r Pool Motor Truck Driver 

who may have s p e c i f i c s k i l l , provided the Union has p r i o r n o t i c e and 

the employee has no o b j e c t i o n . When an employee's p a r t i c u l a r 

assignment i s concluded, the employee s h a l l be returned to the pool 

f o r reassignment by order of s e n i o r i t y . I f no assignment from the 

pool i s then a v a i l a b l e , the employee s h a l l be placed on unpaid 

i n a c t i v e s t a t u s , which s h a l l not c o n s t i t u t e a l a y - o f f under t h i s 

Agreement; p r o v i d e d , however, a Pool Motor Truck D r i v e r on 

i n a c t i v e . s t a t u s w i l l c o n t i n u e t o r e c e i v e h e a l t h i n s u r a n c e 

coverage as i f he/she were i n f u l l pay status f o r the end of the 

month i n which he/she i s i n a c t i v e . For the purpose of t h i s 

Section, a Pool Motor Truck Driver',s assignment ends when the Department to 

which the driver i s assigned n o t i f i e s him or her i n w r i t i n g that they are 

being returned to the pool. The fact that a Department may not u t i l i z e the 

services of a Pool Motor Truck Driver on a particular day or days during an 

assignment shall not constitute returning the driver to the pool under t h i s 
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paragraph. A Pool Motor Truck Driver shall not be allowed to bump another a 

Pool Motor Truck Driver who has already been assigned to another Departiment 

even though that employee may have less seniority. Employees who wish to 

vo l u n t a r i l y end t h e i r assignment i n the department i n which' they are 

currently working and be returned to the pool for reassignment may submit 

a request on a form approved by the Employer. Any such requests must be 

submitted i n February and August, and shall remain v a l i d for the duration 

of the assignment i n that department, or u n t i l the end of that calendar 

year, whichever occurs sooner. Such requests w i l l be considered when the 

department ends assignments and returns employees to the pool. Such 

requests w i l l be granted i n s e n i o r i t y order, i n a number not t o 

exceed the number of employees the department- i s then returning to the 

pool. An employee who. exercises the r i g h t to take a voluntary return to 

the pool under t h i s paragraph shall have no r i g h t to waive any other 

assignments for the remainder of that calendar year. 

(e) Department Layoff. I n the event of a l a y o f f w i t h i n a 

Department,, the Department s h a l l f i r s t terminate the seasonal 

d r i v e r s , and then r e t u r n Pool Motor Truck Drivers t o the pool by 

order of reverse s e n i o r i t y before l a y i n g o f f career—service—Motor 

Truck Drivers (7183s) . 

(f) .Seasonal HircsWinter Snow Program. Notwithstanding any 

other p r o v i s i o n i n t h i s Agreement to the contrary, the current 2-

hour -seasonal programWiri t_e_r_ Snow Program i n the Department of 

Streets and S a n i t a t i o n as i t i s c u r r e n t l y administered, s h a l l , 
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continue unchanged^— p r o v i d e d — t h a t — t h o r o — a * e — n e — P o o l — M o t o r — T r u c k 

D r i v e r s — e f t — f e h e — l i s t — w h e — a * e — n e t — a - s s i g n o d . — F u r t h e r , — t h e — C i t y — s h a l l 

retain—the—right—fee—hire—seasonal—employees—under—fehe—provisions—e^ 

Section—— e 4—this—Agreement,—a-s—may—be—nccGosary—whon—sufficient 

f^eei—Motor—Truck—Drivers—aie—unavailable . The Employer shall be able to 

u t i l i z e up to s i x t y (60) Pool Motor Truck Driver Assignments as two hour 

assignments i n the Winter Aviation Program. The remainder of assignments 

shall be a minimum of eight (8) hours. 

(g) Labor Management Committee. The Employer and the Union 

s h a l l e s t a b l i s h an advisory labor management ' committee f o r the 

purpose of addressing any issues or problems concerning the' 

implementation and operation of the Pool Motor ,Truck Driver program 

which may a r i s e during the l i f e of t h i s Agreement. The Employer's 

Department of Personnel s h a l l be responsible f o r the maintenance of 

the Pool Motor Truck Driver l i s t , and s h a l l c a l l d r i v e r s from the 

l i s t as requests f o r d r i v e r s are received from the City's 

Departments. 

i Pool Meteor Truck Diriver Preforenee 

W-heR—the Employer dcc-laros—a—vaea-ftey—fe*—f«i-l—time Motor Truck 

Q^-irV-e^s-,—sea-s-onal Motor Truck Drive-r employees who apply and who 

ha-vc r e c a l l — r i g h t s — u n d e r Soctien—8.6 of this—Ag-rocmcnt,—shall be 

gjrv-efi—proforcnee—for hire-ever non-omp-l-eyeos,—prov-ir4ed they have the 

-fehon prese-H-t abil-i-fey t o pc-rferm—fehe—we-r-k—-te—fehe—Bmpieye-r—-s 

satisfa-e-feion vjithe^fe—further—fe-ea-i-niftg-^—W-he-Fi—e^^-ua 11 y qaa-l-i-fiod,—tics 
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w i l l bo broken by s e n i o r i t y . 

Section 8.79 F i l l i n g of Vacancies 

The Following procedures s h a l l be used t o f i l l vacancies: 

(a) Employees w i t h i n a department who desire a change i n a s h i f t , 

day(s) o f f or l o c a t i o n of t h e i r job assignment s h a l l request 

such a change i n w r i t i n g on the employer's form. Employees may 

f i l e such request i n _December f o r the p e r i o d beginning i n 

January and continuing through the f o l l o w i n g year. Employees 

can f i l e m u l t i p l e requests throughout the year except an 

employee s h a l l only be allowed a s i n g l e t r a n s f e r w i t h i n a 

tweIve (12) month pe r i o d . 

Each employee s h a l l receive a copy of a l l request f i l e d w i t h a 

re c e i p t noted on the copy. A l i s t of such requests from each 

department s h a l l be provided t o the Union i n January and the 

Employer s h a l l provide a copy of each subsequent request t o the 

Union. 

When f i l l i n g a vacancy, the Employer s h a l l s e l e c t the most Senior 

employee i n the job c l a s s i f i c a t i o n i n the department who has such a 

request on f i l e , provided the employees has the a b i l i t y t o perform 

the required work without f u r t h e r t r a i n i n g . 

Employees—w^i thin—a—deparfemeftfe—whe—desire -a—change i f t—shi f t ,—day 

T n m o t~ h .n 1 1 r- r** r n 1 I " Q 

-e## 

•h h o 
L-lldliy\J -LII Vvl-XL-LIiy CJIl LilU iiilLl^ J. (J y U L L) LULlll, HL-ii x x x x x i i y ci v i j .L -u . i i oy , 

/ t- T Tn f"' n n " { " n l " ! ! ^ ^ ~̂' i n T~I 1 ^ ^ o o 
1 n 

t i l l i p - L U y U I - i j l l U X ± o U X CJ L L l l t J I L l O o L L) U M X U I. 

•t4=K3—=j~eb- e-i-a-s-s4 §-i-e-a-tie-H—irH——dcpa rtimont -w-he—h a-s - -siie-h—a—request 

X l l 

on 
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•f ile,—provided—fehe—employee—has—fehe—present—ability—fee—perform—fehe 

required work w i t h o u t — f u r t h e r t r a i n i n g . 

4a-)—Employees—may—file—such—requests—irn—December—fe*—fehe 

f o l l o w i n g — c a l e n d a r — y e a r . — E m p l o y e e s — f i l i n g — m u l t i p l e — r e q u e s t s — a f t d 

accepting a t r a n s f e r s h a l l only be allovjcd a s i n g l e t r a n s f e r i n each 

calendar—year .—The—Employer—will—provide—fehe—Union—with—a—copy—e# 

t h e — l i s t — e i — t r a n s f e r — r e q u c , s t s — w i t h i n — f o u r t e e n — [ 4 r 4 ^ — d a y s — e i — f e h e — l i s t 

being compiled. 

the Employer s h a l l post the job f o r b i d . The Employer w i l l post 

vacancies e l e c t r o n i c a l l y on the C i t y of Chicago CAREERS website. A 

copy of the posting wi 11 be provided t o the_ Union at l e a s t 72 hours 

p r i o r t o the e l e c t r o n i c posting. A — c o p y — e i — f e h e — p o s t i n g — s h a l l — b e 

- p r o v i d e d — f e e — f e h e — U n i o n — n e — l a t e r — t h a n — f e h e — f i r s t — d a y — e i — p o s t i n g .—Said 

vacancy s h a l l be posted f o r 14 days on the CAREERS website. The 

posting s h a l l contain at l e a s t the f o l l o w i n g i n f o r m a t i o n : job t i t l e , 

q u a l i f i c a t i o n s , days o f f , s h i f t , hours, work l o c a t i o n , i f known, and 

rate of pay. The p o s t i n g _ s h a l l also i d e n t i f y the number of positiori_s 

to be f i l l e d . I f the number to be f i l l e d changes, the Employer s h a l l 

promptly n o t i f y the Union. P r i o r t o the commencement of the s e l e c t i o n 

process, the Employer w i l l provide the Union w i t h a l i s t of q u a l i f i e d 

bidders. 

Prior t o n o t i f y i n g the successful b i d d e r / a p p l i c a n t , the Employer 

s h a l l give the Union a l i s t of bidders i d e n t i f y i n g , where ap p l i c a b l e , 
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the successful b i d d e r ( s ) . Upon request, the Employer s h a l l schedule a 

meeting w i t h the Union to review the s e l e c t i o n process, i n c l u d i n g the 

reasons f o r s e l e c t i o n and r e j e c t i o n of bidders. This meeting s h a l l 

include a review and discussion of documents considered during the 

h i r i n g process, i n c l u d i n g documents such as the r e f e r r a l l i s t , 

employment decision form, . h i r i n g i n f o r m a t i o n summary, and h i r i n g 

c r i t e r i a r a t i n g form. I f requested, the Employer w i l l f u r n i s h copies 

ô f such documents to the Union. Bidders who are not selected s h a l l be 

so n o t i f i e d by the Department Head and informed of the reason f o r non-

s e l e c t i o n . 

The successful bidder f o r any jobs under t h i s Section s h a l l have 

an evaluation period, not to exceed s i x t y (60) days, t o demonstrate 

t h a t he/she can perform the jo b . I f the Employer has j u s t cause based 

on the Employee's job performance at any time during t h a t p e r i o d t h a t 

the successful bidder cannot perform the job, then the successful 

bidder s h a l l be returned t o the job he/she held j u s t p r i o r t o the 

awarding of the b i d , d i s p l a c i n g , i f necessary, any employee who has 

been placed i n t o said j o b . " 

Notwithstanding the foregoing, the Employer may, where i t deems 

appropriate, post b i d announcements during the four-month p e r i o d 

p r i o r t o January 1 i n any calendar year, f o r c e r t a i n jobs w i t h i n a 

department which the Employer may seek to f i l l at any time a f t e r 

January 1 of t h a t calendar year, without any f u r t h e r b i d postings 

f o r those jobs during t h a t calendar year. A copy of the posting 

s h a l l be provided to the Union no l a t e r than fourteen (14) days p r i o r 

to the posting date. Employees s h a l l have t h i r t y (30) days from the 
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date of the posting to submit bids. Before f i l l i n g any vacancies 

pursuant to such a posting, the Employer w i l l provide the Union wi t h a 

copy of the Employer's l i s t of a l l i n d i v i d u a l s who submitted bids 

pursuant to the posting. Said l i s t w i l l r e f l e c t the Employer's scoring 

of those i n d i v i d u a l s with respect to t h e i r r e l a t i v e q u a l i f i c a t i o n s f o r 

the job, and the order i n which the Employer intends to grant bidders 

preference f o r any available declared vacancies f o r the posted jobs i n 

that calendar year. The l i s t w i l l be completed by no l a t e r than 

February 1 of that calendar year, unless otherwise agreed by the p a r t i e s , 

and w i l l be provided to the Union at the time i t i s f i n a l i z e d by the 

Employer. Upon request by the Union, the Employer w i l l meet and discuss 

i t s ranking of bidders with the Union. Nothing i n t h i s paragraph s h a l l 

preclude the Employer from declining to o f f e r any available p o s i t i o n to 

a bidder i f the bidder has f a i l e d to s a t i s f y the Employer's promotional 

c r i t e r i a guidelines, or i f the Employer determines that the' bidder w i l l 

be unavailable due to leave of absence or other reason, or that the 

bidder i s otherwise no longer q u a l i f i e d for the available p o s i t i o n . The 

Employer w i l l n o t i f y the Union at the time i t makes any promotion from 

the l i s t i n rank order. In the event the Employer intends to make a 

promotion from the l i s t out of rank order, i t w i l l provide the Union at 

least ten (10) calendar days' notice, and w i l l meet and discuss the matter 

upon request by the Union. In the event that the Employer intends to f i l l 

a job pursuant to the posting and there are no remaining q u a l i f i e d bidders 

on the o r i g i n a l l i s t , the Employer w i l l post a new bid announcement p r i o r 

to f i l l i n g the position. Nothing i n t h i s paragraph s h a l l preclude the 

Union Trom grieving the City's f i l l i n g of any vacancy. 
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Q u a l i f i e d employees s h a l l be given an equal o p p o r t u n i t y w i t h 

other applicants to b i d on jobs which are declared vacant by the 

Employer. The Employer s h a l l s e l e c t the most senior q u a l i f i e d 

a pplicant i n order of the f o l l o w i n g t i e r System:-^ 

Tier 1: General Foreman of MTDs (7187) 

Tier 2: Equipment T r a i n i n g Specialist/MTD (7123); Foreman of MTDs 

(7185); Equipment Dispatcher 1/C (7127); Equipment Service Coordinator 

(7110) . 

Tier 3: Equipment Dispatcher (7124); MTD-Tire Repair (7186); 

Motor Truck Driver/100% (7183); Pool Motor Truck Driver (7184); 

Supervising Booter (7113); Auto Pound Supervisor (6292); Booter-

Parking (7112). 

Tier 4: Motor Truck Driver/90% (7183); Pool Motor Truck 

Driver/90% (7184); Motor Truck Driver/80% (7183); Pool Motor Truck 

Driver/80% (7184); Fleet Services Supervisor (7165); Fleet Services 

Assi s t a n t (7164); Mon-CDL '-Driver | (7114 ) ; . - f Gqmi 
coitec 

T i e r 5: Seasonal Employee (7182); Mobile Unit Operator (7132); 

Service Driver (7111); Service W r i t e r (7136). 

For the Equipment Dispatcher, Supervising Booter, Fleet Services 

Supervisor, a l 1 T i e r 1 c l a s s i f i c a t i o n s , and a l l T i e r 2 c l a s s i f i c a t i o n s 

only, Wwhere applicants are r e l a t i v e l y equally q u a l i f i e d , the Employer 

s h a l l s e l e c t the most senior employee of those applying.—whe-^=MS—fehe 

greatest a b i l i - f e y — f e e — f i l l — t h o needs determined by the Employer v j i t h duo 

T^egard to the—Bffi-p-le-ye-.r-^s—cfforts—fee—ensure oq-aa-1—employment 

eppeTe-fe«-R-ir4yre-s-̂  

49 



" ' A b i l i t y R e l a t i v e l y equally q u a l i f i e d " s h a l l be determined by 

the Employer based upon performance e v a l u a t i o n , experience, t r a i n i n g , 

proven a b i l i t y and s i m i l a r c r i t e r i a . 

" S e n i o r i t y " ' s h a l l mean, f o r purposes of t h i s Section, the fForim 

employee's service i n the bargaining u n i t ( e f f e c t i v e 30 days a f t e r 

r a t i f i c a t i o n ) . j - e b — t i t l e — ( t i m o — i n - t i t i c ) . 

(d) The successful bidder f o r any jobs under t h i s Section 

s h a l l have an e v a l u a t i o n p e r i o d , not t o exceed- s i x t y (60) days, to 

demonstrate th a t he or she can perform the job. I f the Employer has 

reasonable cause based upon the employee job performance at any time 

during t h a t period t h a t the successful bidder cannot perform the job, 

then the successful bidder s h a l l be returned t o the job he/she held 

j u s t p r i o r t o the awarding of the b i d , d i s p l a c i n g , i f necessary, any 

employee who has been placed i n t o said job. 

(e) The f o l l o w i n g e ntry l e v e l p o s i t i o n s s h a l l be excluded from 

the b i d procedure. 

1. Attendant O'Hare Parking 

2. Skyway Serviceman 

3. Skyway Maintenance Man 

4 . A i r p o r t Terminal Monitor 

(f ) Two Hour Seasonal Motor Truck—D-rivers may b-i:-d only—ie*—Pool 

Mentor Ti-u-clc Drive'-i^-p-esiti.ons w-firfehin the ba-r-g-a-ining—bm-i-fe-.-

Notwi thstanding—any—City—p-gae-ticcs—fee—fehe—contrary,—an—inactive 

Twe—Heu-r-—Seasonal—Motor—Truck—Drive-g—en—a—seasoH-aj:—recall—list—may 

b i d on—Pool—Motor—Truck—D-r-ivcr—positions—vjhich—a^ee—posted under—this 
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Section 8.9.—^Also notwithstanding any C i t y practices to the contrary. 

Pool Motor Truck Drivers who have been returned to the pool and are 

ava i l a b l e f o r assignment s h a l l have the r i g h t to b i d on bargaining 

u n i t p o s i t i o n s . 

Section 8.8-10 Balancing the Workforce 

,a) The Employer's movement of employees from one l o c a t i o n , 

s h i f t or day o f f schedule to another s h a l l not be deemed a permanent 

vacancy i f there i s not a net increase i n the number of employees i n 

the a f f e c t e d c l a s s i f i c a t i o n ( s ) i n the a f f e c t e d l o c a t i o n s , s h i f t s , or 

day o f f schedule. 

I f the Employer intends t o reduce the number of employees, i n a 

job c l a s s i f i c a t i o n at a l o c a t i o n , s h i f t or day o f f schedule and reassign 

them to another l o c a t i o n , s h i f t or day o f f schedule, the Employer s h a l l 

seek volunteers among the employees i n the affected job c l a s s i f i c a t i o n , 

provided that the volunteers have the present a b i l i t y to perform the 

required work without f u r t h e r t r a i n i n g . 

I f there are more volunteers than there are assignments, such 

reassignments s h a l l be made on the basis of s e n i o r i t y . I f there are 

i n s u f f i c i e n t • volunteers a v a i l a b l e , the Employer s h a l l reassign 

employees using reverse s e n i o r i t y provided the employees have the 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . 

b) The Employer's movement of employee's from one l o c a t i o n , 

s h i f t or day o f f schedule t o another w i t h o u t s a i d request f o r 

v o l u n t e e r s , or by reverse s e n i o r ' i t y as i n i Section 8.7̂-9- above may 
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be done t o meet the O p e r a t i o n a l needs of the Department or the 

C i t y of Chicago. In such circumstances, the Employer s h a l l meet w i t h 

the Union regarding the impact of said a c t i o n i n accordance w i t h the 

provisions of the I l l i n o i s Labor Relations Act. 

Section 8.9a Acting In A Higher-Rated Job 
The time l i m i t f o r higher rated jobs s h a l l not exceed one hundred 

eighty (180) days, except where .a regular incumbent i s on leave of 

absence, i n which case the time l i m i t f o r a c t i n g i n t o such p o s i t i o n 

may not exceed one (1) year, and no i n d i v i d u a l employee can act up 

i n t o t h a t p o s i t i o n f o r more than n i n e t y (90) days. The time l i m i t s 

may be extended by mutual agreement of the p a r t i e s . I f the one 

hundred eig h t y (180) day time l i m i t i s extended to one (1) year due to 

a regular incumbent on leave of absence or by mutual agreement of the 

p a r t i e s , i n d i v i d u a l employees s h a l l not act i n t o higher r a t e d jobs f o r 

more than ni n e t y (90) days per employee. To the extent t h a t the 

Employer continues t o require the performance of the duties of the 

higher-rated job beyond the time l i m i t s set f o r t h herein, the p o s i t i o n 

s h a l l be t r e a t e d as a "permanent vacancy" w i t h i n the meaning of 

Section 8.7 of t h i s Agreement and the Employer s h a l l post and f i l l the 

j ob as a "permanent vacancy" subject to the ap p l i c a b l e p r o v i s i o n s of 

tha t Section. 

An employee who i s d i r e c t e d to and does perform and who i s held 

accountable f o r s u b s t a n t i a l l y a l l of the duties and r e s p o n s i b i l i t i e s 

of a higher-rated job s h a l l be paid at the higher r a t e , r e t r o a c t i v e 

to the f i . r s t day of the assignment. The—Emp-jrey-er)? s h a l l — n o t r e q u i r e 
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the performance of the d u t i e s — i n the hi g h e r - r a t e d j o b — f o r a period of 

more than ninety—(-9^^—days,—except whore a regular incumbent—i-s—eft 

leave e f abseBee-7—in which case—± t—shall be—si-x—(-6-)—months .—Such time 

l i m i t s may bo extended by mutual agreement of the p a r t i e s . • 

I f the Employer continues—to r e q u i r e — t h e performance of tho d u t i e s — e i 

tho higher-rated job beyond t h i s — t i m o — l i m i t , — t h e Employer s h a l l post 

and f i l l the job as a permanent vacancy pursuant t o Section 8.9. 

The Employer s h a l l n o t i f y the Union on a monthly basis of a l l 

employees—continuously working i n a higher r a t e d p o s i t i o n 

f o r more—than one pay period. Such notice—shall—include—fehe 

name of t h e — i n d i v i d u a l a c t i n g i n said p o s i t i o n , — t h o name of the 

person being replaced,—ii—Icnown,—and tho—date which t h e — i n d i v i d u a l 

began and stopped working i n said position,—and tho Department. 

ARTICLE 9 

Group Health, VISION CARE, DENTAL, LIFE AND ACCIDENT BENEFITS 

Section 9.1 

a) • The Employer s h a l l provide t o employees and t h e i r e l i g i b l e 

dependents Group Health, V i s i o n Care, Dental, L i f e ($25,000) and 

Accident b e n e f i t s as provided t o a m a j o r i t y of other employees of 

the C i t y under the same terms and conditio n s a p p l i c a b l e t o said 

other employees, provided f u r t h e r , said b e n e f i t s s h a l l be at no cost 

to employees and t h e i r e l i g i b l e dependents. 
^ ) - -
b) Employees who p a r t i c i p a t e i n the Employer medical care plan 

or an HMO s h a l l make the f o l l o w i n g percentage c o n t r i b u t i o n s 
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toward t h e i r _ heal t h care coverage based on the app l i c a b l e 

percentage of t h e i r base pay (not i n c l u d i n g overtime) l i m i t e d by 

the salary cap: 

Single Employee +1 Family Salary Cap 

July 1, 2017 1 2 921% 1 9854% 2 4765% $90,000 

July 1, 2018 I 7921% 2 4854% 2 9765% $100,000 

Jan. 1, 2019 2 2921% 2 9854% 3 4765% $115,000 

Jan. 1, 2020 2 7921% 4854% 3 9765% $130,000 

contri b u t i o n s — t o w a r d t h e i r h e a l t h care—coverage: 

b-)——employee—medical—eefltributions—a^^e—based—eft—a—composite—1. 6% 

e i — b a s e — s a l a r y — f o r .single,—employee and—one,—aft^—family—levels 

ei—coverage—as—specified—belovj.—Fe*^—example,—fehe—contributions 

at selected salary l e v e l s per pay period are as—follows: 

ANNUAL 
SALARY 

SINGLE 
1•0281% 

EMPLOYEE +^ 
1.5797% 

FAMILY 
1.9705% 

Up to $30,000 
-$30, 001 
-$-40, 000 
$50,000 
$60,000 
^7-&T-e-o^ 

$80,000 

$90, &-»Q-4-

12.85 
17.14 
2 1 . 42 
25 .70 
2 9 . 99 
34.27 
38 . 55 
38 . 60 

19. 00 
-19.75 
26 .33 
32 . 91 
39 .49 
46.07 
52 . 66 
59.24 
59.30 

22 .00 
24 • 63 
3^-8-4 
41.05 
4 9 .26 
57 . 47 
65. 68 
7 - 3 ^ ^ 
73 . 95 

Aii—contributions—shall—be—made—eft—a—p^^e—fea^^—basis—and—a*^ 

payab le on—a per pay p e r i o d b a s i s . 

2-) Effcc-t-i-ve—J-a-ty-—-TT—200 6 employee mcd-i-ea-1 contri^u-fe4.-eft-s a r c 

fea-sed—e-H—a e-emposife-e —2.0% e i—base saia-r-y-- ien?—s i n g l e , 

efftp-Toyce a-net one, aftd—isFfht-i-y l e v e l s e-f- eoveragc'—as 
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specified bclew-^-Fef example,—fehe contributions at selected 

salary l e v e l s per pay period arc as f o i l o w s : 

Mmmh SINGLE EMPLOYEE+1 FAMILY 
SALARY 1.2921% 1. 985 re 2 . ^765% 

Under $30,000 -33 $27.65 
$30,001 $-34. -33 $30.96 
$(10,000 $33^ -m $41.28 
$50, 00-9 5̂-6- -$44-. -3^ $51.59 

• $60,000 $-32- -3# -$-4-9̂  -&4 $61.91 
$70,000 $37- $72 .23 
$80,000 ^43- -&7- • -1-3 $82.55 
$90,000 -44 $̂ M̂  -4-5 $92.87 
$100,000 -34 $103 . 19 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis an 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, p r e s c r i p t i o n b e n e f i t s s h a l l be subject 

to an annual deductible of $35 per Employee (one annual deduction per 

household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be subject 

to an annual deductible of $75 per Employee (one annual deduction per 

household). 

c) The b e n e f i t s provided f o r herein s h a l l be provided through a 

self-insurance plan or under a group insurance p o l i c y , selected by 

the Employer. A l l b e n e f i t s are subject t o standard p r o v i s i o n s of 

insurance p o l i c i e s between Employers and insurance companies. 

d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject to the 

grievance procedure provided f o r i n the Agreement between the 

Employer and the Union. 
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e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e t o q u a l i f i e d employees. 

The Employer may o f f e r coverage under more than one 

HMO. The employee's optio n of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding anything 

i n t h i s Agreement to the contr a r y . 

f) Where both husband and wife or other f a m i l y members 

e l i g i b l e under one fam i l y coverage are employed by the Employer, 

the Employer s h a l l pay f o r only one fam i l y insurance or fa m i l y 

hea l t h plan. 

g) The current p r a c t i c e of p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreement. 

h) Consistent w i t h the terms of the Employer's e x i s t i n g Group 

Health Care Plan, and the ap p l i c a b l e r u l e s thereof, employees who 

are covered under the Plan s h a l l not lose said coverage solely 

because they have received a d i s c i p l i n a r y suspension l a s t i n g 30 days or 

less. Employees on approved FMLA leave s h a l l be e n t i t l e d to continued 

medical coverage f o r a maximum of 12 weeks, subject to the terms of the 

Plan and any other applicable provisions of t h i s Agreement. Employees . 

who are receiving duty d i s a b i l i t y benefits s h a l l be e l i g i b l e to receive 

continued medical coverage as provided under the terms of the Plan and 

i t s applicable rules. As a condifion of continued medical coverage, 

during any such suspension, or FMLA or duty d i s a b i l i t y loaves, 
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employees must make a l l i n d i v i d u a l medical contributions as required 

under t h i s A r t i c l e and the terms of the Plan and i t s a p p l i c a b l e r u l e s . 

I n the event t h a t an employee loses coverage under the 

Plan, he or she w i l l be provided n o t i c e thereof, the form which may 

include, but i s not l i m i t e d t o , a COBRA n o t i c e , HIPAA n o t i c e , a 

w r i t t e n corranunication from the Employer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

Section 9.2 Joint Labor Management Cooperation Committee On Health 
Care 

The City of Chicago and each C o a l i t i o n Union (the "Parties") agree 

to create a Joint Labor Management Cooperation Committee ("LMCC") 

pursuant to applicable state and federal law. The purpose of the LMCC 

i s to research and make recommendations and decisions w i t h i n i t s 

au t h o r i t y related to the achievement of s i g n i f i c a n t and measurable 

savings i n the cost o f employee h e a l t h care during the term of 

t h i s Agreement. The Parties s h a l l memorialize t h e i r i n t e n t to 

create t h i s MCC by executing an Agreement and Declaration of Trust 

("Trust Agreement") contemporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y of 

Chicago. Said Trust Agreement s h a l l be attached t o t h i s Agreement 

as Appendix D. 

Section 9.3 

The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

a. Formation of a Committee t o govern the LMCC 
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Consisting t o twenty (20) Trustees, h a l f of the 

Trustees s h a l l be appointed by the C i t y 

Chicago and h a l f the Trustees s h a l l 

appointed by the C o a l i t i o n Unions. 

b. Appointment by the C i t y and C o a l i t i o n of 

Chair and Vice-Co-chair as designated i n the Trust 

Agreement. 

c. A u t h o r i t y the LMCC to make recommendations and 

mod i f i c a t i o n s i n the he a l t h plan expected t o r e s u l t 

i n savings and cost containment. 

d. Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

S e c t i o n 9.4 

For p u r p o s e s o f t h i s A r t i c l e , an "employee" s h a l l mean 

a C i t y employee r e p r e s e n t e d by s i g n a t o r y l a b o r 

o r g a n i z a t i o n s o f t h i s Agreement. A " C o a l i t i o n U n i o n " means 

s i g n a t o r i e s t o t h i s Agreement w h i c h have e x e c u t e d a 

c o l l e c t i v e b a r g a i n i n g agreement w i t h t h e C i t y . 

Section 9 ._5 

The p a r t i e s commit t o implementing Medical Plan Design changes t h a t 

w i l l r e s u l t i n estimated, savings of at l e a s t $3 m i l l i o n (as 

Comi 

c a l c u l a t e d wi th respect to the COUPE bargaining u n i t s ) by 2 020. .The .. ' lancu: 

p a r t i e s w i l l work through the LMCC to i d e n t i f y changes that _ w i l l 

r e s u l t i n the recjuired savings. I f , p r i o r t o January 2020, the 

pa r t i e s have not reached agreement upon the prbppsecl changes, each 
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p a r t y w i l l submit i t s o f f e r of proposed changes and the amount 

proposed t o be reduced, i n c l u d i n g the methodology f o r e s t i m a t i n g the 

value of the proposed changes, t o a mutually agreed upon a r b i t r a t o r , 

who w i l l be l i m i t e d to s e l e c t i n g e i t h e r the City's or COUPE's o f f e r . 

The o f f e r selected by the a r b i t r a t o r w i l l be binding on the p a r t i e s 

and on the LMCC. 

Section 9.6 457 Plan 

The Employer s h a l l make c o n t r i b u t i o n s , on a d o l l a r f o r d o l l a r basis, 

under a 401 (a) Plan (or any s i m i l a r successor Plan agreed t o by COUPE) 

up to the maximum jtotal amounts per- year shown below based on amounts Ccomi 
•'totaf 

d i f f e r e d by each employee i n those same years t o the employee's 457 

Plan, as f o l l o w s : 
a. Jan 1, 2020- up to $250 per year 

b. Jan 1, 2021- up to $250 per year 

c. Jan 1, 2022- up to $500 per year 

The Employer s h a l l advise the Union at lease semi-annually, of the 

total contributions i t has made. 

Section 9.6 Retiree Health Care 

The C i t y agrees to proyide representatives from COUPE in f q r m a t i o n such 

as the claims and experience from the C i t y _ r e t i r e e h e a l t h plans and 

other relevant data/information so th a t COUPE Unions can explore_ the 

f e a s i b i l i t y of establishing their own ret i r e e health .plan separate and [ Comi 
•"hcali 

independent form _ the City's plans t h a t could cover c e r t a i n C i t y 

r e t i r e e s i n the f u t u r e . S u c h i n f o r m a t i o n t o be provided w i l l include. 

but not be l i m i t e d .to a census f o r the current non-Medicare r e t i r e e s 
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i n c l u d i n g the b i r t h d a t e , gender, coverage t h e i r ( s i n g l e , couple 

Fanii 1 y, etc.) and zip code of reside n ce, as w e l l as the claims 

information and enrollment counts f o r t h e . l a s t three (3) years. The 

Unions agree to execute any appropriate c o n f i d e n t i a l i t y agreements 

necessary f o r the release of such i n f o r m a t i o n . The p a r t i e s understand 

and agree t h a t the i d e n t i t y of any s p e c i f i c i n d i v i d u a l w i l l not be 

ascertainable from the i n f o r m a t i o n supplied. 

A r t i c l e 10 

Leaves of Absence 

S e c t i o n 10.1 Bereavement Pay 

In the event of a death i n an employee's immediate fa m i l y 

such employee s h a l l be e n t i t l e d to a leave of absence up to a maximum 

of three (3) consecutive days in c l u d i n g the day of f u n e r a l . Where 

death occurs and the funeral i s to be held out of I l l i n o i s and beyond 

the states contiguous thereto, the employee s h a l l be e n t i t l e d to a 

maximum of f i v e (5) consecutive days. During such leave, an hourly 

employee shall receive his/her regular s t r a i g h t time pay for such time as 

he/she i s required to be away from work during his/her regularly 

scheduled hours of work (not to exceed eight (8) hours per day). Salaried 

employees shall receive the leave of absence without additional 

compensation. 

The employee's immediate family s h a l l be defined as: mother, 

father, h-u-sband,—wife, spouse, brother or s i s t e r (including step or 

h a l f ) , son or daughter (including step or adopted), father-in-law, 

mother i n law, son-in-law, daughter-in-law, s i s t e r - i n - l a w , b r o t h e r - i n -
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law grandparents, grandchildren, court-appointed l e g a l guardian, and 

a person f o r whom the employee i s a court-appointed l e g a l guardian. 

The Employer may, at i t s o p t i o n , r e q u i r e the employee t o submit 

s a t i s f a c t o r y proof of the r e l a t i o n s h i p of the deceased to the 

employee. 

Section 10.2 M i l i t a r y Leave 

Any employee who i s a member of a reserve force of the United 

States or of the State of I l l i n o i s , other than the National Guard, 

and who i s ordered by the appropriate a u t h o r i t i e s to attend a 

t r a i n i n g program or perform other duties under the supervision of 

the United States or the State of I l l i n o i s , s h a l l be granted a paid 

leave of absence during the per i o d of such a c t i v i t y , but not t o 

exceed fourteen (14) calendar days i n any calendar year, provided 

t h a t the employee deposits his/her m i l i t a r y pay f o r a l l days 

compensated by the Employer w i t h the C i t y Comptroller. 

Any employee who i s a member of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by the 

appropriate a u t h o r i t i e s t o attend a t r a i n i n g program or perform 

other duties under the supervision of the United States or the State 

of I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not to exceed f i f t e e n (15) calendar 

days i n any calendar year, provided t h a t the employee deposits 

his/her m i l i t a r y pay f o r a l l days compensated by the Employer w i t h 

the C i t y Comptroller. Any r e s e r v i s t c a l l e d f o r a c t i v e duty on or 

a f t e r September 11, 2001, s h a l l be e n t i t l e d t o f u l l salary and 
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medical b e n e f i t s , provided t h a t paid leave s h a l l be conditioned upon 

payment of m i l i t a r y pay to the Comptroller. The r i g h t to t h i s 

additional paid leave s h a l l automatically terminate upon termination of 

active duty. Said paid leaves of absence shall.not reduce the employee's 

vacation or other leave benefits. 

The Employer agrees to abide by a l l applicable laws regarding 

m i l i t a r y leaves. 

Section 10.3 Jury Duty Leave/Svibpoena 

An employee who serves on a j u r y or i s subject to a proper 

subpoena (except i f the Employee i s a party to the l i t i g a t i o n ) s h a l l be 

granted a leave of absence wi t h pay during the term of such absence, 

provided that the employee deposits his j u r y duty pay with the City 

Comptroller. 
Section 10.4 Sick Leave 

S a l a r i e d — e m p l o y e e s — w h e — a * ^ — g r a n t e d — p a i d — s i c k — i e a - v e — e f t — f e h e 

e x e c u t i o n — e i — t h i s — A g r e e m e n t — s h a l l — c o n t i n u e — t e — r e c e i v e — f e h e — s a m e — s i c k 

leave provisions—during—fehe—term o f — t h i s Agreement,—se—long—as—he/she 

continues—to work u n d e r — a — c l a s s i f i c a t i o n — t h a t — w a s — r e c e i v i n g — s i c k — l e a v e 

afe—fe-he—oxecuti-eft—ei—fehis—Agreemenfe-: This—p^^ev-ision—will—H-efe—affect 

a-fty- accumul-a-feed—sick—-l-oavo—empleyoos may have—afe—fehe—e^eeution—ei—this 

Agreement. Aft—empieyee—shall—ha-ve—fehe—option—to use—ap—fee—six days—e-i 

s-i-ek leave pe-r year -fe-r tho—i3rj7-He-ss of an immediato—iami-l-y—member. 

Notvjiths-tanding- t h e — f oreg-ej.-ng-,—Eeffective January 1, 1998 and 

t h e r e a f t e r , .said s a l a r i e d employees who receive paid si.ck time s h a l l 

accrue sick time at the rate of one (1) day f o r each month of 

employment. Employees may use up to s i x (6) days of s i c k time per 
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year f o r the bona f i d e i l l n e s s of fa m i l y members, who s h a l l include 

(or- may be expanded upon by the City) : (i)mother, f a t h e r , husband, 

wi f e , brother or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , mother-in-

law, daughter-in-law, son-in-law, grandparents or grandchildren; or 

( i i ) domestic partner or the domestic partner's mother, f a t h e r , son or 

daughter ( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic partner i s r e g i s t e r e d w i t h the Department of Human 

Resources. Employees may use up to s i x (6) days of s i c k time per year 

f o r the bona f i d e i l l n e s s of fa m i l y membe'rs, who s h a l l include (or may 

be expanded upon by the . C i t y ) : (i)mother, f a t h e r , husband, w i f e , 

brother or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or daughter 

( i n c l u d i n g blood, step or adopted) , f a t h e r - i n - l a w , mother-in-law'', 

daughter-in-law, son-in-law, grandparents or grandchildren; or ( i i ) 

domestic partner or the domestic partner's mother, f a t h e r , son or 

daughter ( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic partner i s r e g i s t e r e d w i t h the Department of Human 

Resource's. I n the event an employee experiences a serious h e a l t h 

c o n d i t i o n w i t h i n the meaning of the Family Medical Leave Act, jrs 

hospi t a l i z c d , upon request of the employee, the Employer w i l l make 

av a i l a b l e t o said employee up to the f u l l amount of s i c k time the 

employee would have accrued f o r the remainder of t h a t calendar year as 

i f he/she were a c t i v e l y employed, i n order t o cover the absence 

r e s u l t i n g from the serious he_a_lth c o n d i t i o n . hospi t a l i z a t j - e n aft^^ 

-f-eee-ve-r-y-.- Upon his/her r e t u r n to work, the employee w i l l begin t o 

accrue s i c k time w i t h the s t a r t of the next calendar year. The 

63 



Employer reserves the r i g h t t o requi r e an employee to provide 

documentation of the i l l n e s s i n question. 

S e c t i o n 10.5 Duty D i s a b i l i t y Leave 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten (10) working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving a u t h o r i t y . 

Subsequent payment f o r e l i g i b l e employees w i l l be made once a month. 

I f duty d i s a b i l i t y i s denied, and such d e n i a l i s l a t e r reversed, the 

employee s h a l l be paid up t o date the amount the employee was 

e l i g i b l e t o receive. Employees who r e t u r n from said leaves s h a l l be 

r e i n s t a t e d to t h e i r former job c l a s s i f i c a t i o n , i f i t i s vacant or i f 

i t i s then occupied by an employee w i t h lower s e n i o r i t y . I f the 

employee's former job c l a s s i f i c a t i o n i s not a v a i l a b l e because the 

employee would have been l a i d o f f i f the employee had not been on a 

leave of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject to the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreement. 

The Employer w i l l mail the i n i t i a l Duty D i s a b i l i t y payment 

w i t h i n fourteen (14) days of the Employer's designated medical 

o f f i c e r being advised by the employee or his physic;ian of the 

occurrence of a j o b - r e l a t e d i n j u r y , provided t h a t there i s no 

dispute as to employee's e n t i t l e m e n t to Duty D i s a b i l i t y . 

Section 10.6 Personal Leave 

Non-probationary employees may apply f o r leave of absence 
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without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accumulate f o r employees on said leaves. Employees 

who r e t u r n from said leave s h a l l be r e i n s t a t e d to t h e i r former job 

c l a s s i f i c a t i o n , i f the Employer determines i t i s vacant or i f i t i s 

then occupied by an employee w i t h lower s e n i o r i t y . I f the 

employee's former job i s not a v a i l a b l e because the employee would 

have .been l a i d o f f i f the employee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n accordance 

w i t h and .subject to the l a y o f f , r e c a l l and break-in-service 

pr o v i s i o n s of t h i s Agreement. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

months of employment and who have worked 1,250 hours i n the preceding 

12 month pe r i o d s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y and medical 

leave f o r a period of up to twelve (12) work weeks during any twelve 

(12) month period f o r any of the f o l l o w i n g reasons: 

(1) f o r the b i r t h of an employee's c h i l d and to care f o r 

the newborn c h i l d ; 

(2) f o r the placement w i t h the employee of a chi l d for 

adoption or f o s t e r care; 

(3) to care • f o r the employee's spouse, child or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due to a serious hea l t h c o n d i t i o r A f f e c t i n g the 

employee. 
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Such leave s h a l l be without pay unless the employee determines 

to s u b s t i t u t e accrued paid leave f o r which the employee i s e l i g i b l e . 

During any leave taken under t h i s A r t i c l e , the employee's h e a l t h care 

coverage s h a l l be maintained and paid f o r by the employer, as i f the 

employee was working and s e n i o r i t y s h a l l accrue. 

Any employee d e s i r i n g to take leave under t h i s Section s h a l l 

provide reasonable advance no t i c e to the employer on a form provided 

by the employer, which form s h a l l be approved by the Union. 

Reasonable advance notice s h a l l be no less than ten (10) days; and 

where advance no t i c e cannot be provided, the. employee s h a l l provide 

no t i c e w i t h i n 48 hours a f t e r the employee i s able to do so. F a i l u r e 

to provide the n o t i c e provided f o r i n t h i s Section s h a l l not a f f e c t 

the v a l i d i t y of the leave where the employer has a c t u a l n o t i c e . 

Except as may be s p e c i f i c a l l y s tated i n t h i s Agreement, employees 

s h a l l take leave provided f o r as p e r m i t t e d by the p r o v i s i o n s of the 

Family Medical Leave Act, i n c l u d i n g i t s ru l e s and r e g u l a t i o n s . 

Employees s h a l l have a r i g h t to r e t u r n to t h e i r regular assignment 

and l o c a t i o n . 

Section 10.7 Medical Leave 

Non-probationary employees s h a l l be granted medical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up to three (3) months, provided said leaves s h a l l be 

renewable f o r l i k e 3-month periods. The Employer may request 

s a t i s f a c t o r y proof of medical leaves of absence. A f t e r the f i r s t 

year, such medical leaves s h a l l be extended i n up t o one-year 
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segments.' Employees on medical leaves of absence s h a l l r e t u r n t o 

work promptly a f t e r t h e i r doctor releases them to r e t u r n t o work. 

Employees who r e t u r n from said medical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former job c l a s s i f i c a t i o n i f i t i s vacant or i f 

i t i s then occupied by an employee of lower s e n i o r i t y . I n a d d i t i o n , 

the Employer w i l l r e t u r n an employee to the same geographic l o c a t i o n 

of h i s or her previous job assignment f o r a per i o d of up t o one year 

a f t e r the s t a r t of the leave. I f the employee's former job i s not 

a v a i l a b l e because the employee would have been l a i d o f f i f the 

employee had not been on a leave of absence, the employee may 

exercise s e n i o r i t y r i g h t s i n accordance w i t h and subject t o l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s i n t h i s Agreement. 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n t o work promptly a f t e r t h e i r doctor's release, 

and who meet the f o l l o w i n g continuous service requirements s h a l l be 

r e i n s t a t e d as described above according t o the f o l l o w i n g formula: 

three (3) months of such reinstatement r i g h t s f o r every year of 

service t o a maximum of f i v e (5) years reinstatement r i g h t s . 

An employee who does n o t meet t h e above e l i g i b i l i t y 

requirements and who returns t o work promptly a f t e r his/her doctor's 

release a f t e r more than one year on a medical leave of absence,, 

s h a l l be returned to .his/her former job c l a s s i f i c a t i o n i f the job i s 

vacant. I f not, the employee w i l l be placed on a l i s t f o r 

reinstatement. 
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S e n i o r i t y s h a l l accumulate f o r employees on medical leaves of 

absence f o r only up to one year. A f t e r one year, an employee on a 

medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r up 

to s i x (6) employees f o r the purpose of service w i t h the Union, i t s 

a f f i l i a t e d J o i n t Council or I n t e r n a t i o n a l as—heth&iee-s—Representative 

or o f f i c e r w i t h — f e h e — I n t e r n a t i o n a l , — S t a t e , — D i s t r i c t — C o u n c i l — e * — L o c a l 

Organizatien of tho Union f o r the d u r a t i o n of his/her appointment to 

the Union, provided reasonable advance n o t i c e i n w r i t i n g i s given to 

the Employer. While on such- leave the employee s h a l l not incur a 

break i n continuous service. An employee on said leave of absence 

s h a l l not be e l i g i b l e f o r any b e n e f i t s as an employee. 

Employee's who r e t u r n from Union leaves of absence s h a l l have 

the same r i g h t as an. employee who returns from medical leaves of 

absence. 

Section 10.9 Paid Parental Leave 

Paid Parental Leave: An employee wishing to take paid parental 

leave must apply and be e l i g i b l e f o r Family Medical Leave Act (FMLA) 

leave. An ' employee i s e l i g i b l e f o r FMLA leave i f he or she has been 

employed by the Ci t y f o r at' l e a s t 12 months before t a k i n g the leave 

and has worked at least 1250 hours during the 12-month pe r i o d p r i o r t o 

the leave. E l i g i b l e employees may be granted the f o l l o w i n g paid 
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parental leaves, i n conjunction w i t h and as p a r t of an approved FMLA 

leave: 

• Up t o four (4) weeks paid m a t e r n i t y leave _to a b i r t h mother tO" 
recover from a non-surgical d e l i v e r y ; or 

Up t o s i x (6) weeks pai d maternity leave t o a b i r t h mother t o 
recover from a C-section d e l i v e r y ; or 
• Up to two (2) weeks paid p a r e n t a l leave f o r the b i r t h of a c h i l d or 
c h i l d r e n t o an employee spouse or domestic partner o f t h e b i r t h 
mother; or 
* Up to two (2) weeks paid p a r e n t a l leave f o r the adoption of a c h i l d 
or c h i l d r e n by an employee or the spouse or domestic partner of _the 
employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be based-" 

on the employee's scheduled work hours. 

Paid p a r e n t a l leave may be combined w i t h other earned paid time-

o f f , such as vacation and/or si c k time, t o achieve the maximum amount 

of paid t i m e - o f f from work while t a k i n g FMLA leave. Notwithstanding 

any other p r o v i s i o n of t h i s agreement, paid p a r e n t a l leave s h a l l be 

granted only as p a r t of an approved FMLA leave and may not be used as 

i n t e r m i t t e n t leave. 

Section 10.10 Promotional Examinations While On Leave 

Employees on a leave under t h i s A r t i c l e s h a l l be e l i g i b l e t o 

submit b i d s a nd pa r t i c i p a t e i n the h i r i n g process, i n c l u d i ng_ t es_t_in g 

f o r vacancies posted while on such leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 Discipline 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g d i s c h a r g e , s h a l l be 
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excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

ap p l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more may be appealed t o a r b i t r a t i o n i n l i e u of the Personnel-

Human Resources Board or Police Board upon the w r i t t e n request of 

the Union. D i s c i p l i n a r y cases which are converted from a discharge 

to' a suspension as a r e s u l t of d e c i s i o n of the Personnel or 

P o l i c e Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of 

s a i d decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are mutually exclusive, 

and no r e l i e f s h a l l be a v a i l a b l e under both. An employee who may be 

subject to d i s c i p l i n a r y a c t i o n f o r any reason has the r i g h t t o ask 

f o r a Union representative to be present at any i n t e r r o g a t i o n s or 

hearings i n accordance w i t h said Boards' r u l e s . 

For suspensions of eleven (11) to t h i r t y (30) days the 

designated supervisor s h a l l meet w i t h the employee and n o t i f y 

him/her of the reasons f o r the d i s c i p l i n e and be given the 

oppo r t u n i t y to respond at t h a t meeting. I f the employee 

requests the presence of a Union re p r e s e n t a t i v e at such meeting one 

w i l l be provided i f convonieftfe4y—reasonably a v a i l a b l e . 

In the case of discharge, the employee s h a l l be provided w i t h a 

w r i t t e n statement of the charges on which the discharge i s based 

w i t h an explanation of the evidence supporting the charges. The 

employee s h a l l have an opportunity to - (1) respond to said charges 
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i n w r i t i n g w i t h i n f i v e (5) working days of n o t i f i c a t i o n of the 

charge, and (2) meet w i t h the Department Head's designee before 

a c t i o n i s taken. A Union representative may be present at such 

meeting. 

In the event i n f o r m a t i o n which could l_ead t o d i s c i p l i n e or 

discharge i s obtained through the use of GPS technology, the Employer 

w i l l conduct an i n v e s t i g a t i o n i n t o the i n f o r m a t i o n t o determine i t s 

v a l i d i t y , and make an appropriate decision at t h a t p o i n t i n time. 

Depending on the circumstances of an i n c i d e n t , the Employer's 

i n v e s t i g a t i o n may include such things as time and attendance records, 

int e r v i e w s w i t h employees, managers, review of Employer records, etc. 

(b) An employee who i s subject t o or reasonably believes he/she 

w i l l be subject t o d i s c i p l i n a r y a c t i o n f o r any im p r o p r i e t y or cause 

has the r i g h t t o ask f o r and receive a Union r e p r e s e n t a t i v e t o be 

present at any i n t e r r o g a t i o n s or hearings p r i o r to being questioned. 

The i n t e r r o g a t i o n s h a l l take place at reasonable times and places and 

s h a l l not commence u n t i l the Union representative a r r i v e s , provided 

that the Elmployer does not have to wait an unreasonable time and the 

Employer does not have to have the i n t e r r o g a t i o n unduly delayed. An 

employee may be discharged f o r j u s t cause before the Personnel or 

Police Board hearing, provided t h a t said employee s h a l l be guaranteed, 

upon request, a f u l l hearing before said Board, i n accordance with the 

said Board's rule s . I t i s f u r t h e r provided that in the event of non-
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egregious offenses, not to include v i o l e n t acts, c r i m i n a l acts, 

d r i n k i n g alcohol or taking i l l e g a l drugs on the job, insubordination or 

work stoppages, the employee w i l l be given 30 days advance notice of 

discharge, and has 7 days from r e c e i p t of the notice to appeal. I f 

the employee does not f i l e an appeal w i t h i n the 7-day appeal period, 

the Employer may then remove the employee from the p a y r o l l . I f the 

employee appeals the discharge, the Personnel Board s h a l l be requested 

to set a hearing date w i t h i n the 30-day notice period and the employee 

s h a l l remain on the p a y r o l l f o r the f u l l n o tice period, except i f 

p r i o r to completion of the 30-day notice period (1) the Hearing 

O f f i c e r a f f i r m s the discharge; or (2) the employee continues the 

discharge hearing; or (3) the employee withdraws h i s appeal or 

otherwise engages i n conduct which delays the completion of the 

hearing. However, i n no event may the employee re q u i r e the employer 

to r e t a i n the employee on the p a y r o l l beyond the 30-day per i o d . The 

Union s h a l l have the r i g h t t o have i t s representatives present at 

e i t h e r of the Board(s) or the grievance procedure, i n c l u d i n g 

a r b i t r a t i o n , and to a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may d e t e r m i n e 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various f a c t o r s , 

such as, but not l i m i t e d t o , the s e v e r i t y of the offense or the 

employee's p r i o r record. Such d i s c i p l i n e s h a l l be administered as 

soon as p r a c t i c a l a f t e r the Employer has had a reasonable o p p o r t u n i t y 

to f u l l y i n v e s t i g a t e the matter and conduct a meeting w i t h the Uni.on 
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and employee. The Employer i s not o b l i g a t e d t o meet w i t h the employee 

and Union p r i o r t o ta k i n g d i s c i p l i n a r y a c t i o n where the employee i s 

unavailable or i n emergency s i t u a t i o n s . 

Demotions s h a l l not be used as a p a r t of d i s c i p l i n e . Transfer 

s h a l l not be pa r t of an employee's d i s c i p l i n e . 

In cases of o r a l warnings, the supervisor s h a l l i n f o r m the 

employee t h a t he/she i s r e c e i v i n g an o r a l warning and the reasons 

t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the employee's 

immediate supervisor s h a l l meet w i t h the employee and n o t i f y him/her 

of the accusations against the employee and give the employee an 

oppo r t u n i t y t o answer said accusations. S p e c i f i c a l l y , the supervisor 

s h a l l t e l l the employee the names of witnesses, i f any, and make 

av a i l a b l e copies of p e r t i n e n t documents the employee or Union i s 

l e g a l l y e n t i t l e d t o receive, t o the extent then known and a v a i l a b l e . 

Employer's f a i l u r e t o s a t i s f y t h i s Section 11.1 s h a l l not i n and of 

i t s e l f r e s u l t i n a rev e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or 

cause the Employer to pay back pay to the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and the 

Union s h a l l be given, i n w r i t i n g , a statement of the reasons 

t h e r e f o r e . The employee s h a l l i n i t i a l a copy, noti n g r e c e i p t only, 

which s h a l l be placed i n the employee's f i l e . The employee s h a l l 

have the r i g h t to make a response i n w r i t i n g which s h a l l become pa r t 

of the employee's f i l e . 

Any record of d i s c i p l i n e may be re t a i n e d f o r a period of time 

not t o exceed eighteen (18) months and s h a l l t h e r e a f t e r not be used 
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as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless a p a t t e r n of 

sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be defined as at l e a s t 

two s u b s t a n t i a l l y s i m i l a r offenses during said 18-month period. I f 

an employee suc c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f the 

appeal f u l l y exonerates the employee, the Employer s h a l l not use 

said record of the d i s c i p l i n e a c t i o n against the employee, or i n the 

case of promotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious offense 

conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of Budget and 

Management, the Employer s h a l l n o t i f y the employee who i s subject t o 

the d i s c i p l i n a r y i n v e s t i g a t i o n of the pendency of the i n v e s t i g a t i o n 

and i t s subject matter, w i t h i n t h i r t y (30) calendar days of the 

Employer being made aware of the alleged r u l e v i o l a t i o n . For the 

purposes of t h i s Section, the term "non-egregious offense" s h a l l not 

include i n d u c i b l e c r i m i n a l offenses, gross i n s u b o r d i n a t i o n , 

residency issues, or drug and alcohol v i o l a t i o n s . Thereafter, the 

employee s h a l l be granted a p r e - d i s c i p l i n a r y hearing i f requested 

w i t h i n t h i r t y (30) days. Any d i s c i p l i n e given i n v i o l a t i o n of t h i s 

n o t i c e p r o v i s i o n s h a l l be n u l l and v o i d . 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board to the Ci.rcuit Court of 

Cook County, or t h e r e a f t e r to the Appellate Court of I l l i n o i s , and 

the decision of the Personnel or Police Board is reversed or 

remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the Employer w i l l pay 
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the employee's reasonable attorney's fees which he or she has 

incu r r e d i n connection w i t h the court proceeding, excluding fees 

i n c u r r e d before the Personnel or Police Board. The employee s h a l l 

submit a post-appeal fee p e t i t i o n to the Employer, which s h a l l be 

supported by f u l l documentation of the work performed, the hours 

expended, and the rates paid by the employee. Should the p a r t i e s 

be unable to agree on the proper amount of the fees t o be paid t o 

the employee, e i t h e r p a r t y may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s Agreement. 

The Employer s h a l l pay emp1oyees e n t i t l e d t o make whole r e l i e f 

or other monetary r e l i e f f o l l o w i n g a hearing before the Human 

Resources Board w i t h i n s i x (6) weeks of the f i n a l determination of 

the amount owed. 

Section 11.2 Procedure For Department Review of Dis c i p l i n a r y Action 
Including Suspension 

Step 1. Within 5 working days a f t e r an employee receives 

w r i t t e n notice of any proposed d i s c i p l i n a r y a c t i o n , i n c l u d i n g a 

suspension f o r ten (10) days or less which i s not appealable t o 

the Personnel Human Resources Board or Police Board, or i n the 

case of suspensions of 11 or more days which may be appealed to 

a r b i t r a t i o n i n l i e u of the Police or Personnel—Human Resources 

Board upon the w r i t t e n request of the Union, the Employer s h a l l 

conduct a meeting w i t h the union and employee. D i s c i p l i n e s h a l l 

be administered as soon as possible a f t e r the employer has had 

a reasonable opportunity to f u r t h e r investicjate the matter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the meeting 
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or f u r t h e r i n v e s t i g a t i o n , the employer may request i n w r i t i n g 

to the department head a review of the said d i s c i p l i n a r y a c t i o n 

on a form provided by the Employer. Said request f o r review 

s h a l l be i n w r i t i n g and submitted w i t h i n three (3) working 

days of r e c e i p t of w r i t t e n n otice of d i s c i p l i n e . Said review 

form s h a l l be p r i n t e d on the back of or attached to the no t i c e 

of d i s c i p l i n e together w i t h i n s t r u c t i o n s f o r appeal. The 

f a i l u r e t o submit a w r i t t e n request f o r review of d i s c i p l i n a r y 

a c t i o n w i t h i n three (3) working :days of r e c e i p t of n o t i c e of 

d i s c i p l i n a r y a c t i o n w i l l preclude the employee's r i g h t t o 

review. 

Step 2. Within three (3) working days or any mutually agreed 

upon extension a f t e r the Department Head or designee receives 

the employee's request f o r review, the department head or 

designee s h a l l conduct a, meeting to review the suspension. 

F a i l u r e to conduct said meeting i n three (3) days w i l l r e s u l t 

i n automatic advancement to Step 3 and the Union s h a l l so 

n o t i f y the Employer. At the meeting, the Department w i l l give 

the basis f o r i t s a c t i o n and the employee and union 

representative, i f any, w i l l be heard and provided the 

oppor t u n i t y t o ask questions.The Department Head or designee 

s h a l l render a w r i t t e n decision w i t h i n two (2) working days of 

the meeting, except where both p a r t i e s agree a f u r t h e r 

i n v e s t i g a t i o n i s required. The absence of such Agreement or 

f a i l u r e t o decide and communicate such ciecision w i l l r e s u l t i n 
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automatic advancement to Step 4 and the Union s h a l l so n o t i f y 

the Employer. A copy of such decision s h a l l be sent to the 

employee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the Department Head or designee 

and the employee and the Union r e p r e s e n t a t i v e t o discuss the 

r e s u l t s of the i n v e s t i g a t i o n . S a i d meeting s h a l l be conducted 

w i t h i n f i v e (5) working days of the close of the Step 2 

meeting, unless otherwise agreed by the p a r t i e s . The Department 

Head or designee s h a l l render a w r i t t e n d e c i s i o n - w i t h i n two 

(2) working days of the second meeting. A copy of such decision 

s h a l l be sent to the employee and the Union. I f the p a r t i e s 

f a i l to meet w i t h i n f i v e (5) working days or a w r i t t e n d e cision 

i s not submitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o m a t i c a l l y proceed to Step 4 and the Union s h a l l so n o t i f y 

the Employer. Except where otherwise i n d i c a t e d , the time l i m i t s 

set f o r t h herein are to encourage the prompt reviews of said 

d i s c i p l i n a r y a c t i o n and f a i l u r e to comply w i t h these time 

l i m i t s w i l l not a f f e c t the v a l i d i t y of the said d i s c i p l i n a r y 

a c t i o n . This procedure s h a l l be the employee's exclusive remedy 

f o r a l l said d i s c i p l i n a r y a c t i o n , i n c l u d i n g suspension f o r ten 

(10) days or less, or f o r suspensions of 11 days through 30 

days which may be appealed to a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the 

Union. 
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step 4. I f the matter i s not s e t t l e d at Steps 2 or 3, the 

Union may submit the matter to a r b i t r a t i o n under the terms of 

t h i s Agreement. The rule s governing procedure f o r a r b i t r a t i o n 

s h a l l be the same as i n 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 11.2 

above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r c a l l e d a 

grievance) between the Employer and the Union or any of the 

employees of the Employer i t represents, a r i s i n g out of the 

circumstances or conditions of employment, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n o f the o p e r a t i o n of the 

Employer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n . 

compliance t h e r e w i t h s h a l l be considered the subject of a grievance 

unless said time l i m i t a t i o n s are extended by w r i t t e n agreement of 

both p a r t i e s to t h i s Agreement. 

Fa i l u r e of the Employer to answer a grievance w i t h i n the time 

l i m i t s herein s h a l l permit the Union to advance the case to the next 

Step. The Union w i l l be informed of and allowed to be i n attendance 

at a l l grievance or d i s c i p l i n a r y hearings. The Union s h a l l send 

w r i t t e n notice to the Department Head n o t i f y i n g him/her of 

advancement to the next Step. 

Before a formal gr.i.evance i s i n i t i a t e d , the employee may 

di.scuss the matter w i t h his/her immediate supervisor. I f tho 
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problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by the Employer upon request, but 

i n the absence of such a form, employee or the Uni.on may submit the 

grievance i n l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event which gives r i s e 

to the grievance. The employee or the Union w i l l i n d i c a t e what Section 

and p a r t of the Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fact s underlying the grievance, and the requested remedy, and submit 

the grievance t o the employee's immediate supervisor. I t i s understood 

t h a t i f the employee has knowledge of the grievance more than twelve 

working days than the Union, the Union s h a l l not t h e r e a f t e r f i l e any 

grievance concerning t h a t same issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the immediate supervisor w i l l n o t i f y the employee and the union i n 

w r i t i n g of the decision. 

Step I I 

A. ' I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the employee s h a l l have the r i g h t t o make an 

appeal i n w r i t i n g to the Department Head or the Department Head's 

designee w i t h i n seven (7) working days a f t e r the date of r e c e i p t 

of the decision or the date i t was due under Step I , by the 

immediate supervisor. Tho name of the; Department Head desi.gnee 

sha.l 1 be posted for employees i n areas where employee notices are 
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normally posted and submitted to the Union. Failure to post and so 

n o t i f y the Union w i l l permit immediate advancement to a r b i t r a t i o n 

unless corrected w i t h i n two (2) working days of notice of f a i l u r e t o 

post. • 

B. The Department Head or the Department Head's designee s h a l l 

meet with the Union's representative at least once each month to 

discuss a l l pending grievances that have been advanced to Step I I . 

The purpose of the Step I I meeting w i l l be f o r the Department and 

the Union to share relevant information and discuss t h e i r 

respective positions with respect to each grievance pending at 

Step I I , and attempt to amicably resolve as many grievances as 

possible. The Department Head or the Department Head's designee 

s h a l l have the r e q u i s i t e a u t h o r i t y t o resolve grievances during 

the Step I I meeting. No grievances w i l l be discussed at more 

than one Step I I meeting, unless the C i t y and the Union 

mutually agree t h a t f u r t h e r meeting and discussion would be 

b e n e f i c i a l . Nothing i n t h i s paragraph s h a l l : be construed t o , 

r e l i e v e the C i t y and the Union from t h e i r o b l i g a t i o n s to 

otherwise process and- respond to grievances i n accordance w i t h 

t h i s A r t i c l e . 

C. The Department Head or the Department Head's designee w i l l 

n o t i f y the employee and Union i n w r i t i n g with copy to the Union of 

his/her decision w i t h i n seven (7) working days of the completion 

of the Step I I meeting. The response to the grievance s h a l l state 

the Department's p o s i t i o n with respect to the grievance together 
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with-a b r i e f statement of the facts and reason (s) supporting t h a t 

p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be b i n d i n g upon the 

Employer, Union and the aggrieved employee or employees. 

Grievances may be withdrawn without p r e j u d i c e at any step of the 

grievance procedure i f mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, the 

Union or the Employer may request f i n a l and binding a r b i t r a t i o n 

by serving w r i t t e n n otice on the other w i t h i n ten (10) working 

days from r e c e i p t of the Employer's Step I I decision or the date 

i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t may be presented by a s i n g l e selected employee 

r e p r e s e n t a t i v e of the group or class. .A class a c t i o n s h a l l be 

i d e n t i f i e d t o the Employer at Step I or as soon as p r a c t i c a b l e . 

The r e s o l u t i o n of a grievance f i l e d on behalf of a group of 

employees s h a l l be made a p p l i c a b l e to a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

o b l i g a t e d to f o l l o w i n s t r u c t i o n s or orders of supervisors or the 

Employer, except where the i n s t r u c t i o n or order i s so i n h e r e n t l y 

dangerous to the employee t h a t i t could cause death or serious 

physical harm. The Employer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the employee does not waive his/her r i g h t 
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to process the grievance. Refusal to f o l l o w i n s t r u c t i o n s or 

orders s h a l l be cause f o r d i s c i p l i n e . 

S t e p - I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n -'Step I I the Union or the 

Employer, but not an i n d i v i d u a l employee or employees, may s u b m i t 

t h e d i s p u t e t o a r b i t r a t i o n by s e r v i n g a w r i t t e n r e q u e s t t o 

a r b i t r a t e t o t h e d e s i g n a t e d r e p r e s e n t a t i v e f r e m — f o r t h e 

Emp 1 oyer or the U n i o n , — o p e r a t i n g department. ,—with—copies—ei—fehe 

rcquosfe—fee—fehe—des-i-gnatod—la-w—department—represent at i-ve—aft^^—eeiifisei 

i e *^—fehe—Coalition—Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c 

r e l i e f requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

W i t h i n f i v e (5) days o f s e r v i n g t h e r e q u e s t f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually may agree, 

the Union s h a l l have the , r i g h t t o convene a meeting w i t h the 

Employer's designated representative i n an attempt t o resolve the 

grievance p r i o r to any f u r t h e r a c t i o n being taken t o advance the 

matter to a r b i t r a t i o n . At such meeting, the Union s h a l l set f o r t h i n 

w r i t i n g the f a c t s of the matter i n dispute and the r e l i e f requested. 

The Employer w i l l respond to the grievance i n w r i t i n g by g i v i n g 

the reasons which i t contends support i t s p o s i t i o n w i t h respect t o the 

grievance. In the event the p a r t i e s are unable at such meeting to 

resolve the grievance, the Union and the Employer w i l l proceed w i t h 

the s e l e c t i o n of an a r b i t r a t o r as provided below. 
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E i t h e r party may submit the grievance t o a r b i t r a t i o n by serving 

a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation and 

C o n c i l i a t i o n Service under the rule s of t h a t t r i b u n a l w i t h a copy to 

the other p a r t y . The foregoing s h a l l not prevent the Employer and 

Union from mutually agreeing t o the s e l e c t i o n of an a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted must agree as a whole to 

commencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n and 

t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of the 

close of hearing. Any extension of those time l i m i t s must be by 

w r i t t e n consent of the Union and the Employer. The f a i l u r e of 

e i t h e r side t o agree to an extension of time s h a l l not be disclosed 

to the a r b i t r a t o r . 

A r b i t r a t o r s w i l l .advise the p a r t i e s of t h e i r fees and expenses 

p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be borne equally 

between the Union and the Employer. The a r b i t r a t o r s h a l l have the 

r i g h t t o subpoena witnesses and requi r e the production of p e r t i n e n t 

documents at the request of e i t h e r p a r t y . Each p a r t y s h a l l be 

responsible f o r compensating i t s own rep r e s e n t a t i v e and witnesses. 

The cost of a t r a n s c r i p t s h a l l be borne by the p a r t y requesting the 

re p o r t e r unless the p a r t i e s agree to share such costs. 

An a r b i t r a b l e matter must involve the meaning and a p p l i c a t i o n 

or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s Agreement or a 

document incorporated by reference t h e r e t o . The pr o v i s i o n s of t h i s 

Agreement and any other document incorporated by reference i n t h i s 

Aagreement s h a l l be the sole source of any r i g h t s which e i t h e r p a r t y 
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may assert i n a r b i t r a t i o n . Questions of a r b i ' t r a b i l i t y s h a l l be 

decided by the a r b i t r a t o r . The a r b i t r a t o r s h a l l have no power to 

amend, add t o , subtract from, or change the terms of t h i s Agreement, 

and s h a l l be authorized only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of 

t h i s Agreement and apply them to the s p e c i f i c f a c t s of the grievance 

or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented to him by the p a r t i e s i n the presence 

of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r s h a l l 

be f i n a l and binding on a l l p a r t i e s t o the dispute, i n c l u d i n g the 

employee or employees involved. Where ti m e l i n e s s i s i n dispute, i t 

s h a l l be decided by the a r b i t r a t o r . 

In the_ event the Union p r e v a i l s i n a r b i t r a t i o n , the Employer 

s h a l l pay the a f f e c t e d employee (s) w i t h i n s i x (6) weeks of the f i n a l 

determination of a remedy. In the event the amount owed i s disputed, 

e i t h e r p a rty may extend the a r b i t r a t o r ' s j u r i s d i c t i o n to secure a 

f i n a l r e s o l u t i o n of the remedy. 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being s e t t l e d 

at a p r e l i m i n a r y Step of the grievance procedure or which would become 

moot due to the length of time necessary t o exhaust the grievance 

steps, or which the Union believes which would be resolved more 

ex p e d i t i o u s l y , may be f i l e d at the option of the grievant/Union at 

Step I I . 
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B. PERTINENT WITNESSES AND INFORMATION 

The Union may request the production of s p e c i f i c documentation, 

books, papers or witnesses reasonably a v a i l a b l e from the Employer and 

s u b s t a n t i a l l y p e r t i n e n t t o the grievance under c o n s i d e r a t i o n . Such 

request s h a l l not be unreasonably denied, and i f granted s h a l l be i n 

conformance w i t h a p p l i c a b l e laws and rules issued pursuant t h e r e t o 

governing the dissemination of such m a t e r i a l s . 

A Union r e p r e s e n t a t i v e , a g r i e v a n t , and Union steward w i l l be 

permitted a reasonable amount of time without loss of pay during 

working hours to i n v e s t i g a t e and process grievances where t h i s does 

not s u b s t a n t i a l l y i n t e r f e r e with' the e f f i c i e n t operation of the 

Department, provided t h a t representatives s h a l l observe the Employer's 

reasonable v i s i t a t i o n r u l e s f o r Union re p r e s e n t a t i v e s . The steward 

s h a l l n o t i f y his/her immediate supervisor f o r permission t o handle 

grievances on work time, i t being understood t h a t the operation of the 

Department takes precedence unless there i s an emergency, but such 

permission s h a l l not be denied unreasonably. A reasonable number of 

employees may attend the meeting without loss of pay; such meetings 

s h a l l be set by mutual agreement by the Employer and the Union. Where 

the Employer d i r e c t s an employee to repor t f o r a meeting concerning a 

grievance at a time when the employee i s not scheduled to work such 

time s h a l l be considered time worked. 

I f there i s space a v a i l a b l e , the Employer, upon request of the 

Union representative, s h a l l provide the use of a room and telephone, 
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t o discuss the grievance, subject t o the Employer's reasonable r u l e s 

f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Employer and the Union may mutually agree to submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , p a r t i e s s h a l l mutually s e l e c t an a r b i t r a t o r from a group 

a r b i t r a t o r s approved by the p a r t i e s . The expedited a r b i t r a t i o n hearing 

s h a l l be scheduled as e a r l y as possible from the date the p a r t i e s 

agreed to submit the grievance t o expedited a r b i t r a t i o n . The p a r t i e s 

agree to waive the stenographic recording of the hearing and the 

f i l i n g of post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of the 

hearing or a w r i t t e n decision w i t h i n twenty (20) days of the date of 

the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l and binding on 

a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A r e p r e s e n t a t i v e from the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , or 

more f r e q u e n t l y as necessary, i n order t o discuss the scheduling of 

s p e c i f i c cases f o r a v a i l a b l e hearing dates. At these meetings, the 

p a r t i e s s h a l l designate at lea s t one pre-established hearing date 

per month f o r the a r b i t r a t i o n of grievances. 

Section 11.4 Conduct of Disciplinary Investigations 
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Supplementing a l l r i g h t s and processes due employees covered 

by t h i s Agreement who may be the subject of d i s c i p l i n a r y 

i n v e s t i g a t i o n by the Inspector General, the i n t e r v i e w w i l l be 

conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t , h o u r s . 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l take 

place at the employee's l o c a t i o n of assignment, normal 

department l o c a t i o n or other appropriate l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , t h e e m p l ô  yee u n d e r 

i n v e s t i g a t i o n s h a l l , be informed of the person i n charge 

of the i n v e s t i g a t i o n , the i d e n t i t y of the i n t e r v i e w e r and, 

a l l persons present during the i n t e r v i e w . When a formal 

statement i s being taken, a l l questions d i r e c t e d to the 

employee s h a l l be asked by and through one i n t e r v i e w e r at 

a time. 

D. The length of the i n t e r v i e w sessions w i l l be reasonable, 

w i t h reasonable interruption's permitted f o r personal 

n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l be 

informed of the nature of the matters to be discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be threatened 

wi t h t r a n s f e r , dismissal or d i s c i p l i n a r y a c t i o n , or 
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promised a reward, as an inducement to provide i n f o r m a t i o n 

r e l a t i n g t o the matter under i n v e s t i g a t i o n , or f o r 

exer c i s i n g any r i g h t s contained i n t h i s Agreement, 

provided, however, t h a t t h i s Section s h a l l not p r o h i b i t or 

prevent an accurate reading of the employee's 

a d m i n i s t r a t i v e r i g h t s , or the imp o s i t i o n of d i s c i p l i n e i n 

accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l be provided without 

unreasonable delay w i t h a copy of any w r i t t e n statement the 

employee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 

employee, said employee w i l l be given the s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r t o the commencement 

of the i n t e r v i e w . (2) I f the a l l e g a t i o n i n d i c a t e s t h a t 

c r i m i n a l prosecution may be probable against said employee, 

the provisions of t h i s Section s h a l l be i n a p p l i c a b l e and 

said employee w i l l be afforded h i s c o n s t i t u t i o n a l r i g h t s 

concerning s e l f - i n c r i m i n a t i o n p r i o r t o t h e 

commencement of the i n t e r v i e w . An employee w i l l not be 

read his/her a d m i n i s t r a t i v e and Miranda r i g h t s during the 

same i n t e r v i e w . 

At the request of the employee under i n v e s t i g a t i o n , an employee 

who may be subject to d i s c i p l i n e s h a l l have the r i g h t to be 

represented i n the i n t e r v i e w by a representative of: the Union. 
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The employee s h a l l be t o l d t h a t he/she has the r i g h t t o Union 

representation before cormnencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e p r e s e n t a t i o n can be 

obtained, provided the suspension i s not f o r an unreasonable time 

and the Employer does not have the i n t e r v i e w unduly delayed. 

J. The Employer s h a l l not compel an employee under i n v e s t i g a t i o n t o 

speak or t e s t i f y before, or to be questioned by, any non

governmental agency r e l a t i n g t o any matter or issue under 

i n v e s t i g a t i o n . The r e s u l t s of a polygraph examination s h a l l not 

be used against an employee i n any forum adverse t o the 

employee's i n t e r e s t s . The Employer w i l l not requir e a polygraph 

examination i f i t i s i l l e g a l t o do so. I f an employee i s asked to 

take a polygraph examination, he/she w i l l be advised i n w r i t i n g 

24 hours p r i o r t o the a d m i n i s t r a t i o n of the examination. The 

r e s u l t s of any. polygraph examination s h a l l be known t o the 

employee w i t h i n one week. 

L. This Section s h a l l not apply t o employee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l not be made 

av a i l a b l e to the media during., the course of an i n v e s t i g a t i o n 

u n t i l charges are f i l e d by the Employer and the employee has the 

opportunity to respond t h e r e t o . I f an employee i s exonerated 

a f t e r the C i t y i n i t i a l l y informed the media of the charges 

against the employee, the C i t y w i l l make t h a t f a c t a v a i l a b l e t o 

the media where the employee requests i t . 
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N. In the event t h a t d i s c i p l i n a r y a c t i o n i s taken against an 

employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s Section s h a l l be 

heard i n connection w i t h , and i n the same forum as, grievances 

which p r o t e s t said d i s c i p l i n a r y a c t i o n , except as provided i n 

paragraph 0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the Inspector 

General's i n v e s t i g a t i o n , no grievance concerning the conduct of 

the i n v e s t i g a t i o n s h a l l e x i s t . 

0. (1) Any evidence or in f o r m a t i o n i n c l u d i n g employee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s enumerated 

i n t h i s Section, s h a l l be suppressed and s h a l l not be used by 

the Employer f o r any d i s c i p l i n a r y a c t i o n against the employee, or 

i n the case of promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the provisions of paragraph N above, at 

the o p t i o n of the Union, a claim t h a t the Inspector General has 

v i o l a t e d the provis i o n s of t h i s Section may be rai s e d i n a 

suppression hearing before a member of the permanent hearing 

panel l i s t e d herein, rath e r than i n the d i s c i p l i n a r y hearing as 

required i n paragraph N above. 

(2) (b) (1) The Union may exercise t h i s option by n o t i f y i n g the 

employee's Department Head and the Employer's Law Department i n 

w r i t i n g not l a t e r than ten (10) calendar days before an 

a r b i t r a t i o n or the Personnel or Police Board hearing, i n 

accordance wi t h the foregoing provisions of t h i s Agreement. The 

appeal s h a l l specify the p a r t i c u l a r c o ntract p r o v i s i o n s 
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a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l summary of the 

conduct alleged t o have v i o l a t e d the Agreement. I t i s understood 

t h a t by ex e r c i s i n g t h i s o p t i o n , any and a l l time l i m i t s set 

f o r t h i n Chapter 2-74-060 of the Municipal Code of the C i t y of 

Chicago regarding the Personnel Board hearing s h a l l be t o l l e d 

u n t i l the' a r b i t r a t o r renders a decision as provided below. 

(2)Upon r e c e i p t of said n o t i c e , the p a r t i e s w i l l s e l e c t i n order 

of r o t a t i o n one of the three permanent hearing panel members who 

are chosen as f o l l o w s . To bei e l i g i b l e f o r service on t h i s panel, 

members must be w i l l i n g to convene a suppression hearing w i t h i n 

t h i r t y (30) days of re c e i v i n g notice of h i s or her s e l e c t i o n . To 

select the i n i t i a l panel, or should any member of the panel 

resign or be removed upon mutual agreement of the p a r t i e s during 

the l i f e of t h i s Agreement, the p a r t i e s w i l l meet to reach 

agreement on new panel member who must be an a r b i t r a t o r l i s t e d 

w i t h the Federal Mediation and C o n c i l i a t i o n Service. I f no 

agreement can be reached, the Employer w i l l request a panel of 

seven (7) a r b i t r a t o r s from FMCS, a l l of whom must be members o f 

the National Academy of A r b i t r a t o r s . T h e r e a f t e r , the p a r t i e s w i l l 

meet to s t r i k e names from the l i s t , w i t h the Employer s t r i k i n g 

f i r s t , u n t i l , one -name remains, which person s h a l l be named to 

the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n t h i r t y 

(30) calendar days of the s e l e c t i o n of the panel member, or at 

such other time as the p a r t i e s may mutually agree. The 
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a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l be l i m i t e d to determining i f the 

Inspector General obtained evidence or statements i n v i o l a t i o n 

of paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y to r u l e on 

the merits of any underlying d i s c i p l i n e or take any other a c t i o n 

beyond t h a t s p e c i f i c a l l y set f o r t h i n t h i s subparagraph. 

2 (d) The panel member s h a l l render an expedited decision which 

s h a l l be f i n a l and binding upon the p a r t i e s . I t s h a l l not be 

subject to c o l l a t e r a l attack i n any f u r t h e r d i s c i p l i n a r y 

proceeding i n v o l v i n g the employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section to 

the contrary, no i n t e r v i e w by the Inspector General w i l l be 

conducted at a p o l i c e s t a t i o n or other c o r r e c t i o n a l f a c i l i t y 

unless the employee works at the p o l i c e s t a t i o n or c o r r e c t i o n a l 

f a c i l i t y , or i f the employee has been incarcerated f o r more than 

72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreement, there 

s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i m i t e d to sympathy s t r i k e s 

and s t r i k e s t o p r o t e c t union or t h i r d p a r t y conduct), work 

stoppages, slowdowns, p i c k e t i n g , or delays of work of any kind. 

Section 12.2 Union Responsibility 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s to prevent any 

acts forbidden i n t h i s A r t i c l e and t h a t i n the event any such acts 
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take place or are engaged i n by any employee or group of employees i n 

the Union's bargaining u n i t , the Union f u r t h e r agrees i t w i l l use i t s 

best e f f o r t s t o cause an immediate cessation thereof. I f the Union 

immediately takes a l l necessary steps i n good f a i t h t o end any 

stoppages, s t r i k e s , p i c k e t i n g , i n t e n t i o n a l slowdown or suspension of 

work, i n c l u d i n g : (a) p u b l i c l y d i s c l a i m i n g such a c t i o n as not c a l l e d or 

sanctioned by the Union, and (b) posting notices i n conspicuous places 

which n o t i f y involved employees t h a t the a c t i o n was not c a l l e d or 

sanctioned by the Union, i n a d d i t i o n t o i n s t r u c t i n g employees t o 

immediately cease such a c t i v i t y , the Employer agrees t h a t i t w i l l not 

b r i n g a c t i o n against the Union to e s t a b l i s h r e s p o n s i b i l i t y f o r such 

unauthorized conduct. 

Section 12.3 Discipline of Strikers 

The Employer may terminate the employment of or otherwise 

d i s c i p l i n e any employee or employees who have been found t o have 

engaged i n any act forbidden i n t h i s A r t i c l e . 

Section 12.4 No Lockouts 

The Employer w i l l not lock out bargaining u n i t employees during 

the term of t h i s Agreement. 

ARTICLE 13 
DUES CHECK-OFF AND FAER SHARE 

Section 13.1 Dues Checkoff 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and initia-fe-ien—fees from 

the p a y r o l l checks of a l l employees so a u t h o r i z i n g the deduction i n 

any amount c e r t i f i e d by the Union, and s h a l l remit such deductions on 
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a monthly basis to the Union. A u t h o r i z a t i o n f o r such deductions s h a l l 

be i r r e v o c a b l e unless revoked by w r i t t e n notice to the Employer and 

the Union during the f i f t e e n (15) day period p r i o r to the e x p i r a t i o n 

of t h i s Agreement. The Union s h a l l indemnify, defend and hold the 

Employer harmless against any and a l l claims, demands, s u i t s or other 

forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and court or 

other costs, t h a t s h a l l a r i s e out of, or by reason of a c t i o n taken or 

not taken by the Employer f o r the purpose of complying w i t h Sections 

13.1, 13.2", 13.3, 13.4 and 13.5 of t h i s A r t i c l e , or i n r e l i a n c e on 

any l i s t , n o t i c e , c e r t i f i c a t i o n or assignment furnished under any of 

such provisions or i n r e l i a n c e upon employee p a y r o l l deduction 

a u t h o r i z a t i o n cards submitted by the Union to the Employer. 

The Employer s h a l l provide to the Secretary-Treasurer and the 

President of the Union w i t h i n t h i r t y (30) days, name, address, 

c l a s s i f i c a t i o n , r a te of salary and s t a r t i n g date of any new employee 

h i r e d i n t o the Union's bargaining u n i t . 

S e c t i o n 13.2 F a i r Share Fees 

I t i s f u r t h e r agreed t h a t t h i r t y (30) days a f t e r the l a t e r of 

the e.xecution of the Agreement or the employee's date of h i r e , the 

Employer s h a l l deduct from the earnings of employees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the Union and 

s h a l l remit such deductions to the Union at the samie time that the 

dues check-off i s re m i t t e d or on a monthly or q u a r t e r l y basis as 

d i r e c t e d by the Union under terms and procedures as s h a l l be agreed 

upon i n negotiations between the Employer and Union. I t i s understood 
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t h a t the amount of deduction from said non-member bargaining u n i t 

employees w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e bargaining 

process, contract a d m i n i s t r a t i o n and pursuing matters a f f e c t i n g wages, 

hours and other conditions of employment. 

Section 13.3 Religious Objectors 

Nothing i n t h i s Agreement s h a l l be i n c o n s i s t e n t w i t h Section 

6(g) of the I l l i n o i s Public Labor Relations Act i n p r o t e c t i n g the 

r i g h t of non-association of employees based upon the bona f i d e 

r e l i g i o u s tenets or teachings of a Church or other r e l i g i o u s body of 

which such employees are members. 

Section 13.4 Requirement of Membership 

Each employee who on the e f f e c t i v e date of t h i s Agreement i s a 

member of the Union, and each employee who becomes a member a f t e r t h a t 

date, s h a l l , as a c o n d i t i o n of employment, maintain his/her membership 

i n the Union or pay fees i n l i e u of inembership, during the term of 

t h i s Agreement. 

Any present employee who i s not a member of the Union s h a l l , as a 

c o n d i t i o n of employment, be required t o pay a f a i r share (not to 

exceed the amount of Union dues) of the cost of the c o l l e c t i v e 

bargaining process and contract a d m i n i s t r a t i o n . A l l employees h i r e d on 

or a f t e r the e f f e c t i v e date of t h i s Agreement and who have not made 

a p p l i c a t i o n f o r membership s h a l l be recjuired, t h i r t y (30) days a f t e r 

the l a t e r of the execution of t h i s Agreement or t h e i r h i r e date, to 

pay a f a i r share of the cost of the c o l l e c t i v e bargaining process and 
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contract a d m i n i s t r a t i o n and pursuing matters a f f e c t i n g wages, hours 

and other conditions of employment. 

Section 13.5 D.R.I.V.E. 

The Employer agrees to deduct from the pay of those employees who 

individually request i t voluntary contributions to DRIVE. DRIVE s h a l l 

notify the Employer of the amounts designated by each contributing 

employee that are to be deducted from the employee's paycheck on each 

payday provided that a l l employees contribute in the same amount. The 

Employer s h a l l transmit such deductions to DRIVE National Headquarters 

on a monthly basis along with the name of each employee on whose 

behalf a deduction i s made, the employee's Social Security number and 

amount deducted from the employee's paycheck. T h e — U n i o n — s h a l l 

reimburse—fehe—Employer—eft—aft^—annual—basis—ie*—fehe—Employers '—actual 

cost of the expenses—jrfte-Urg^d in administering this dcductien-v-

Section 13.6 Dues Deduction 

The C i t y and COUPE w i l l create a committee to review and explore 

the f e a s i b i l i t y of using e l e c t r o n i c records and/or e l e c t r o n i c 

signatures consistent w i t h s t a t e and fed e r a l law which allows the C i t y 

and the Union t o use e l e c t r o n i c a u t h o r i z a t i o n t o v e r i f y Union 

membership and/or authorize voluntary deduction of Union dues and fees 

from wages or payments f o r remittance t o the Union. 

ARTICLE 14 

MISCELLANEOUS 
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S e c t i o n 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Sec r e t a r y - T r e a s u r e r and the 

President of the Union of any change i n job t i t l e . I f the Employer 

makes any s u b s t a n t i a l change i n job duties i t w i l l discuss such 

changes w i t h the Union p r i o r t h e r e t o . I f the Employer changes a job 

t i t l e without s u b s t a n t i a l l y changing the duties of the job, the Union 

w i l l r e t a i n i t s e x i s t i n g j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not permanently assign bargaining u n i t work to the 

j u r i s d i c t i o n of another bargaining u n i t without the mutual agreement 

of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by employees who are 

represented by the Union s h a l l continue to be performed by said 

employees, except where non-unit employees have i n the past performed 

u n i t work, or i n emergencies, to t r a i n or i n s t r u c t employees, to do 

la y o u t , demonstration, experimental, or t e s t i n g d u t i e s , t o do 

t r o u b l e s h o o t i n g or where s p e c i a l knowledge i s req u i r e d , provided 

however, where employees do not r e p o r t t o work because of vacations, 

or other absences or t a r d i n e s s , or f o r personal reasons during the 

course of the day, or because a l l of the employees are or w i l l be 

occupied w i t h assigned d u t i e s , or to complete a rush assignment, 

employees of any other u n i t represented by another Union w i l l not 

perform the work of said employees. For example, i f a Motor Truck 

Driver i s on vacation, a Plumber s h a l l not be assigned as a 

replacement Motor Truck Driver. The Employer s h a l l not a r b i t r a r i l y 

extend the period of any emergency beyond the need f o r tha t emergency. 
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Notwithstanding the foregoing, i t i s understood t h a t i t s h a l l not be a 

v i o l a t i o n of t h i s Agreement i f the f o l l o w i n g functions are performed 

by members of management, regardless of whether they are also 

performed by the bargaining u n i t : (a) crew assignment and scheduling; 

(b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; (d) o r d e r i n g of equipment and 

m a t e r i a l s from vendors. Nothing herein s h a l l deprive members of the 

bargaining u n i t of the r i g h t to perform h i s t o r i c a l and t r a d i t i o n a l 

u n i t work; nor s h a l l the C i t y l a y - o f f a bargaining u n i t employee f o r 

the purpose of re p l a c i n g t h a t person w i t h a member of management. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance claiming t h a t the 

Employer has v i o l a t e d the terms of t h i s Agreement by assigning c e r t a i n 

work t o C i t y employees represented by another union, or where the 

Employer receives a grievance from another union p r o t e s t i n g the 

assignment of work to employees covered under t h i s Agreement, the 

Employer s h a l l serve w r i t t e n n otice to the Union, and on the other 

a f f e c t e d u n i o n ( s ) , of the existence of said dispute. This n o t i c e s h a l l 

describe the nature, of the work i n dispute. 

I n t h e event t h i s d i s p u t e remains u n r e s o l v e d and i s 

submitted to a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n to the Employer and the Union, the other a f f e c t e d union (s) 

s h a l l have the o p p o r t u n i t y to p a r t i c i p a t e i n the hearing and to 

present evidence, but s h a l l not be bound to the r e s u l t s of t h a t 

a r b i t r a t i o n unless a l l p a r t i e s so agree i n advance of the hearing. 
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I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s awarded the 

work i n dispute, and i f , i n t h a t event, the other a f f e c t e d union (s) 

s h a l l pursue a claim against the Employer t h a t the reassignment of the 

work i n dispute v i o l a t e s the Agreement of t h a t other union, the 

provis i o n s of t h i s Section s h a l l apply to t h a t claim as w e l l . A l l 

p a r t i e s to the dispute s h a l l have the r i g h t t o p a r t i c i p a t e i n any 

a r b i t r a t i o n hearing of t h a t claim and to present evidence t h e r e i n . 

Should the a r b i t r a t o r i n the second proceeding determine t h a t the 

Employer's reassignment of the work i n dispute v i o l a t e s the other 

u n i o n ( s ) ' Agreement, thereby r e q u i r i n g the Employer to comply w i t h two 

c o n f l i c t i n g a r b i t r a t i o n decisions as to which of the unions i s 

e n t i t l e d t o perform the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l 

apply. 

The Employer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of the 

dispute under the p r o v i s i o n s o f the grievance and a r b i t r a t i o n 

procedures contained i n A r t i c l e I I of t h i s Agreement, except t h a t the 

Union and the other a f f e c t e d union (s) s h a l l s e l e c t the a r b i t r a t o r . 

The Employer, the Union and the other a f f e c t e d union (s) s h a l l be 

p a r t i e s to t h a t proceeding, and s h a l l have the r i g h t t o f u l l y 

p a r t i c i p a t e i n the hearing. During the pendency of t h i s proceeding, 

the work assignment d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be 

followed by the p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o 

decide only which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r a r b i t r a t i o n 

awards, the record before both p r i o r a r b i t r a t o r s , and the t r a d i t i o n a l 
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work and other relevant p r o v i s i o n s of t h i s Agreement and of the 

c o l l e c t i v e bargaining agreement of the a f f e c t e d u n i o n ( s ) . No other 

evidence or testimony s h a l l be admitted i n t h a t hearing. The 

decision of the a r b i t r a t o r i n t h i s proceeding s h a l l be f i n a l and 

binding upon a l l p a r t i e s to the dispute, and none of the p a r t i e s t o 

the dispute s h a l l seek review of t h a t award i n any other j u d i c i a l or 

aciministrative forum. 

Nothing herein s h a l l preclude a l l p a r t i e s t o the dispute from 

v o l u n t a r i l y r e s o l v i n g i t at any time. 

jSegteion 14-.-4 Defor-red-€empen&ateamen 

-The Employer's p o l i c y which i s i n e f f e c t at tho execution of th-is 

Agreement,—pertaining t o Deferred Compensation,—shall be afforded t e 

a l l employees of the Employer without-change during the term of t h i s 

Agreement. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t a t t h e e x e c u t i o n 

o f t h i s Agreement, p e r t a i n i n g t o _d e f e r r e d compensation, sha11 be 

a f f o r d e d t o a l l employees o f t h e Employer w i t h o u t change d u r i n g 

t h e term o f t h i s Agreement. 

The Employer w i l l make c o n t r i b u t i o n s , on a d o l l a r - f o r -

d o l l a r b a s i s , under a 401(a)Plan (or any s i m i l a r successor p l a n 

agreed to by COUPE) up to the maximtim t o t a l amounts per year 

shown below based on amounts de f e r r e d by each employee i n those 

a. January 1, 2020 -- up to $250 per year 

b. January 1, 2021 -- up to $250 per year 

Form 
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c. January 1, 2022 - up to $500 per year 

The C i t y s h a l l advise the unions, a t l e a s t semi-annually, 

of the t o t a l c o n t r i b u t i o n s i t has made. 

The C i t y agrees t o provide representatives from COUPE 

in f o r m a t i o n , such as the claims experience from the C i t y r e t i r e e 

h e a l t h plans, and other r e l e v a n t d a t a / i n f o r m a t i o n so t h a t COUPE 

Unions can explore the f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own 

r e t i r e e h e a l t h plan separate and independent from the Ci t y ' s 

plans t h a t could cover c e r t a i n C i t y r e t i r e e s i n the f u t u r e . 

Such i n f o r m a t i o n t o be provided w i l l i n c l u d e , but not be l i m i t e d 

t o , a census f o r the c u r r e n t non-Medicare r e t i r e e s i n c l u d i n g the 

b i r t h d a t e , gender, coverage t i e r ( s i n g l e , couple, f a m i l y , e t c . ) , 

and z i p code o f residence, as w e l l as the claims i n f o r m a t i o n and 

enrollment counts f o r the l a s t three (3) years. The Unions 

agree t o execute any appropriate c o n f i d e n t i a l i t y agreements 

necessary f o r the release of such i n f o r m a t i o n . The p a r t i e s 

understand and agree t h a t the i d e n t i t y o f any s p e c i f i c 

i n d i v i d u a l w i l l not be ascertainable from the i n f o r m a t i o n 

•supplied. 

Section 14.5 Rules of Conduct Change 

When the Employer proposes to i n i t i a t e reasonable changes Or 

additions to i t s rules of conduct, which could subject employees to 

di s c i p l i n e , the Employer shall transmit four (4) copies of the 

proposed changes or additions to the Union. The Union w i l l consider 
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the proposals, and upon request, the Employer w i l l meet w i t h the 

Union w i t h i n twenty (20) calendar days of the r e c e i p t of the 

proposals t o receive the Union's comments. Absent an emergency, the 

Employer w i l l not implement i t s proposed changes or a d d i t i o n s u n t i l 

the Union has had a reasonable o p p o r t u n i t y to present i t s views and 

discuss the proposals w i t h the Employer. No such changes or 

a d d i t i o n s s h a l l be implemented without p r i o r p u b l i c a t i o n and notice 

to the a f f e c t e d employees. 

Section 14.6 Safety 

(a) The. Employer s h a l l provide a safe and h e a l t h f u l working 

environment f o r employees covered by t h i s agreement i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e occupational safety and 

health laws, and s h a l l maintain i n good and safe working c o n d i t i o n a l l 

equipment necessary f o r the safe and proper performance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t safety committee 

s h a l l be established which s h a l l be composed of s i x (6) 

representatives of the Union C o a l i t i o n and s i x (6) representatives of 

the Employer. The purpose of the committee s h a l l be to discuss, 

examine and to make recommendations concerning occupational safety and 

health issue.s a f f e c t i n g employees. A l l recommendations of the 

committee w i t h respect to safety and heal t h issues s h a l l be submitted 

i n w r i t i n g to the appropriate Department Head .with a copy to the Union 

and the D i r e c t o r of Labor Relations. The Department Head s h a l l 

promptly issue a w r i t t e n response to the - committee as to the 

Department's views regarding the committee's recommendations. 
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The p a r t i e s may decide, from time to time, t o r e f e r c e r t a i n 

safety issues and concerns to the personnel of the a f f e c t e d 

Department(s) responsible f o r safety matters and Union representatives 

of the a f f e c t e d employee(s). The Department saf e t y personnel w i l l 

meet and confer w i t h a representative of the a f f e c t e d Union about such 

issues and r e p o r t back to the Committee on any decisions or 

recommendations concerning them. 

(c) The j o i n t safety committee s h a l l meet at l e a s t once a month, 

or otherwise by mutual agreement. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s faced 

w i t h an unsafe working c o n d i t i o n , the employee i s r e q u i r e d to perform 

the task i n question unless the employee's performance of an assigned 

task presents the strong l i k e l i h o o d of s u b j e c t i n g the employee t o 

imminent danger of death or serious i n j u r y . I f the employee, w i t h no 

reasonable a l t e r n a t i v e , refuses i n good f a i t h t o perform t h a t task 

and expose himself to t h a t dangerous c o n d i t i o n , the employee w i l l not 

be subject to d' i s c i p l i n e . In order to avoid d i s c i p l i n e under t h i s 

paragraph, the c o n d i t i o n inust be of such a nature t h a t a reasonable 

person, under the circumstances, would conclude t h a t there i s a r e a l , 

s u b s t a n t i a l , and imminent danger of death or serious i n j u r y . I n 

a d d i t i o n , the employee must also have sought from the Employer, and 

have been unable to ^obtain, c o r r e c t i o n of the s i t u a t i o n before 

r e f u s i n g to perform the task i n question. 

Section 14.7 Bulletin Boards 
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The Union s h a l l have the r i g h t t o b u l l e t i n board space at 

loc a t i o n s where they can be conveniently seen and read by a f f e c t e d 

employees. The Union s h a l l have the r i g h t to post notices concerning 

Union business on the b u l l e t i n boards. 

Section 14.8 Information to Union 

The—Employer—will—provide—fee—fehe—Secretary-Treasurer—aftd—the-

-President—ei—fehe—Union—©ft—a—monthly—basis—a—bargaining—report—ei 

cu r r c n t — a c t i v e — e m p l o y e e s , — w h i c h — l i s t — s h a l l — i n c l u d o — f e h e — e m p l o y e e ' s 

name,—address , — s o c i a l — s e c u r i t y — n u m b e r , — t i t l e , — p a y — s c h e d u l e , — g r a d e , 

c u r r e n t — p a y — r a t e , — s t a t u s , — c o n t i n u o u s — s e r v i c e — d a t e , — t i m e — i f l — t i t l e , 

date of b i r t h , — r a c e and sex. 

The Employer w i l l provide t o the Union Bargaining Unit, 

Dues and Hours reports f o r i t s bargaining u n i t employees, wh i c h 

w i l l contain, at the minimum, the f o l l o w i n g i n f o r m a t i o n : 

- P a y r o l l Period 
- P a y r o l l Number 
-Employee Number 
-Name 
- T i t l e Code 
-Overtime d o l l a r amount per pay period 
-Gross pay per pay period 
-Contact i n f o r m a t i o n ( i . e . address, phone, eniail, _ i f 
a v a i l a b l e ) 
-Date of h i r e and continuous service date 
-Base hourly rate 

This information w i l l b̂e_ sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay_period. T_o ensure 

the_ safety and s e c u r i t y of the info r m a t i o n the C i t y w i l l make a 
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secured f i l e t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e to the Union to 

receive the i n f o r m a t i o n . 

The Employer s h a l l also provide to the Secretary-Treasurer or the 

P r e s i d e n t — e i — f e h e — U n i o n — e f t — a — m o n t h l y — b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y 

r e p o r t — e i — c u r r e n t — a c t i v e — e m p l o y e e s — . t h a t — v j i l l — l i s t — C a r e e r — S e r v i c e 

Retirements;—Career—Service—Resignations;—Careor—Service Discharges; 

Non-Career Service Terminations ;—Leaves e i Absence; Suspensions ; 

Reinstatements;—Reappointments;—Transfers—(Change—e-i—department—afl# 

c h a n g e — e i — p a y r o l l ) ; — A p p o i n t m e n t s — ( w h i c h — i n c l u d e s — p r o m o t i o n s — a f l ^ 

demotion) ;—and Deaths .—The—Employer w i l l provide—fehe—Union w i t h copies 

ei—bird—forms—ie*—each—j-ete—pos t i n g — w i t h i n — f o u r t e e n — ( 1 4 ) — d a y s — e i — f e h e 

closo of bidding f o r t h a t j ob. 

Section 14.9 Volunteer Work 

There s h a l l be no volunteer u n i t work (without pay) except f o r 

c i v i c C i t y parades. 

Section 14.10 Transfers Between Departmonta 

Employees—desiring—fee—trans for—between—Departments—shall—request 

such—transfers—eft—a—form—supplied by—fehe—Employer .—The—request—shall 

he—submitted—fee— the—Department—fee—which—fehe—employee—desires—fee—be 

t r a n s f orrod—afl^^—fehe—Department—from—which—fehe—employee—wishes—fe^ 

leave . Upon—fehe—agreement—ei—fehe—respective—Department—Heads,—fehe 

trans f o r — r e q u e s t — s h a l l — b e — g r a n t e d . in—fehe—event—that—a—fe-rans f er—i-s 

denied,—fehe—employee—will—be—i-ft-ie^med-—w i t h i n—a—roasonable—time—ei—fehe 

donia 1 — e i — f e h e — t r a n s f o r .—Nothing—ho rein—s-ha-l-1— [a«--e€-l-ade—-i-ft-d-i-v-i#uais 
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f r o m — a r r a n g i n g — e a e — i e * — o n e — t r a n s f e r s .among—themselves—with—fehe 

agreement of t h e i r respective Department Heads. 

Section 14.|l03: Wrecker Equipment! 

The Employer w i l l continue i t s past p r a c t i c e of having two (2) 

operators on b i g tow trucks (wrecker equipment), except when the 

assignment i s geographically- nearby, i n which event, one operator may 

be used on the assignment provided the assignment i s not so 

i n h e r e n t l y dangerous to the employee t h a t i t could cause death or 

serious p h y s i c a l harm. 

I Section 14.112 Labor-Management Committee 

For the purpose of conferring on matters of mutual i n t e r e s t which 

are not appropriate f o r consideration under the grievance procedure, the 

Union and the Employer agree to meet p e r i o d i c a l l y through designated 

representatives at the request of e i t h e r party and at mutually agreed 

upon times and l o c a t i o n s . The Union and the Employer s h a l l each 

designate not more than four (4) representatives to a labor-management 

committee f o r t h i s purpose. The D i r e c t o r of Labor R e l a t i o n s s h a l l 

be sent w r i t t e n agenda by the Union f o r any meeting seven (7) days 

p r i o r to said meeting. 

Section 14.123 Automobile Reimbursement 

Employees who are required by the Employer to use t h e i r own 

automobiles i n .the performance of t h e i r job s h a l l receive mileage 

reimbursement at the then e f f e c t i v e rate recognized by the I n t e r n a l 

Revenue Service, w i t h a maximum of $ 6 '7 5 $ 2 5 0—per month.- -Gn—fehe 

of fo-e-tivo—date—ei—this—Ag-reomcnt,—ie-l-lewing—irfe-s—*afe-i f i c a t i o n — b y — a i i 
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p a r t i e s , — t h e maximum reimbursement—will—increas^c—^fee—$350 . 00—per month. 

Effective—February— i - ,—2008 ,—the maximum reimbursement w i l l — i n c r e a s e to 

$450.00 pe* month . E f f e c t i v e February h-, 2009, fehe maximum 

reimbursement—will—increase—fee—$550.00—pe*—month .—Thereafter,—fehe 

maximum—rcimbursoment—will—increase—effective—each—February—1—h y— t h e 

percentage—increase—ifl^—fehe—Transportation—Expenditure—Category—ei—t^ 

Consumer—Price—Index—ie*—Aii—Urban—Consumers (CPI—U-)-: U.S. C i t y 

Average—for tho previous—year,—as—rounded to tho nearest—$-5—increment. 

Employees seeking mileage reimbursement must submit t h a t request 

on a form provided by the Employer. Payment f o r mileage expenses w i l l 

be made on a monthly basis. I n the event t h a t ' d u r i n g the l i f e of t h i s 

Agreement the Employer s h a l l implement f o r any group of -employees an 

automobile expense reimbursement,program which i s more favorable t o 

employees than the pro v i s i o n s of t h i s paragraph, upon no t i c e from the 

Union, the Employer w i l l meet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program to employees 

covered by t h i s Agreement. 

Upon request by e i t h e r p arty^—made—R B—earlier—than—January—i?-

2010,—_the p a r t i e s s h a l l meet to discuss any proposed changes to t h i s 

Section 14.12^. 

S e c t i o n 14.134 Uniforms 

Tiie Employer w i l l make arrangements f o r the f u r n i s h i n g of four (4) 

uniforms per year to employees assigned to booting d u t i e s . Motor Truck 

Drivers assigned to Loop towing, and Police Department employees who 

are required t o wear uniforms. The Employer w i l l provide employees i n 

the Department of Streets and S a n i t a t i o n w i t h two (2) r e f l e c t i v e 
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m a t e r i a l T - s h i r t s per year to wear i n l i e u of safety vests as per 

Department p r a c t i c e . The Employer s h a l l provide a l l new Booters w i t h 

f i r s t issue b u l l e t proof vests (the same type provided to p o l i c e 

o f f i c e r s ) . Employees d r i v i n g garbage trucks or as otherwise allowed by 

past p r a c t i c e , may wear shorts during the months of May to September. 

Employees t h a t are required to wear p r o t e c t i v e safety shoes/boots 

by_ the Employer, such boots/shoes s h a l l be provided annually by the 

"boot t r u c k " . I n the event the Employer discontinues the boot t r u c k , 

the Employer s h a l l reimburse up to $100 upon proof of purchase 

annually. 

S e c t i o n 14.14 F i t n e s s f o r Duty 

I f the Employer observes and has reasonable cause to 

b e l i e v e the employee has a medical condition or s i g n i f i c a n t 

l i m i t a t i o n t h a t prevents the employee from being able to perform 

the e s s e n t i a l d u t i e s of the p o s i t i o n , an employee may be sent 

f o r a F i t n e s s f o r Duty examination a t the Employer's s o l e 

expense. 

I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's p h y s i c i a n 

c e r t i f i e d t h a t the employee i s f i t f o r duty, the employee may 

e l e c t or Employer may r e q u i r e the employee, e t the Employer's 

s o l e expense, to be s u b j e c t an independent medical examination 

("IME") to determine i f the employee i s f i t f o r duty. The Union 

s h a l l s e l e c t an examining independent p h y s i c i a n who w i l l conduct 
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t h e IME f r o m a l i s t o f a t l e a s t t h r e e p h y s i c i a n s w i t h t h e 

a p p r o p r i a t e m e d i c a l s p e c i a l t y who have s u c c e s s f u l l y completed 

t h e C i t y ' s procurement process and a r e on a l i s t o f approved 

vendors. The d e t e r m i n a t i o n o f t h e independent p h y s i c i a n and t h e 

IME s h a l l be f i n a l and b i n d i n g . The Employee s h a l l execute a l l 

HIPAA w a i v e r s and o t h e r forms necessary i n o r d e r t o p e r m i t 

access t o a l l m e d i c a l r e c o r d s r e l a t e d t o h i s / h e r c o n d i t i o n , and 

t h e C i t y s h a l l agree t o secure and m a i n t a i n t h e c o n f i d e n t i a l 

n a t u r e o f a l l m e d i c a l r e c o r d s o b t a i n e d t h r o u g h t h e pr o c e s s . 

ARTICLE 15 
lAXOFFS & RECALL 

Section 15.1 Order of Layoffs 

Probationary employees w i t h more—than n i n e t y — ( 90 )—days—ei 

service s h a l l be l a i d o f f f i r s t i n reverse s e n i o r i t y order. 

Thereafter, the l e a s t senior employee i n the a f f e c t e d job 

c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t , provided the a b i l i t y , 

q u a l i f i c a t i o n s t o perform the required work, and the employee's job 

performance are equal among the other employees i n the job and 

^furt h e r provided, the l a y o f f does not have a negative e f f e c t on the 

Employer's e f f o r t s t o ensure equal employment o p p o r t u n i t i e s . 

" S e n i o r i t y " s h a l l mean, f o r purposes of t h i s Section, trie employee's 

service w i t h Employer i n the jeb—fe-i-t-le ft4rH»e—irft—fei-t-lo) edty-

wide->-bargain.in_g u n i t . 
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A l a i d - o f f employee may displace (bump) the l e a s t senior 

employee, i f any, i n the most recent lower job t i t l e the employee to 

be. l a i d o f f has held, provided the employee to be l a i d o f f has the 

then present a b i l i t y to perform the job to the Employer's s a t i s f a c t i o n 

without f u r t h e r t r a i n i n g ; e.g., a Foreman can displace an employee i n 

a Motor Truck Driver job he/she p r e v i o u s l y had held or a General 

Foreman may displace an employee i n a Foreman job he/she p r e v i o u s l y 

had held. 

Section 15.2 Recall 

Employees s h a l l be r e c a l l e d i n reverse order of l a y o f f . The 

dur a t i o n of an employee's r e c a l l r i g h t s i s governed by Section 8.34 

(Break i n Service). 

ARTICLE 16 
SEPARABILITY 

I n the event any of the pro v i s i o n s of t h i s Agreement s h a l l be or 

become i n v a l i d or unenforceable by reason of any f i n a l and binding 

court d e c i s i o n , as w e l l as, any Federal or State Law or l o c a l 

ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such i n v a l i d i t y or 

u n e n f o r c e a b i l i t y s h a l l not a f f e c t the remainder of the pro v i s i o n s 

hereof, which s h a l l remain i n f u l l force and e f f e c t . The p a r t i e s 

a g * ^ e - e — f e e — m e e t — a f l ^ — a d o p t — r e v i s e d — p r o v i s i o n s — w h i c h — w o u l d — b e t-n 

conformity—with—fehe—law.The i n v a l i d or unenforceable p r o v i s i o n s h a l l 

be subjec t to re-neg o t i a t i o n by the P a r t i e s v; i t h i n a reasonable 

amount of time. 

ARTICLE 17 

UNION REPRESENTATION 
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Section 17.1 Union Representation 

The Union w i l l advise the Employer i n w r i t i n g , of the names of 

the Representatives—Stewards i n each department or area agreed upon 

w i t h the Employer and -sha l l n o t i f y the Employer promptly of any 

changes. Representatives—Stewards w i l l be permitted to handle and 

process grievances r e f e r r e d by employees at the appropriate steps of 

the grievance procedure during normal hours, without the loss of pay, 

provided t h a t such a c t i v i t y s h a l l not exceed a reasonable p e r i o d of 

time, or unreasonably i n t e r r u p t the work of employees. Representatives 

Stewards s h a l l n o t i f y t h e i r immediate supervisors i n advance of t h e i r 

i n t e n t i o n to handle and process grievances. Supervisors may not 

unreasonably w i t h h o l d permission t o the Reprosentativos—Stewards to 

engage i n such a c t i v i t i e s . 

Employees a c t i n g as RcpreoentativeD Stewards s h a l l not be 

d i s c r i m i n a t e d against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departments because -of t h e i r a c t i v i t i e s on behalf 

of the Union. Any t r a n s f e r s of Roprosontativos Stewards from t h e i r job 

c l a s s i f i c a t i o n s or departments, other than i n an emergency, w i l l be 

discussed w i t h the Union i n advance of any such t r a n s f e r s . 

Section 17.2 Union Rights 

The Union s h a l l have the r i g h t and r e s p o n s i b i l i t y to represent 

the i n t e r e s t s of a l l employees i n the Unit, to present i t s views t o 

the C i t y on matters of concern, e i t h e r o r a l l y or i n w r i t i n g , and t o 

consult and be consulted w i t h , i n respect to the ,formulation, 

development and implementation of p o l i c i e s and programs a f f e c t i n g 

working c o n d i t i o n s . 



Section 17.3 Right of Access 

Duly authorized o f f i c i a l s of the Union w i l l be permitted during 

normal working hours, to enter Employer f a c i l i t i e s f o r purposes of 

handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h current 

p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not to i n t e r f e r e w i t h normal operations. The Employer 

may be able t o change or set rule s of access, provided t h a t any 

change i n current p r a c t i c e s must be reasonable and subject t o the 

•grievance procedure. 

ARTICLE 18 
DRUG AyP ALOOHOL PPOGPm 

Section 18.1 Policy Statement 

The C i t y o f Chicago's e s s e n t i a l m i s s i o n i s t o p r o v i d e 

service t o i t s c i t i z e n s i n a safe and economic manner. The p a r t i e s 

to t h i s Agreement recognize t h a t drug and alcohol abuse i n the 

workplace has d e l e t e r i o u s e f f e c t on the healt h a'nd safety of 

employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , a l l of which 

creates an undue burden on the persons which the C i t y and the 

employees covered by t h i s Agreement serve. Furthermore, the economic 

cost of pr o v i d i n g h e a l t h care services to employees who abuse drugs 

and alcohol has put an increasing burden on the City's finances. 

The Employer and the Union maintain a strong commitment to 

pr o t e c t people and property, and to provide • a safe working 

environment. To t h i s end, the Employer . has also estab.l islied i t s 



c o n f i d e n t i a l Employee Assistance Program f o r employees .with personal 

problems, i n c l u d i n g alcohol and substance abuse, and the p a r t i e s t o 

t h i s Agreement urge employee who have such problems to u t i l i z e the 

Program's services. 

To maintain a workplace which provides ''a safe and healthy work 

environment f o r a l l employees the f o l l o w i n g drug and alcohol program 

i s also.established. 

Section 18.2 Definition 

(a) A l c o h o l : E t h y l a l c o h o l 

(b) P r o h i b i t e d Items & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug paraphernalia i n 

the possession of, or being used by, an employee on the job or the 

premises of the Employer. 

(c) Employer Premises: a l l p r o p e r t y , f a c i l i t i e s , l a n d , 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other vehicles owned, 

leased or used by the Employer on the job s i t e s or work l o c a t i o n and 

over which the Employer has a u t h o r i t y as Employer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event , r e s u l t i n g i n i n j u r y to a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage to property 

to which an employee c o n t r i b u t e d as a d i r e c t or i n d i r e c t cause. 

( f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead to a person of 

ordinary s e n s i b i l i t i e s to conclude t h a t the employee i s under the 

influe n c e of drugs and/or a l c o h o l . 



(g) Under the Influence: any mental, emotional, sensory 

or physical impairment due to the uses of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

sample, whether by b l o o d , b r e a t h , u r i n e , or i n any o t h e r 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, alcohol or 

any metabolite thereof. 

Section 18.3 Disciplinary Action. 

(a) A l l employees must repo r t to work i n a p h y s i c a l c o n d i t i o n 

t h a t w i l l enable them t o perform t h e i r jobs i n a safe 

manner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they r e p o r t to work under the i n f l u e n c e of drugs 

and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause to believe t h a t an 

employee i s under the i n f l u e n c e of a p r o h i b i t e d substance, the 

Employer s h a l l have the r i g h t to subject t h a t employee to a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

employee may be placed on a d m i n i s t r a t i v e leave w i t h pay ' u n t i l t e s t 

r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the employee s h a l l be r e i n s t a t e d . In a l l other cases, the 

Employer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 
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( i i ) refuse to cooperate w i t h t e s t i n g procedures; 

( i i i ) are found to be under the i n f l u e n c e of drugs or 

alcohol while on duty and on the Employer's 

premises; 

(i v ) are found i n possession of a l c o h o l , drugs or drug 

paraphernalia, or are found s e l l i n g or d i s t r i b u t i n g drugs 

or drug paraphernalia, on the Employer's premises. 

(c) A l l adverse employment a c t i o n "taken against an employee 

under t h i s program s h a l l be subject to the grievance and a r b i t r a t i o n 

procedures of t h i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer may r e q u i r e drug and/or alcohol t e s t i n g under 

the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two (2) 

supervisors have reasonable cause to believe t h a t an employee has 

reported to work under the i n f l u e n c e of or i s at work under the 

in f l u e n c e of drugs 'or a l c o h o l . 

( i i ) a t e s t may be required i f an employee i s involved i n 

a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a follow-up to 

counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up to a one year 

period. 

(b) Employees to be t e s t e d w i l l be required to sign a consent 

form and chain of custody form, assuring proper documentation and 
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accuracy. I f an employee refuses to sign a consent form a u t h o r i z i n g 

the t e s t , he/she w i l l be subject to t e r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and may consist of e i t h e r blood or u r i n e t e s t s , or both. The 

Employer reserves the r i g h t t o u t i l i z e a breathalyzer to t e s t f o r 

the presence of a l c o h o l , i n l i e u of other c l i n i c a l t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conform to the 

procedures s p e c i f i e d i n NIDA guidelines f o r f e d e r a l workplace drug 

t e s t i n g programs, dated A p r i l 11, 1988 and as may be amended 

hereafter- by the relevant agency of the Department of Health and 

Human Services. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or exceed 

the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA guidelines (and as 

they may be amended) s h a l l be regarded as " p o s i t i v e " , and s h a l l 

presumptively esta:blish t h a t the t e s t e d employee was under the 

i n f l u e n c e of drugs. 

(f) I n i t i a l and confirmatory (or breathalyzer) t e s t r e s u l t s 

which meet or exceed the l e v e l of blood a l c o l i o l e s t a b l i s h e d i n the 

I l l i n o i s Motor Vehicle Act as l e g a l i n t o x i c a t i o n s h a l l presumptively 

e s t a b l i s h t h a t the t e s t e d employee was under the i n f l u e n c e of 

a l c o h o ] . 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be borne 

by Lhe Em;ployer. 
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(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Commissioner of Personnel or h i s designee i n the manner to be 

prescribed by the Commissioner. The ap p l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissioner w i l l inform the ap p l i c a b l e Department Head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n w i l l 

i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l u r i n e or blood samples s h a l l be taken i n s u f f i c i e n t 

q u a n t i t y as to allow f o r r e t e s t i n g . Any p o r t i o n not used i n the t e s t 

w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e means f o r one (1) year 

f o l l o w i n g the t e s t . Any employee whose t e s t r e s u l t i s p o s i t i v e may 

e l e c t , at h i s or her expense, to be r e t e s t e d by the same or other 

l a b o r a t o r y s a t i s f a c t o r y t o the Commissioner of Personnel, provided 

t h a t the Employer's t e s t i n g l a b o r a t o r y s h a l l arrange f o r 

t r a n s m i t t i n g said sample to the second l a b o r a t o r y . P o s i t i v e r e s u l t s 

of said r e t e s t i n g s h a l l be conclusive as to the presence of alcohol 

or drugs. The f a i l u r e t o take a s u f f i c i e n t sample, or to preserve 

such sample, to allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal 

from e l i g i b i l i t y of an a p p l i c a n t or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No la b o r a t o r y r e p o r t or t e s t r e s u l t s s h a l l appear i n the 

incumbent's personnel f i l e unless they are pa r t of a personnel a c t i o n 

under t h i s program, but s h a l l be placed i n a spe c i a l locked f i l e 

maintained hy the Conmiissioner of Personnel, except as such 

discl o s u r e may be required by t h i s policy,' law or ordinance. 
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Section 18.5 Errployee Assistance Program 

Employees are encouraged to seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and may 

p a r t i c i p a t e i f they wish i n the voluntary Employee Assistance 

Program. 

Section 18.6 Paid Time for Drug Testing 

Employees subject to t e s t i n g f o r drug and/or alcohol s h a l l be 

compensated f o r a l l time at the c o l l e c t i o n s i t e and f o r t r a v e l time 

going between the work l o c a t i o n and the c o l l e c t i o n s i t e . I f an 

employee i s d i r e c t e d to proceed to a c o l l e c t i o n s i t e during his/her 

s h i f t , the employee s h a l l remain i n pay sta t u s , i n c l u d i n g premium pay 

where a p p l i c a b l e , u n t i l the employee completes the sample c o l l e c t i o n . 

The Employer w i l l not require an employee selected f o r random 

t e s t i n g t o go t o the c o l l e c t i o n s i t e before the s t a r t of the 

employee's s h i f t or a f t e r i t s completion. During the employee's 

s h i f t , an employee w i l l not be required to use his/her personal 

v e h i c l e to d r i v e from the work l o c a t i o n t o the c o l l e c t i o n s i t e t o 

take a drug or alcohol t e s t . 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the "Parties") 

agree to create a J o i n t Apprenticeship and Trai n i n g Program 

I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction with c e r t a i n t h i r d p a r t i e s 

i n c l u d i n g , but without l i m i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 
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Colleges") and External Contractors. The purpose of the I n i t i a t i v e i s 

to increase the opportunities f o r p a r t i c i p a t i o n of Graduates of CPS 

and/or C i t y Colleges i n Union apprenticeship and t r a i n i n g programs 

and to provide expanded post-apprenticeship and t r a i n i n g employment 

o p p o r t u n i t i e s f o r such graduates. I n conjunction w i t h the execution 

of each C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the 

C i t y of Chicago, the Parties s h a l l enter i n t o a supplemental 

memorandum of understanding regarding the s t r u c t u r e , implementation, 

monitoring and enforcement t h i s I n i t i a t i v e . Said memorandum s h a l l be 

attached t o t h i s Agreement as Appendix E. 

Section 19.2 

The I n i t i a t i v e s h a l l g e n e r a l l y i n c l u d e t h e f o l l o w i n g : 

a. A commitment by each C o a l i t i o n Union to e s t a b l i s h 

or otherwise expand available apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n to f i l l at le a s t 100 

apprenticeship s l o t s across C o a l i t i o n Unions wi t h 

CPS students, graduates or former stu.dents w i t h a GED and/or 

C i t y College students and graduates by June 30 of each year of 

t h i s Agreement. 

b. A commitment by the Co a l i t i o n and the City to 

collaborate with the Chicago Public Schools, City Colleges of 

Chicago and External Contractors to prepare CPS and City Colleges 

students to enter Union apprenticeship and t r a i n i n g programs. In 

p a r t i c u l a r , the C o a l i t i o n and the City w i l l cooperate with the 

Chicago Public Schools, City Colleges of Chicago and E.xternal 



Contractors to pub l i c i z e available b u i l d i n g and trades 

apprenticeship and t r a i n i n g programs and subsequent careers; t o 

consider establishing t r a i n i n g programs as appropriate; and to 

expand post-apprenticeship and t r a i n i n g employment opportunities. 

c. The Parties s h a l l appoint a Chair and an Auditor to 

oversee t h i s I n i t i a t i v e and ensure that the part i e s take 

appropriate steps to f u l f i l l the commitments set f o r t h n t h i s 

A r t i c l e and supplemental memorandum .attached hereto. 

ARTICLE 20 

DEPARTMENT OF AVIATION 

Within t h i r t y (30) days of r a t i f i c a t i o n , the Employer s h a l l post 

and b i d an equipment t r a i n i n g s p e c i a l i s t at Midway A i r p o r t . 

ARTICLE 210 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject r a t i f i c a t i o n by the C i t y 

Council of the C i t y of Chicago and concurrent adoption i n ordinance 

form. The Employer and the Union w i l l cooperate t o secure t h i s 

l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force and 

e f f e c t from said date t o June 30, 2022-T7-, both i n c l u s i v e . Thereafter, 

i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year t o year unless at l e a s t 

s i x t y (60) days and not more than one hundred-twenty (120) days p r i o r 

to the te r m i n a t i o n date or anniversary thereof, e i t h e r piarty gives 

w r i t t e n notice to the other by C e r t i f i e d M a il, r e t u r n r e c e i p t 
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requested, of a desire t o amend, add t o , subtract from or terminate 

t h i s Agreement. 

In the event such n o t i c e of a desire t o amend, add t o , or 

subtract from the terms of t h i s Agreement i s given, the p a r t i e s s h a l l , 

w i t h i n a reasonable time t h e r e a f t e r , enter i n t o n e g o t i a t i o n s 

concerning the request. 

This Agreement c o n s t i t u t e s the e n t i r e contract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h respect 

to a l l matters subject t o c o l l e c t i v e bargaining. The Employer and 

Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , and each agrees t h a t 

the other s h a l l not be o b l i g a t e d t o bargain c o l l e c t i v e l y w i t h respect 

to any matter which i s subjected t o c o l l e c t i v e bargaining whether or 

not such matter i s s p e c i f i c a l l y r e f e r r e d t o herein, and even though 

such matter may not have w i t h i n the knowledge or contemplation of the 

p a r t i e s at the time t h i s Agreement was negotiated or signed. 

I t i s further agreed that any improvements i n holidays, vacations, 

sick leave for salaried employees, group health, vision care, dental, l i f e 

and accident benefits, bereavement pay and jury duty leave granted to the 

majority of other employees of the Employer during the term of t h i s 

Agreement shall also be granted to the employees represented by the Union 

coming under t h i s Agreement. 

ARTICLE 22-1 
TERM OF AGREEMENT ̂  -̂ Form 

This Agreement s h a l l be e f f e c t i v e from the date upon which 

i t i s r a t i f i e d by the C i t y C o u n c i l o f t h e C i t y o f Chicago, but 
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no e a r l i e r than July 1, 20-Q-7-17, and s h a l l remain i n e f f e c t 

through 11:59 p.m. on June 30, 20-1-7-22. 

Health Plan Reopener 

Eac_h_ pa r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order to_ f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1 . Any change (s) i n the applicable l a w ( s ) , i n c l u d i n g but 

not l i m i t e d to a u n i v e r s a l , n a t i o n a l or st a t e h e a l t h 

care program mandating s i g n i f i c a n t changes i n health 

insurance b e n e f i t s t h a t becomes law and i s e f f e c t i v e 

during the term of t h i s Agreement; 

2._ The lack of achievement of health care cost 

containment as a n t i c i p a t e d by _t_he p a r t i e s pursuant t o 

the establishment and a d m i n i s t r a t i o n •of the Labor-

Management Cooperation Committee on health_ care,_ as 

defined below: 

(a) The p a r t i e s charge the . LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan_ changes thait 
* 

w i l _ l ' r e s u l t ^ n signif_ica_n_t_ cost containment or 

savings, as measured by a project e d increase of 

costs f o r any i n d i v i d u a l plan of no more than 8% 

i n F i s c a l 'Year 2009 ' and each f i s c a l year 

t h e r e a f t e r when compared t o health care costs i n 
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F i s c a l Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC_fai_l 

to r e s u l t i n such cost containment or savings as 

stated i n subsection (a) above. the LMCC s h a l l 

make such a'djustments t o the Plan as are 

necessary. i n c l u d i n g but not l i m i t e d t o 

adj ustments 
r 

i n deductibles, co--pays and co-

insurance, t o prevent the cost increase from 

exceeding 8 % as measured i n subsection (a) above. 

(c) Should the plan changes approved by_ the LMCC f a i l 

t o achieve cost containment or savings as state d 

i n subsections (a) and (b) above_ by jthe end of 

f o l l o w i n g f i s c a l year, e i t h e r p a r t y may e1ect t o 

reopen n e g o t i a t i o n s as set f o r t h _herein on the 

f o l l o w i n g s p e c i f i c t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

Funding of the LMCC. 

p-re-v-i-4ed, howe-vcr, each p a r t y rcocrvcs t-he- righi—t-e—}?e-e-pen—-t-h-is-

-Agreeme-ft-fe—-i-n—e-rcie-r—-fee—n:eg-e-fe-iai-e—fe4:i.e.—-He-al-fe-h -P-1-a-n—ee-fe— f e r te h i-n 

A-r-fe-ie-l-e—9—n-e—ia-te*—t-ha-n—Jbtfl-e—S-O-̂ —2-Q4rl—a-n d - - -- J-tm e - -3-0-̂ —2 01 Sy—e -r- -in 
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-t-he e-v-e-n-t—'̂ :̂ he—-G-i--ty- e--f---Gh-ire-a-g-e---i-s---a-v«̂a-r-d-ed-----the---2-#--i6--Q-i-y Gamee-,-

•J-ufte--5-G-,-—2•G-i4-.-

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to 

the terms of t h i s Agreement, and the City agrees, 

for the term of this Agreement, that i t w i l l not 

invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreement has t h i r t y (30) days t o n o t i f y 

the other p a r t y of i t s i n t e n t to reopen t h i s Agreement i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p'a r t y_ e l e e t t o r e o p en negot i a t i o n s pur s u a nt t o t h i s 

p r o v i s i o n , i t sha11 submit w r i t t e n notice t o the other p a r t y . 

Thereafter, the p a r t i e s have ninety (90) days w i t h i n which t o 

r_each agreement on the A r t i c l e . I f the p a r t i e s f a i l to_ reach 

agree men t a t the c o n c l u s i o n of t h a t n i. nety (90) d a y p e r i o d, each 

party reserves_the r i g h t t o reopen the e n t i r e Agreement. 

N-en- P-r c v a i-1-i-B-g—Wage—R-aire- Rc ope-n-e-r 

—Fou-r—-Y;ea--r--;- -This-—-A-g-r-eeffl-e-H-t- -ffl-a-y2---b€—-r-ee-pe-n-ed-- t-e .f..t}-.£-.t-..hef. 

Heg et i.-a t-o- - t he-—neFt--p̂ -e-v-a-i-ii-n§---w-age;̂ —-r-at-es -—ge-ve r-n ing tho s eeend 

-fi^e-y e a-r te-r-m- (07/ Oi7̂ 2-012 t e—&-€ / 3 0 / 2-&i-?-) -u-Mdcr A-rtei€-i-e—ir 

Seet-i-eH -4-,-—-i-n t-he—-e-v-e-B-t- -t-h-a--t-—fa) the—C-i-t-y- netif-i-es --t-h-e Geal-it-i-e-n-

t-ha-t -it—h-a-s~-R-e-t—• reaehe^—^—suee-e-s-se-r—a-g-re-e-me-B-t—-t-e—a- theB—eu-r-re-n-t-
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-g-e-H-r—ye-a-r—a-g--ree-ffl-e-B-t—e-x-p-j-r-irtg—eft-—-Ju-H-e-—-30-^-—-2-0--it-~-.£-.eg.a-r-d-iH.g.—-aft 

a-e-^e-oo-the-board pe rcen t age iR-er-ea-ee- for—-_—et-he-^-^—a-n-i-efti-zed 

employees i n n o n - p r e v a i l i n g wage r a t e c l a - s - s i f i c a t i o n o de-f-i-ftcd in

t h e "Me Too Clauoc" by—Ma-reh—3-1-—-2-Q-i-2-r—e-r-—(-b^)—^t-he—Gea-l-i-t-i-eft 

R - o t i f i c G t h e C i t y o f — i t s irftt-e-n-t—fee—te-3rminei-e-the -^e—iee—G-l^a-se^ 

by March 3 1 , 201^-.-

-E^r-vc-YcQ-^ -Th-i-s—^"^^effie-Fht—m-a-y—be—^^eep-e-n-ed—t-e—further 

ftege-tiatc t h e n e R — p r e v a i l i n g wage ra te s—g-evern ing the—-s-eeeHd 

• i ive-yea-r t e r m (07 /01 /2012 t o 06 /30 /2017) - t rndcr A r t i e - i e 4-r 

S e e t i o n 4, i n the—event t h a t (a-^—the—G-it-y^-H-et-ii-ie-s—the C o a l i t i o R -

t h a t — i t has not—rcach_cd—a su-eecssor ggreemefi t fee—a—^fehen e-a-rrcnt 

-ii-v-c-year agreement expi^-irfi-g OR Jtm-c 30-,—-2-Q-i2—regarding aR 

ae-re-8-s - t h e - bea-r^ p-er-eeRfea g c i Re-^eae-e f o r _—efe-^^-ea^^—unionized 

employees i n n o n - p r e v a i l i n g wage r a t e c l a s - o i f i e a t i o n s d e f i n e d I R 

-fehe—"Me Too Clause" by Ocfeebcr 3 1 , 2-Q-i-2-r—er—fi>-)—fehe C o a l i t i o R 

-R-efei-ficG t h c - G - i t y o f its-i-R-fee-R-t—^t-e tcr-m-iR-a-fee -t-h-e—'-̂ e—Too Clause" 

by-Oefeeber 3 1 , 2012-v-

- I f any one e i the—f-e-r-e§-oing even t s o c c u r s , oithe-f—-per-fey—fee 

t h i s -Agreement has t h i r t y (3Q^—days—fee -B-efe-i-f-y -th-e--e-feh-er p a r t y _of 

i-t-s—-irfl-feei^-t t o r-eepeR-—this Ag-jreemeR-t—i-R—e-gder —fee—Be-getiatc t i t e 

•R-eR—p;rev-a-i-ti-R.g—wage ir-a-.te"S -gever-Ri-Rg—-fehe^—seee-Bd-—i-i-ve—ye-a-r-—fe-e-r-m 

- f & 7 - 7 ^ / 2 012 to—06/30/2017)—set—forth—i-R—A--r-t-ie-ie--4-,—-Seet-ien 4 . 

-S_he-u-ld-—e-i-fel̂ e-r--,---p-a-r--t--y—e-iee-t- -t-e—-reepe-R -Reget-i-a-tieBS-- p-u-B-s-ua-B-t- fee 
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-feh-is- p r e v i ^ ^ i - e f i i - s h - a - i l -s-ttbm-ife- w-ri-t-feeB; .H-et-i-e-et-e t h e -e-fe-he-r-

pa-r-t-y;—a-R-d— f̂ehe—-G-i-fey-—sha-1-1—^Ret—-be - -e -b i iga ted- -t-e -m-a-k-e—fehe—wage 

adj-H-s-femeR-t-G se-fe—-f-er-t-h in—A-^feieie—4-,-—See-t-ion ~4r~. ihe-r-eai-t-e-r-,-—fehe 

ger i - ies - h-a-v-e—R-i-Re-t--y- -(-9-0-)—d-a-ys - w-i-feh-i--R----w-hieh-fe-e-r-e-a-e-h- a-<|--r-eeffle-Rfe--eB 

-the—A-rt-i-ete^ I - i fel^e—pa-rfeies—-feai-i—fee -reae-h -a-greeme-nfe—ai—the 

€-6>R-eijjeieR--.---ei—feha-t—R-I-R e t y -f-9-&-)—-day—p e r -i-ed —eae-h--' -pa-r-fey—re-s-e-r-ves-

•fe-he—-r-irg-h-fe •fee-.-.-î .e.epeR •fe.h.e---eR"fe""tr-̂ e----A-g--3?.€̂ e-ffle.nt....,̂  

Other Reopener 

In the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

p_a_rt_y reserves the r i g h t _ t o reopen the entire_ Agreement_^ 

/ IN WITNESS WHEREOF, each of the p a r t i e s hereto, by i t s duly 

authorized r e p r e s e n t a t i v e ( s ) , has executed t h i s document as of , 

the . day of , -200-7- 2018. 

i Form 

T-his---Ag£eeme-n-t shal-l---fee-ef f-eet-ive—f-rem- -the-da-te -u-pon wh-i-eh--i-t- -i--s ra-fei-i-i-ed-hy ' ' " 

fehe-S-i-iy—Geu-ne-i-l o f- t he- -G-i-fey—eHf—G-hieaefe.,- feat-no ea-r l-i-e-r—t-haH—Ju l y I , 2 097̂  - ^ Form 

.2-Q.1-7-,—and--shal-l -remain in e-ifoet--threugh 1-1 :~59 p-.m--. -on Juno -3-9, 2017^ 2-02-2- -.- form 
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Health—PiaR^copcner 

&ae-h" p a r t y re-s-e-gves—-the—right—fee—reopen—t-his Agreement i-n-e-fd-e^ 

fe-e—i-a^feh-e-r negefe-iafee—fehe—-Health—Pia-n set—-fe-r-feh—in—-Ar-t-ie-l-e—9—f-e*—fehe 

followi-H-g reason-s-^ 

1-. toy—ehaHge-fs-)—iR—fehe—applicable—law (o) ,—i-neiading bafe—aefe 

limiied—fee—a—universal,—fta-feiefia-l—-or—sfea-te—health—care 

program mandating—sig-H-i-iieant- ehanges—-IR—health—insuranee 

benef i ts that becomes—law a-Bd--i-s-e-ffccfeive-da^iRg—fehe term 

of t h i s Agreement;-

2-r The—laek—ei—achievement—ei—health—care—cost—eeRte-ainmeftfe 

a-s a-H-fei-eipa-feed b̂y f̂che p̂a-r-fe-i-es- p̂a-2r-s-uanrfe -te -t-he 

esfeab-iishmont and—administration 

ei—feh-e—Iiabor-Managemen-fe—Geepe*a-t-i-e-n- Gomm-i-fe-t-e-e—OR—^hea-lth—ea-re, -as 

def i-nod-bol-G-w-: 

(a)—-The^a-rfe-i-es—eha-rg-e-fehe-MG€—wi t h t he—ae-spe-n-s-i-bir-iifey—-e-#—appr-ev Iflg—P-l-aR 

eha-ng es -fehat— w i- l - i - -r-es u 11 i-n - s i gn 1 f i ea-H-t—ees-fe ee-n-t-a i -n-me n t e r - vi--f)g-s 

a-s--fflea-s-u-red--te-y p-r-e-j-eet-ed- ir-ie-rease ef-- costs--£e-£ any —i-Hd-iv-id-ua 1 plan- o-f 

no more—tiian - -8 -in ~ -Fi-s-c: a 1 -Year- 2-0-0 -9 and - each—f-i-s ea 1- -ye a r t he r ea f-fe e -F-
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whefi—eemparcd—fe-e health—ease—ees-fers—in—F-isea-1—-Y-ea-r—2008—and—each 

p-rev-i-o-u-s-—fi-sea-1- .year—t-he-rea-f-fee-r-; -r-e-spee-feivety...;-

-(!>•)-—Should the Plan e-haR̂ g.es approved-b-y—fehe LMCC f a i l te—result in—saeh 

cost con-tainmoH-fe er-sjvingFs—as—s-fea-ted—i-R—s-ab-see-t-i-e-R-—(â —above-,-— f̂eh-e 

iMGC shall—ffl-a-ke—sach adj-as-fements to the—P-l-an- as a-re-neee-s-sary-r 

•i-He-ladi-fig—ha-t----n©fe---l-iffiife-ed--i-©---ad5-asimeft-fes- i-n-dedaet-ih-les-,- ee-peys and 

co-insa-raneey—fee-p-eevcnt tho coot increaee—f-rem-ex-eeed-i-R^-a-e 

measured—in sabsect-ieB—(a-)—above. 

-fe-)— -Sheaid—fehe—pl-aR—changes—approved—by—^fehe—-LMGG—^§a-i-l—fee—ae-hieve—ees-fe 

eeRtainme-H-fe-er—savings as otafeod i n subseefei-en-s—fa-)—aad—(-b) —a-b©ve 

by- i he end e f fe-liewing f-i-s-eal year, -eifehe^party may--ele-e-t-̂ fee reopoR 

negotiafeieRS as set for-th herein on fehe following—spee-if-i-e—feepics: 

Health—P-laR—sefe—ierth—iR—Article—9^—Structure—ei—fehe 

tM-6-G-;-

G-empes i t i en-ei—fehe-i^GG-y--Fundi ng o f fehe- -LMG-G-r-pr-ev̂ -i-ded--, h o we-v-er-7—eaeh 

pe r ty ros-epve-s—^i—right—to reopeR- -fe-h-i-s--AgreemeR-fe—i-n- order t o 

fleg-e-fe-ia-fee—fei-e-tiea-lth Pia-n—set fo-r th i-R—A-r-fe-ieie—9—no—ia-feer—feh-aR 

•J-aH-e—3.0->. 2-(̂ t-l---aRd-.-J-u-n-e--̂ 97.—-2.0-l-.&--,----er--i-fi---fehe..-eveR-fe---t-he--G-i--fey-̂ ^ 

G-hi-eago i s- awarded - the—-2-016 ....0.i..yfflp.ie Games-,-- June 30-/ -2-014 .-

-If—aR-y—ene—e-f- -fe^ie—forege-i-Rg—events—er—ee-n-di-tions eeea-r-s-,-—e-ithcr 

pa-r-fe-y—fee th-is—Ag-r-eement.—ha-s—feh-i-rty—(30)—dey-s--t-o—H-©-fei-f-y--t+ie—©-t-he-r—-pa-r-fey 

©••f - i -t -s- —in fee Rfe t ©- - r o©pe n -t-h i s- - -Ag.reeme n t -in—-.<>.r d e r - t ©- - n o g © t i a t e t he 

Hea-l-feh -P-la-n—set—forth—i-H—-A-r-fe-i-e-l-e—-9-;——S-hou-ld cither—faa-r-t-y e-lee-t- fe© 

•reopeR—Hege-t-i-a-fe-ieR-s- pu-rsua-n-t-—-fee- feh-is—.pr-ev-is-ien-r- i t : sha-1-1-—s-u-fem-i-fe 
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w r i t t e n notice t o feh-^-efeher p a r t y . Thc-reaifeer-^—the pa-r-fe-ies—have ninefey 

i90-} -days wirfehin- whieh — fe© 

reaeh--a-gr-eement on the A r t i c l e . — I f fehe—p-a-ri4-es—fail—to reach agrecmcR-fe 

ai— t h e—conclusion of t h a t ninety—(-9#)—day period,—each party—reserves 

feh-e-r-igh-t to reopen the e n t i r e Ag-reem-e-R-fe-̂ -

Non-Prevailing Wa-ge—Ret-e-I^eepener 

Four-Year :—This Agreement may—tee—re ©penod to f urth-ej^-R-eg-efe-ia-fee 

the n o n - p r e v a i l i n g wage—rates gov-erning the—second f i v e — y e a ^ - t e r m 

(07/01/2012 t o 6/30/2017) under a r t i c l e 4, Section 4 .4, ---irR the event 

ferhafe—(a^—the C i t y n o t i f i e s tho C o a l i t i o n t h a t i t has net reached—a 

eaeeessor a-grcement t o a then c u r r e n t — f o u r - y e a r agreemeni-e-j^-p-i-ri-Rg ©R 

Ja-R-e-^-0-,—2^-i-l—reg-ard-in-g—a-R across-the-board—pe^ee-Rtagc increase f o r 

other unionized employees—in n-OR—p-r-o v a i l i n g wage—rate—claosif ica-fe-ions 

dei-i-Red i n tho "Me-T©e-€-lausc" by March 31, 2012;—e-r—(-te^t-he—Gealition 

R-efei-i-i-es fe-he—Gife-y of j:ie—i-R-feont to—feer^ffliRa-feed--feh-e---Me Toe-G-iaa-se-^-by-

Mareh-31, 20i2-7-

Five-Year: This Agreement may be reopened t o f u r t h e r nogotiato 

the n o n - p r e v a i l i n g wage—rates governing the—oecoRd f i v e — y e a r term 

-<-07v'-Ol/2O12 fe© 06/30/2017) under A r t i c l e 4, Section 4.4, i n the event 

-fei-afe—(-a-)—fehe—City noiir-fios tho Coalitie-n t h a t i-fe—has not reached a 

-s-ae-eesser—ag-reeme-R-fe—feo—a—fe heR—ear̂ r-e-R-fe f i-ve—y-€^a-r--ag-reeffleR t- - e-x-p i-r-iR-g—OR 

cPuR-e—3-9-,—-2-0-1-2—rega-r-d-i-ng—-aa-ae-ress~fe-he-b©ard—pe-r-ee-R-fe-ag-e- f e r 

o-fe-her -aR-i-o-R-i-z ed--emp-leyee-s -in—non - p r-© v a i l i n g wage -r-a-fe-e- e i a-s-s- i.f-i.ea. t - i © n s 

d e i i n e d i n the- "Me Too- Clause'^ by .October—31,--20..l.2;-©r (-b) the 
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€eai-it-i©n n © t i f i e s feh-e C i t y o-f—i-fee-i-R-fee-R-t to te-r-ffl-i--R-aie the "Me Too 

G-laase-'-^by-Gefeebe-r 3i-r2012 . 

I f any—©RO of the—feregoing events oecurs,—eith-er^p-a-r-fey to thi-s 

Ag-ree-me-R-t has feii-r-fe-y----(-3-0-)—days—fe©--R©feiiy—fehe—©-t-her-par-fey—ef—ifes -i-Rtent 

fee—reopen—fehj:-.s—Ag-ree-ment irR—Q-rder—fee—Regefe-i-afe-e--te-he---R©n—p.revai-l--i-Rg—wage 

rafees govorniRg—fe-he second f i-^e-year term-.-f0.-?.-/-0-i/-2-9i-2—fe©-0.6./-3-0-/-2-0i-7-)-

set f o r t h i n A r t i c l e 4,—Section 4 .4 . Should eifeher p a r t y oiee4^fee 

-reopen negotia-feio-RS—pursuanfe-ie—feiis provis-irOR-y i t s h a l l s-a-tem-ife 

wrii-fee-R-notice—fee -fe-he—o-ther par-fey--a-R-d—fehe C-ife-y &hail-H=iefe—fee-obii-g-afeed 

fee--ma-ke the wage--ad-justmenfes—set f o r t h i n A-r-fe-icle 4,—Sect-i-on—-i--4— 

Thereafter ,—the par-fe-ies have ninety—(-&0^—days w i t h i n which fe©—reaeh 

agreement on the A r t i c l e . I f the p a r t i e s f a i l t-©-reach agroomen-fe—afe 

the conclusioR of t h a t ninety—f-90^—day period-;—each par-fey reser^vos the 

rig-hfe to reopen—the e n t i r e Agreement. 

Other Reopener^ 

I n the event ©f qn emcrgenc-y?—cataclysffllc e-voR-t or other—similar 

exigency a f f e c t i n g - -the—Gity's—£-inanci-al condi-fe-i-on-,—each pagfey---r-e&erves 

fehe-.g-i-gi-t to reo-pee-fehe ent i re-Agreement . 

, - -iW—WliNB-SS—•WH.BRBGF-,—ea.eh-.-.-©.f -.fehe -parfeies herefeo-r- -by- i-fes— da ly ..,.-[ porm 
> 

au-thori-zed - ropres-entativo {s-)-, has-executed t h i s - dQcumont -as of the 

— - -—V—day of 
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DISABILITY BENEFITS 

D i s a b i l i t y b e n e f i t s s h a l l be paid i n accordance w i t h the plan of 
b e n e f i t s of the Municipal Pension Fund or other a p p l i c a b l e pension 
plan. 

There—are—ferw©—classifications—©i—disability—benefits—as—f oll©ws : 
ORDINARY DISABILITY BENEFITS—are—provided—#er—employees—who become 
disabled—as—a—result—©i—any c a u s e — o t h e r — t h a n — a c c i d e n t a l — i n j ury 
i n c u r r e d w h i l e — i n the performance of an act ©f duty. 

Ordinary d i s a b i l i t y b e n e f i t — i s payable—fee—any member—of e i t h e r 
Pension—Fund: 

Laborer's—Pension Fund, 1 North LaSalle—Street,—Room 
748, Telephone,—(312) 236-2065. 

te) Municipal—Pension Fund,—221 North LaSalle Street,—Ro©m 
500, Telophono,—(312) 236 -1700. 

ii—y©a—are—under—age—70—fer—disability—commencing—after—January—ir 
1979. 

ihe amount ©i- -fehi; b e n e f i t , which -s c a l l e d — "Ordinary 
D i s a b i l i t y B e n e f i t " , — i s equal—feo—504—of the—employee's annual 
salary at the—timo of disablement. However,—from such amount 
t h e—8—and—1/2'ci—normally—contributed—fer—pension—purposes—ap—fee—age 
-6^ account, t h a t 3—withhold—aftei—eredited—fee—aR—eniployee ' 
annul t y — r i g h t s — c o n t i n u e — f e e — i n c r o a s o — j ust—as—though— the—employee—3T& 
wer-k-iftg-;—The—net—ra fo—©i—disability—payments , — t h o r o f ore,—amoan-fe-s—fe© 
44—and—1/2%—©i—annual—salary . — A f t e r — a t t a i n m o n t — o i — a g e — — 7 - % — - i s 
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normally—contributed—for—pension—purposes .—Therefore,—tie—Rofe—rate 
of d i s a b i l i t y payments a f t e r age—65 amounts—to 4 3%—of annual—salary. 

O r d i n a r y — d i s a b i l i t y — b e n e f i t — i s — p a y a b l e — a f t e r — t h e — f i r s t — 3 - 0 — d a y s 
ef—disablement, provided—fehe—employco—is—nefe—then—ie—receipt—©i 
s a l a r y . — O r d i n a r y — d i s a b i l i t y — b e n e f i t — i s — p a y a b l e — u n t i l — t h e — f i r s t — © i 
fe^^e—f ollovjing : 

i ^ tho d i s a b i l i t y ceases;—or 

2^ the date fehe disabled employee a t t a i n s age 65 feor 
d i s a b i l i t y commending p r i o r t o attainment of age—60—in—ferhe 
service and a f t e r January 1,—197 9;—er 

3-) fehe date the disabled employee a t t a i n s age 7-0 #o* 
di s a b i l i t y — c o m m e n c i n g — a f t e r — a t t a i n m e n t — o i — a g e — 6 0 — I R — f e 4 ^ e 
service and a f t e r January 1,—197 9;—or 

4̂  fehe—date—tie—payments—exceed—IR—aggregate—ORO—fourth—oi 
tho t o t a l — s e r v i c e , — b u t not to exceed f i v e years. 
Service f o r t h i s purpose i s counted only from tho date a 
person j o i n e d the—Fund. 

Payment—#er—service—rendered—prior—fee— t h e—date—aR—employee 
p a r t i c i p a n t — j oinod—fehe—Fund—(past—temperary—service)—does—Rofe—serve 
fee—enlarge—fehe—period—ei—time—ior—which—a—disabled—employee—is 
e l i g i b l e fee receive d i s a b i l i t y — b e n e f i t . Such—payments—provide 
a d d i t i o n a l c r e d i t f e r — a n n u i t y — p u r p o s e s bafe—NOT f e r ^ — d i s a b i l i t y 
b e n e f i t . 

We-_might p o i n t out t h a t an , employee vjhose d i s a b i l i t y continues 
after—the—receipt—©i—ordinary—disability—benefit—fer—tie—maximum 
period—ei—timo—and—wh©—withdraws—from— t h e—service—while—still 
disabled i s — e n t i t l e d t o receive an annuity regardless of age. 

N0TB-; 

i ^ A—Career—Servico—employee—must t a k e — a leave ©i 
absence—fee—prefect—his/her—reinstatement—rights .—This 
form i s available—through your p a y r o l l department. 

2^ Ti—fe-he—disabled—employee i s — a e — h o u r l y — e m p l o y e e , 
he/she—should—request—a—waiver—©i—premium—form—which 
-is—fee—tee—filled—©afe—by his/j^r—physician—so—fehafe—feie 
employees ' — h e a l t h — i n s u r a n c e — w i i i — t e e — p a i d — f e r — b y — f e i e 
C i t y of Chieago—for tho balance of the 
month and tho—foll©wing—30 days. A f t e r whi-eh 
time,—fehe—employee must make d i r e c t payments. 

a^ GoRfe-a-et—Benefits—Managcmen t,—Direct—Payments—ier 
Hea-rL-t-h-I nsurancc (312) 408-1671 
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te^ Contact your OPTIONAL Life—Insurance Company: 

Bankers L i f e & Casualty Company (312)—3966000 

Metr o p o l i t a n Universal Life—Insurance 18 00—331-

e^ Contact State and Municipal Teamsters Union Local 
^^^2-6—for—direct—payment—©i—dues—fe©—insure—your 
death—benefit—aed—Dreaded—Disease—Policy (312 ) 
666 5772 

d i C o n t a c t — y o u r — p h y s i c i a n — f e r — a — s t a t e m e n t — a s — f e e 
your—condition—aed—approximation—©i—when—yea 
might — r e t u r n t o worlc. 

e-) Contact—Deferred—Compensation—(-ii—a—member) • 
(312) 443-1975. 

NOTE 

When—yea—are—OR—ordinary—disability,—fehe—added—benefits 
t h a t arc paid f o r ACTIVE EMPLOYEES by the C i t y of Chicago, 
namely—DENTAL AND VISION CARE,—ARE NOT covered when you 
are o f f . 

Whon you arc—able—fe-e—return to—active—employment,—you w i l l — n e e d 
your physicians release,—which you arc to take t o the C i t y 
Physician. (At Mercy Works) . A f t e r tho C i t y Physician has 
cleared yea fee-—return feo work, yea are te r e p o r t feo fehe 
A d m i n i s t r a t i v e O f f i c e of the—Department—for which you vjork. 

i i — t h e r e — i s — a R — u n d u e — d e l a y between—your—clearance—h y— t h e—City 
Physician—fe©—return—fee—work—aRd—fehe—actual—day—OR—which—yea—are—pafe 
back OR fehe C i t y ' s p a y r o l l , yea eaR apply f e r unemployment 
compensation b e n e f i t s — t h r o u g h the—State o f — I l l i n o i s , — ( 3 1 2 )—793-5280, 
f o r the time you were n o t — r e c e i v i n g d i s a b i l i t y b e n e f i t s . 

D U T Y — D I S A B I L I T Y — a p p l i e s — f e e — a c c i d e n t a l — i n j u r i e s — o r — i l l n e s s e s 
which a r i s e out of and i n the normal—course of employment 
d u t i e s . I t docs NOT apply to a c c i d e n t a l — i n j u r i e s or i l l n o s s o s 
which—occur—while—fe4^e—employee—is—eefe—performing—his/her—normal 
omploymoR-t d u t i e s . 

A—G-ifey of Chicago—omploy-ee—whe—incurs—a d i s a b i l i t y — i n j u r y wh-ieh 
arises—©afe—©i—aed—iR—fehe—course—©i—his—employment—is—en t i tied—fee 
c e r t a i n Workmen's Compensation b e n e f i t s . 

i-) I f the disabled C i t y employee—is--a—mem.bcr o f — e i t h e r 
Pons ion—Fund—and—ander—7-0—years—oi—ago,—ho/she—is—usually 
e n t i t l e d to receive—7-5-%—of his—average—annual—gres-s—wa-ges-r 
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The d i s a b l e d — e m p l o y c o — w i l l receive a check from—fehe 
Committee OR Finance Workmen ' s Compensation O f f i c e , 
Telephone,—(312)—744-3388,—(Department of A v i a t i o n Employee 
Only 
Fund: 

(773)—68 6-3533)—and—OR©—check—from—his/her—Pension 

tei 

Laborer's Pension Fund,—221 North LaSalle Street,—Room 748, 
Telephone,—(312) 236 2065 

Municipal Pension Fund,—221 North LaSalle Street,—Room 500, 
Telephone,—(312) 236 4700 

These two chocks v j i l l equal 75% of his/her average annual vjagos. 

Ti—fehe—disabled—City—employee—is—70—years—©i—ag-e—©r—older, 
he/she—TS—NOT—eligible—fe-e—receive—aey—duty—disability—benefits 
from t h e i r Pension Fund. T h i s — e x e m p t i o n — i s — c l e a r l y — s t a t e d — i e 
tho pension laws. 

3-) T h e r e — i s — R O — a g e — l i m i t a t i o n — # e r — e l i g i b i l i t y — o i — r e c e i v i n g — d u t y 
d i s a b i l i t y — b e n e f i t s — f r o m — f e h e — W o r k m e n ' s—Compensation—Division . 
However,—the—Workmen ' s—Compensation—benefits—will—nefe—change 
e v e n — i i — f e h e — d i s a b l e d — e m p l o y e e — i s — n e f e ^ — e l i g i b l e — f e r — p e n s i o n 
b e n e f i t s .—Ti— t h e—disabled—City—employee—is—net—a—member—ei—fe4^e 
Pension—Fund,—he/she—will—nefe—receive—aey—benefits—from—either 
Pension Fund. 

-5̂  D u t y — D i s a b i l i t y b e n e f i t s — a r e — p a i d — i o r — s e v e n days—per—week.—They 
b e g i n — f e h e — f i r s t — f u l l — c a l e n d a r — d a y — t h a t — t h e — d i s a b l e d — e m p l o y e e — i s 
o f f t h e i r normal p a y r o l l . 

-6-) Ti— t h e—disabled—employee—is—a member—©i—either—Pension—Fund—aed 
under 70—years of age and i s disabled from vjork—for less—than 14 
calendar—days,— the—Committee—OR—Finance—Worlcmen ' s—Compensation 
Division—or— t h e—Department—oi—Aviation—Worlcmen ' s—Compensation 
D i v i s i o n — b e n e f i t s — w i l l — n e f e — b e g i n — u n t i l — t h e — f o u r t h — w o r l c i n g — d a y 
feiafe—fehe—employee—is—of f .—Hovjovcr,—tie—Pension—Fund—wi 1-1—pay 
duty—disability—benefits—sufficient—enough—te—equal—7-§-%—oi—feie 
employee ' s—average—annual—gross—wages—for—the 
fei«e—for which the employee—is o f f worlc. 

e n t i r e — p e r i o d — o i 

-ii—fe-he—disabled—employee—is—a—member—©i—either—Pension—Fund—aad 
under—70—years—©i—a^e—aed—is—disabled—ier—more—fehae—-14—ca lendar 

the—Committee—OR—Finance—Wo.rlemon ' s—Compensation—Division, 
or—fehe—Department—©i—Aviation—Workmen ' s—Compensation—Division 
b e n e f i t s — w i l l — b e g i n — O R — t i e — f i r s t — f u l l — e a - i e n d a r — d a y — t h a t — ^ f e h e 
employee—is o f f work . The Pension—Faed—will—pay—fehe—-fflo-netary 
d i f f e r o n c c — t o eq-aai—7-5i—£—feio average annual—gross wages— 

^ Bafey D i s a b i l i t y b e n e f i t s are paya-teie fee fe-he -iR-j-u-red C i t y 
cmployoc—so—toeg—as—he/she—i 3—physical ly—unable—fee—per f orm—their 
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normal empleymcnt—duties—aed—under—fehe—medical—supervision—oi 
the C i t y Physician. 

-9̂  The C i t y of Chicago's W©rkmon's Compensation D i v i s i o n s w i l l 
authorize payment of the disabled employees—'group 
h o s p i t a l i z a t i o n premium.—Such payment applies only t© those duty 
d i s a b i l i t y claims approved by the Workmen's Compensation 
D i v i s i o n s . 

I T O ^ — T R — o r d e r — f e r — t h e — d i s a b l e d — C i t y — e m p l o y e e — f e e — v e r i f y — t h a t — h i s 
written—report—©i—occupational i n j u r y — o r — i l l n e s s — h a s — b e e n 
p r o p e r l y — p r o c e s s e d — t h r o u g h — h i s / h e r — d e p a r t m e n t , t ie—employee 
should c©ntact tho Safety Section of his/her Department., 

a^ Dept. of Streets & Sanitation,—(312) 744-7804 
te^ Dept. of Revenue,—(312) 744-1593 
e^ Dept. of Water,—(312) 744-8177 
d̂ ^ Dept. of Sewers,—(312) 747--1687 
ê  D e p t . — o ^ — T r a n s p o r t a t i o n , (-345-) 744-3907/ (312) 744-

-64^ 
i ^ Dept.' of Aviation,—(773) 686-353V.343^ 
g-) Library,—(312) 747 4252 
h^ Fire Dept.,—(312) 746 6923 

• i ^ Police Dept. ,—(312) 747-5562 
Health Dept. ,—(312) 747 9796/8790 

] ^ Dept. of General Services,—(312) 744-7399 
i ^ Department of Fleet,—(312) 743-1689 

N o r m a l l y , — i t w i l l — t a k e between three and four weeks—from the 
date of i n j u r y t o process a duty d i s a b i l i t y check from the Committee 
on Finance Workmen's Compensation D i v i s i o n or the—Department of 
A v i a t i o n W©rkmen's Compensation D i v i s i o n t o the disabled employee. 
That—time p e r i o d applies—so long as—feie—report of the—occupational 
i n j u r y or i l l n e s s — i s p r o p e r l y completed and processed by the 
Department. 

NOTE 

T h e — a p p r o v a l — f o r — s u c h — d i s a b i l i t y — c l a i m s — a ^ e — v o t e d — © R — f e r 
approval—only—ORO—day—each—month—by—both—tie—Committee—OR 
Finance—Workmen ' s—Compensation—Division—afld—by—fehe—Boards 
oi—fehe Pension Funds . Therefore, r i — a i l t i e required 
reports—a^e—net—completed by—said—date,—fehe—claims—will—NOT 
tee—considered—ior—approval—until—the—following month.—Also, 
a-R—injured—City—ef—Chicago—employee—who—is—claiming—duty 
disability—must—complete—a44—©i—the—foi lowing—requirements 
so—that h i s / h e r — c l a i m can be pr o p e r l y processed: 

i ^ Report—feie—accidental—injury—-feo—hi-&/-her—-f-e-refFiaR—or 
supervisor—imniediately. 
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2-) The—foreman—or—immediate—supervisor—must—complete—a 
w r i t t e n report of o c c u p a t i o n a l — i n j u r y or i l l n e s s . 

3̂  Report—fee—feie—Ci ty—Physician,—afe—Mercy—Works,—if^—so 

d i r e c t e d by your department. 

4 Report to your Pension Fund O f f i c e 

a^ Laborer's Pension Fund,—221 North LaSalle Street, 
Room 748 , Telephone,—(312) 236-2065 

•tê  Municipal Pension Fund, 221 North LaSalle Street, 
Room 500, Telephone,—(312) 236-4700 

Aii—©i—fehe—above—requirements—must—tee—completed—fe-o—process—your 
claim. Then, as was noted under ORDINARY DISABILITY,—contact: 

i ) Contact your OPTIONAL LIFE INSURANCE COMPANY: 

Ban k e r s — i i i e — & , Casualty Company (312)—396-6000—©r 

Metrepolitan Universal L i f e Insurance 1 800331-9975 

2^ Contact your Local Union office,—(312)—666 -5772 

^ Contact Deferred Compensation,—(312)—443 1975 

Important n o t i c e — f o r employees—on an authorized leave—of absence 
(Ordinary D i s a b i l i t y and Duty D i s a b i l i t y ) — r e g a r d i n g l i f e insurance: 

i f — y e a go © R — a n a u t h o r i z e d leave ©i absence yea—may 
c o n t i n u e — y o u r — o p t i o n a l — l i f e — i n s u r a n c e — c o v e r a g e — i e r — a — m a : c i m u m 
period of four—(4^—months . A checlc ©r—money order s h o u l d — b e 
made—payable—fe©—Bankers—Life—S—Casualty—Company—and mail—fee—5353—N-^ 
Elston, Chicago, Ti—60630, A t t e n t i o n : H e l e n — M i h a i l . Be—sure—feo 
-include—OR—fehe—check—or money—order;—your—name,—your—social—sccurity 
number,—and the pay pcriod(s)—you arc paving f o r . 

At the—end of the—four month period-?—you may convert to an 
i n d i v i d u a l — l i f e policy.—To convert l i f e — i n s u r a n c e you must make a 
v j r i t t e n a p p l i c a t i o n to Banlcers L i f e v j i t h i n 31—days—after your 
payment'for the—feourth m©Rfe4v,—or telephone—( 312 )—3-9-6—6000 .-

I f you pay f o r the o p t i o n a l — l i i e — f o r four months and r e t u r n t o 
work w i t h i n one year of the c f f o c t i v e date of the—leave,—fehe 
o p t i o n a l — l i f e w i l l be—r-einstated.—Hovjover,—if you do not c-Te.et to 
pay f o r the e p t i o n a i — i n s u r a n c e , — i t v j i l l be consid-ered t h a t you ha-ve 
canceled t h e — l i f e — i n s u r a n c e . 

When—yea- -re turn—to—work,—^y-©a—must—see—your—timolcceper^—Ti—yea 
have made the payments,—tho o p t i o n a l l i f e w i l l bo 
roinsta t e c i : Ti yea have not ffl.ade tT^e payments , yea Hmsi 
complete—a—statomeRfe—of physical—condition—f-erm-,—an undcrw-ri-ti.ng 
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a u t h o r i z a t i o n form, and aR enrollment form. Yea eae o b t a i n 
t h e s e — f o r m s — f r o m — y o u r — t i m e k e e p e r .—They—should—tee—completed—aad 
returned to Banlcers L i f e & Casualty,—Attention:—Helen M i h a i l . 

Banlcers—will—then advise you of the—approval—or d e c l i n a t i o n 
tey—letter . Y e a — m u s t — g i v e — t h e — a p p r o v a l — l e t t e r — t e — t - h e — B e n e f i t s 
L i a i s o n — f e r — t h o deductions—to be made and coverage—fee—commence . 

NEW CENTRALIZED DEDUCTIONS 

Beginning—with—feie—January—1989—paycheck,—t-w©—(-2^—ROW—payroll 
deductions—will—tee—TR—effect:—"Health—Premium"—aad—"Term/Universal" 
Life—Insurance, 

The—Health—Premium—deduction r e p r e s e n t s — C i t y employees—semi
monthly c o n t r i b u t i o n to h e a l t h care—coverage. 

The Term/Universal deduction i s a combination ©i Bankers 
Optional T e r m — L i f e a n d / o r — t h e new—Metrop©litan—Universal L i f e 
Insurance—which—some—employees—have purchased.—Both—deductions—a*e 
"centralized"—and as—such cannot be—changed or canceled by department 
timekeepers . Employees wishing fee change aey 
c e n t r a l i z e d deductions must—contact tho a p p r o p r i a t e — c e n t r a l — d e d u c t i o n 
agency.—The—agency will—then—communicate—tie—required—changes—fee—feie 
"Comptroller ' s — O f f i c e . — M o s t — c h a n g e s — w i l l — t e e — m a d e — w i t h i n — a — 4 5-day 
period. 

I f employees havo any questions—regarding tho now Health Premium 
or Term/Universal deductions,—please—refer t o the a p p r o p r i a t e — c e n t r a l 
deduction agency l i s t e d below. 

Health Insurance Premium —— 
1 9nn 

-444- -1569 
I L ^ J - l L l / U11_L V L-i-Od-L ±J_LJ_L- X o u u 

/ T l O \ 

O O -L 

rl /I 7 1 Q7 R 

Municipal Employees Credit Union ^ 4 i ^ -444-
± y r .J 

7338 

Hope—this—above—information regarding your b e n e f i t s w i l l — a s s i s t 
you,—we—remain. 

Fraternally, 

THE EXECUTIVE BOARD OF STATE MUNICIPAL TEAMSTERS UNION LOCAL 
4 ^ 

iateor Negotiation Between the C i t y Of Chicago and Coupe 
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Side L e t t e r 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: The 

p a r t i e s recognize t h a t the success of the J o i n t Apprenticeship and 

Traini n g Program I n i t i a t i v e depends on the i d e n t i f i c a t i o n and c r e a t i o n 

of o p p o r t u n i t i e s to increase the use of apprentices i n area 

co n s t r u c t i o n p r o j e c t s . The Parties agree to d i r e c t the Labor 

Management Cooperation Committee established under A r t i c l e 9 to 

explore and recommend the consideration of such o p p o r t u n i t i e s to the 

City and other governmental e n t i t i e s w i t h i n the C i t y of Chicago i n 

connection w i t h the J o i n t Apprenticeship and t r a i n i n g Program 

I n i t i a t i v e , i n c l u d i n g , but not l i m i t e d t o : 

a) A m u l t i - p r o j e c t labor agreement 
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b) A standard p r o v i s i o n i n Construction Contracts t h a t ( i ) 
contractors and sub-contractors of whatsoever t i e r s h a l l u t i l i z e 
the maximum number of apprentices on the p r o j e c t as per m i t t e d 
under the terms and conditi©ns of t h e i r respective c o l l e c t i v e 
bargaining agreement(s); and ( i i ) a l l c o n t r a c t o r and sub
contractors performing c o n s t r u c t i o n work on the p r o j e c t s h a l l 
p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h the U.S 
Department of Labor's Bureau of Apprenticeship and T r a i n i n g ; 
FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN THE CITY OF CHICAGO AND COUPE 

SIDE LETTER: 

HEALTH CARE PLAN: 

LMCC REFFERAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate and 
i n i t i a t e changes to the current Health Care Plan (the "Plan") 
e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e the s h i f t t o a 
preventive health care model and w i l l r e s u l t i n design improvements, 
cost containment or savings, i n c l u d i n g but not l i m i t e d to the 
f o l l o w i n g areas: 

Expanded Disease Management Program 

HRA and Bio-metric Screening 

Health Fairs 

Weight Management Program 

Imaging Review Service 

L i f e t i m e Maximum 

Subscriber Share f o r Hospital B i l l s and Co-insurance 

Exclusion f o r S e l f - I n f l i c t e d I n j u r i e s 

Comprehensive Communication and Outreach Strate g i e s 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR jNEGOTIATIONS BETWEEN THE CITY OF CHICAGO AND COUPE comi 
-houtc 

SIDE LETTER —— 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o t h e — f o l l o w i n g i n a s i d e — l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated June 21, 
2007—in the Matter of A r b i t r a t i o n between the C i t y of Chicago and 
Laborers Local—lOOl/Toamstors—Local—72-6—( "Award" ) ,—the C i t y and 
af f e c t e d C o a l i t i o n Unions have explored various approaches t o 
re s o l v i n g t h e i r dispute over the—seope of the Award and the 
a p p l i c a t i o n of Section 3(a)—of the Memorandum of Understanding dated 
July 13,—2005 entered i n t o between tho C i t y and C o a l i t i o n — ( " S e c t i o n 
3(a)") . — I n a d d i t i o n t o amending Section 3 ( a ) — t o r e f l e c t the Unions' 
p r e f e r r e d approach to the—four—10 hour t\/orkweek,—the p a r t i e s , — T R 
return,—have discussed an agreement by the Unions t o waive—some or a l l 
tho monetary make whole remedies d i r e c t e d by the A r b i t r a t o r h i s Award. 
Although the C i t y i a w i l l i n g t o amend Section 3(a)—as—requested by the 
Unions—in order t o conclude negotiations at the C o a l i t i o n level,—such 
w i l l i n g n e s s — i s — c o n t i n g e n t on the expectation t h a t the a f f e c t e d Unions 
w i l l — r o a c h agreement w i t h the C i t y t o waive—some or a l l of the 
monetary make whole remedies.—Until—such an agreement—is—reached,— the 
a f f e c t e d Unions agree—that the C i t y s h a l l not be obligated—implement 
the monetary malce v\Fhole—remedies—in the Award.—In a d d i t i o n , — i i — s u c h an 
agreement—is not reached by December—h-,—2007,—the p a r t i e s shall—submit 
feie—issues—of the Unions'—proposed amendment to Section 3(a)—fee 
r e f l e c t the—Unions '—preferred approach to the—#ear—10--hour workweek 
and the City's proposed r e l i e f from the monetary make whele remedy to 
an a r b i t r a t o r f o r r e s o l u t i o n . 
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SIDE LETTER 

SEASONAL EMPLOYMENT - "EQUAL DIGNITY" 

Agree to the following i n a Side Letter to t h i s Agreement: 

E f f e c t i v e upon r a t i f i c a t i o n , i n the event the Employer 'imposes 

a uniform d i s c i p l i n a r y suspension on a l l members crew ( i n c l u d i n g both 

career service and seasonal employees) f o r a d i s c i p l i n a r y 

i n f r a c t i o n ( s ) committed by that , crew, and the Employer subsequently 

reduces the suspension imposed on the career service members of the 

crew t o a lower, uniform l e v e l of d i s c i p l i n e , and where the seasonal 

employee member (s) of the crew i s not more culpable than the career 

service employees whose d i s c i p l i n e was reduced, considering any p r i o r 

relevant d i s c i p l i n e , then the Employer s h a l l reduce the d i s c i p l i n e 

imposed on the seasonal employee(s) t o the same amount as imposed on 

the career service employee crew members. 
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APPENDIX A 

TEA.MSTERS LOCAL =1^100 

SCHEDULE P MAR€H-^JANUARY 1, 2017^8;^ 

Base Rate? 

Entrance 
Rate 

Tc5p Rate 

CLASS FIRST NEXT NEXT NEXT 

GRADE 6 MONTHS 12 MONTHS 12 MONTHS 12 MONTHS 

12 
ANNUAL 

$-•̂ 0, 100 $52,536 54,972 57,63 6 

MONTHLY 
$4,175 $4,378 4, 581 4, 803 

14 
ANNUAL 

$60,372 $63,180 66,216 69,372 

MONTHLY 
$5,031 $5,265 5, 518 • 5,781 

17 
ANNUAL 

$79,704 $83,544 87,456 91,644 

MONTHLY 
$6,642 6, 962 7,288 7, 637 

Intermeciiate Rates 

AFTER 1 YEAR 
AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT SECOND 

AFTER 1 YEAR 
AT THIRD 

CLASS 
GRADE 

AT TOP BASE 
RATE & 5 YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

INTERMEDIATE 
RATE & 11 
YRS 
CONTINUOUS 
SERVICE 

INTERMEDIATE 
RATE & 14 
YRS 
CONTINUOUS 
SERVICE 

12 
ANNUAL 

60,37 2 63,828 66,900 7, 056 

MONTHLY 
5, 031 5,319 5, 575 5, 8 38 

14 
ANNUAL 

72,660 76,396 30,532 8 4,38 4 

MONTHLY 
5, 055 6,408 6, ••/11 7,032 

- 7 

ANNUAL 
9 6,0 3 6 101, 5̂ i4 10 6,416 ; 1 1 , 4 5 6 

MONTHLY 
8, 003 8, 462 3, 3 68 9, 288 
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Longevity Rates 

AFTER 1 YEAR AFTER 1 YEAR AFTER 1 YEAR AFTER 1 YEAR 
AT TOP .AT FIRST AT SECOND AT FIRST 

CLASS 
GRADE 

INTERMEDIATE LONGEVITY LONGEVITY LONGEVITY 
CLASS 
GRADE 

RATE & 17 
YRS 

RATE 4 20 
YRS 

RATE & 23 
YRS 

RATE 4 25 
YRS 

CONTINUOUS CONTINUOUS CONTINUOUS CONTINUOUS 
SERVICE SERVICE SERVICE SERVICE 

12 
ANNUAL 

73,416 76,896 80,532 84,384 

MONTHLY 
6, 113 6, 408 6, 711 7, 032 

14 
ANNUAL 

88,308 92,556 96,984 101,544 

MONTHLY 
7, 359 7,713 8, 082 8, 4 62 

17 
ANNUAL 

.11 6, 736 122,280 128,088 134,160 

MONTHLY 
9,278 10,190 10,674 11, 180.. 
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TEAMSTERS LOCAL ^7^700 

SCHEDULE P JULY 1-,—2-007-JANUARY 1, 2018 

Base Rate 

Entrance 
Rate 

Top Rate 

CLASS FIRST NEXT NEXT NEXT 

GRADE 6 MONTHS 12 MONTHS 12 MONTHS 12 MONTHS 

12 
ANNUAL 

$51,102 $53,587 $56,071 $58,789 

MONTHLY 
$4,259 $4,466 $4,673 $4,899 

14 
ANNUAL 

$61,579 $64,444 $67,540 $70,759 

MONTHLY 
$5,132 $5,370 $5,628 $5,897 

17 
ANNUAL 

$81,298 $85,215 $89,205 $93,477 

MONTHLY 
$6,775 $7,101 $7,434 $7,790 

Intermediate Rates 

CLASS 
GRADE 

AFTER 1 YEAR 
AT TOP BASE 
RATE & 5 YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT SECOND 
INTERMEDIATE 
RATE 4 11 
YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT THIRD 
INTERMEDIATE 
RATE 4 14 
YRS 
CONTINUOUS 
SERVICE 

12 
ANNUAL 

61,57 9 65,105 68,238 7, 197 

MONTHLY 
. 5,132 5, 425 5, 687 5, 955 

14 
ANNUAL 

74,113 78,434 82,143 86,072 

MONTHLY 
6, 1 •"/ 6 6, 536 6, 845 7, 173 

17 
ANNUAL 

97,957 .1 03, 57 5 108,544 113,685 

MGN"T'H.:.Y 
3,163 8, 631 9, C 4 5 9 "^i"? A 
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Longevity Rates 

AE'TER 1 YEAR AFTER 1 YEAR AFTER 1 YEAR AFTER 1 YEAR 
AT TOP AT FIRST AT SECOND AT FIRST 

CLASS 
GRADE 

INTERMEDIATE LONGEVITY LONGEVITY LONGEVITY 
CLASS 
GRADE 

RATE 4 17 RATE 4 20 RATE 4 23 RATE 4 25 
CLASS 
GRADE 

YRS YRS YRS YRS 
CONTINUOUS CONTINUOUS CONTINUOUS CONTINUOUS 
SERVICE SERVICE SERVICE SERVICE 

12 
.. ANNUAL 

74,884 78,434 82,143 36,072 

MONTHLY 
6, 240 6,536 6, 845 7,173 

14 
ANNUAL 

90,074 94,407 98,924 103,575 

MONTHLY 
7, 506 7, 8 67 . 8,244 3, 631 

17 ' 
ANNUAL 

119,071 124,726 130,650 136,843 

MONTHLY 
9, 464 10,394 10,887 11,404 
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TEAMSTERS LOCAL Q^lOO 

SCHEDULE P JANUARY 1, 2019SW^ 

Base Rate 

Entrance 
Rate 

Top Rate 

CLASS FIRST NEXT NEXT NEXT 

GRADE 6 MONTHS 12 MONTHS 12 MONTHS 12 MONTHS 

12 
.ANNUAL 

$52,252 $54,7 92 $57,333 $60,111 

MONTHLY 
$4,354 $4,566 $4,778 $5,009 

14 
ANNUAL 

$62,965 $65,894 $69,060 $72,352 

MONTHLY 
$5,247 $5,491 $5,755 $6,029 

17 
ANNUAL 

$83,127 $87,132 $91,212 $95,580 

MONTHLY 
$6,927 $7, 261- $7,601 $7,965 

Intermediate Rates 

AFTER 1 YEAR 
AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT SECOND 

AFTER 1 YEAR 
AT THIRD 

CLASS 
GRADE 

AT TOP BASE 
RATE 4 5 YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

INTERMEDIATE 
RATE 4 11 
YRS 
CONTINUOUS 

INTERMEDIATE 
RATE 4 14 
YRS 
CONTINUOUS 

AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

SERVICE SERVICE 

12 
ANNUAL 

62,965 66,569 69,773 7, 359 

MONTHLY 
5,247 5, 54 7 5,814 6, 089 

14 
ANNUAL 

75,781 80,199 83,991 83,003 

MONTHLY 
6, 315 6, 683 6, 999 7, 334 

17 
ANNUAL 

100,161 105,905 110,987 1 "1 6,243 

MONTl-lLY 
8, 34 7 8,825 9, 249 9, 637 
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'Longev i ty Rates 

AFTER 1 YEAR.. AFTER 1 YEAR AFTER 1 YEAR AFTER 1 YEAR 
AT TOP AT FIRST AT SECOND AT FIRST 

CLASS 
GRADE 

INTERMEDIATE LONGEVITY LONGEVITY LONGEVITY 
CLASS 
GRADE 

RATE & 17 
YRS 

RATE & 20 
YRS 

RATE & 23 
YRS 

RATE & 25 
YRS 

CONTINUOUS CONTINUOUS CONTINUOUS CONTINUOUS 
SERVICE SERVICE SERVICE SERVICE 

12 
ANNUAL 76,569 80,199 83,991 88,003 

MONTHLY 
6, 381 6, 683 6, 999 7, 334 

14 
ANNUAL 

92,101 96,531 101,14 9 105,905 

MONTHLY 
7, 67 5 8, 044 8,429 3, 825 

17 
ANNUAL 

121,750 127,532 133,589 139,922 

MONTHLY 
9, 676 10,623 11,132 11,660 
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TEAMSTERS LOCAL ̂ 7^7 00 

SCHEDULE P JANUARY 1, 20092020 

Base Rate 

Entrance 
Rate 

Top Rate 

CLASS FIRST NEX'l' NEXT NEXT 

GRADE 6 MONTHS 12 MONTHS 12 MONTHS 12 MONTHS 

12 , 
ANNUAL 

$53,297 $55,883 $58,480 $61,3J 4 

MONTHLY 
$4,441 $4,657 $4,373 $5,109 

14 
ANNUAL 

$64,224 $67,211 • $70,441 $73,799 

MONTHLY 
$5,352 $5,601 $5,870 $6,150 

17 
ANNUAL 

$84,790 $83,375 $93,036 $97,492 

MONTHLY 
$7,066 $7,406 $7,753 $8,124 

Intermediate Rates 

AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR AFTER 1 YEAR 
AFTER 1 YEAR 

AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

AT SECOND AT THIRD 

CLASS 
GRADE 

AT TOP BASE 
RATE S 5 YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

INTERMEDIATE 
RATE 4 11 
YRS 
CONTINUOUS 

INTERMEDIATE 
RATE 4 14 
YRS 
CONTINUOUS 

AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

SERVICE SERVICE 

12 
ANNUAL 

$64,224 $67,901 $71,169 $7,506 

MONTHLY 
$5,352 $5,658 $5,931 $6,211 

14 
ANNUAL 

$77,296 $81,803 $85,671 $89,763 

MONTHLY 
$6,441 $6,817 $7,139 $7,4 81 

17 
ANNUAL 

$102,164 $108,023 $113,206 ..$113, 563 

MON':'KLY 
$8, 5.1 4 $9,002 $9,434 $9,331 
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Longevity Rates 

AFTER 1 YEAR AFTER 1 YEAR AFTER I YEAR AFTER 1 YEAR 
AT TOP AT FIRST AT SECOND AT FIRST 

CLASS 
GRADE 

INTERMEDIATE 
RATE 4 17 
YRS 

LONGEVITY 
RATE 4 20 
YRS 

LONGEVITY 
RATE 4 23 
YRS 

LONGEVITY 
RATE 4 25 
YRS 

CONTINUOUS CONTINUOUS CONTINUOUS CONTINUOUS 
SERVICE SERVICE SERVICE SERVICE 

12 
ANNUAL 

$78,101 $81,803 $85,671 $89,768 

MONTHLY 
$6,508 $6,817 $7,139 $7,481 

14 
ANNUAL 

$93,943 $98,4 62 $103,172 $108,023 

MONTHLY 
$7,829 $8,205 $8,593 $9,002 

17 
ANNUAL 

$124,185 $130,083 $136,261 $142,721 

MONTHLY 
$9,870 $10,840 $11,355 $11,893 
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TET\MSTERS LOCAL ̂ 5̂-67 00 

SCHEDULE P JANUARY 1, -2-0-1-02 021 

Base Rate 

Entrance 
Rate 

Top Rate 

. CLASS FIRST NEXT NEXT NEXT 

GRADE 6 MONTHS 12 MONTHS 12 MONTHS 12 MONTHS '. 

12 
ANNUAL 

$54,496 $57,146 $59,796 $62,693 

MONTHLY 
$4,541 $4,762 $4,983 $5,224 

14 
' ANNUAL 

$65,669 $68,724 $72,026 $75,459 

MONTHLY 
$5,472 $5,727 $6,002 $6,283 

17 
ANNUAL 

$86,693 $90,875 $95,130 
f 

$.99, 685 

MONTHLY 
$7,225 $7,573 $7,927 $8,307 

Intermediate Rates 

CLASS 
GRADE 

AFTER 1 YEAR 
AT TOP BASE 
RATE 4 5 YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE & 9 YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT SECOND 
INTERMEDIATE 
RATE 4 11 
YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT THIRD 
INTERMEDIATE 
RATE 4 14 
YRS 
CONTINUOUS 
SERVICE 

12 
ANNUAL 

$65,669 $69,429 $72,770 $7,67 5 

MONTHLY 
$5,472 $5,786 $6,064 $6,350 

14 
ANNUAL 

$7 9,03 6 $83,643 $87,598 $91,788 

MONTHLY 
$6,536 $6,97 0 $•.', 30C S7,64 9 

17 
ANNUAL 

$104,4 63 $110,454 $115,753 $121,236 

MONTHLY 
$8,705 $9,204 $9,64 6 $10,103 
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Longevity Rates 

AFTER 1 YEAR AFTER 1 YEAR AFTER 1 YEAR AFTER 1 YEAR 
AT TOP AT FIRST AT SECOND AT FIRST 

CLASS 
GRADE 

INTERMEDIATE LONGEVITY LONGEVITY LONGEVITY 
CLASS 
GRADE 

RATE 4 17 RATE 4 20 RATE 4 23 RATE 4 25 
CLASS 
GRADE 

YRS YRS YRS YRS 
CONTINUOUS CONTINUOUS CONTINUOUS CONTINUOUS 
SERVICE SERVICE SERVICE SERVICE 

12 
ANNUAL 

$79,858 $83,643 $87,598 $91,788 

MONTHLY 
$6,655 $6,970 $7,300 $7,649 

14 
ANNUAL 

$96,057 $100,677 $105,494 $110,454 

MONTHLY 
$8,005 $8,390 $8,791 $9,204 

17 
ANNUAL 

$126,979 $133,009 $139,327 $145,932 

MONTHLY 
$10,092 $11,034 $11,611 $12,161 
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TEAMSTERS LOCAL ̂ ^7 00 

SCHEDULE P JANUARY 1, 20112022 

Base Rate 

Entrance 
Rate 

Top Rate 

CLASS FIRST NEXT NEXT NEXT 

GRADE 6 MONTHS 12 MONTHS 12 MONTHS 12 MONTHS 

12 
ANNUAL 

$55,586 $58,289 $60,991 $63,947 

MONTHLY 
$4,632 $4,857 $5,083 $5,329 

14 
ANNUAL 

$66,983 $70,098 $73,467 $76,968 

MONTHLY 
$5,582 $5,842 $6,122 $6,414 

17 
ANNUAL 

$88,432 $92,692 $97,032 $101,679 

MONTHLY 
$7,369 $7,724 $8,086 $8,473 

Intermediate Rates 

AFTER 1 YEAR 
AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT SECOND 

AFTER 1 YEAR 
AT THIRD 

CLASS 
GRADE 

AT TOP BASE 
RATE & 5 YRS 
CONTINUOUS 
SERVICE 

AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

INTERMEDIATE 
RATE 4 11 
YRS 
CONTINUOUS 

INTERMEDIATE 
RATE 4 14 
YRS 
CONTINUOUS 

AFTER 1 YEAR 
AT FIRST 
INTERMEDIATE 
RATE 4 9 YRS 
CONTINUOUS 
SERVICE 

SERVICE SERVICE 

12 
ANNUAL 

$66,983 $70,817 $74,226 $7,829 

MONTHLY 
$5,582 $5,901 $6,185 $6,477 

14 
ANNUAL 

$80,616 $85,316 $39,350 $93,624 

MONTHLY 
$ 6,718 $7,110 $7,446 $7,802 

17 
ANNUAL 

$106,552 $112,663 $118,069 $123,660 

MONTHLY 
$8,87 9 $9,38 9 $9,839 $10,305 

Lcnq-̂ ; v i z y Ra I 
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CLASS 
GRADE 

12, 
ANNUAL 

MONTHLY 

14 
ANNUAL 

MONTHLY 

17 
ANNUAL 

MONTHLY 

AFTER 1 YEAR 
AT TOP 
INTERMEDIATE 
RATE 4 17 
YRS 
CONTINUOUS 
SERVICE 

$81,455 

$6,788 

$97,978 

$8,165 

$129,519 

$10,2 94 

AFTER 1 YEAR 
AT FIRST 
LONGEVITY 
.RATE 4 20 
YRS 
CONTINUOUS 
SERVICE 

$85,316 

$7,110 

$102,691 

$8,558 

$135,670 

$11,30 6 

AFTER 1 YEAR 
AT SECOND • 
LONGEVITY 
RATE 4 23 
YRS 
CONTINUOUS 
SERVICE 

$89,350 

$7,446 

$107,604 

$8,967 

$142,114 

$11,843 

AFTER 1 YEAR 
AT FIRST 
LONGEVITY 
RATE 4 25 
YRS 
CONTINUOUS 
SERVICE 

$93,624 

$7,802 

$112,663 

$9,389 

$148,850 

$12,404 
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APPENDIX B 

TEAMSTERS LOCAL 726 700 7\ND CITY OF CHICAGO 

In addition to the agreements reached between the City and the 
Coali t i o n of Unionized Public Employees with respect to Prevailing 
Rates and Negotiated Rate adjustments, the parties have agreed to 
revise the appropriate sections of the c o l l e c t i v e bargaining agreement 
to r e f l e c t the following changes with respect to the payment of wages," 
e f f e c t i v e January 1, 20082018, unless specified otherwise below. 

Negotiated Rate 

Job Class C a l c u l a t i o n 
-T-:-Supervising Booter Premium equal to 3.5% of Booter rate 

Eff. July 1, 2018 and thereafter- 96% 
of MTD rate 

Booter (a) E f f . July 1, 2018 and each 
July 1 t h e r e a f t e r - 93% of MTD 
ra t e . 

3^ Garage AttcndantFleet 
Services Assistant 
Mobile Unit Operator 

(b) 18.62 e f f e c t i v e 7/l/07Eff. 
Jan 1, 2018- $23.78 
(c) no further increaoeo u n t i l 
January Eff. July 1, 2018 and each 
July 1 thereafter - 68% of MTD rate 
(d) Beginning January 2009,—apply 

Fleet Services Supervisor (a 
(b 

E f f . Jan 1, 2018- $25.12 
Eff. July 1, 2018 and each July 

thereafter- 71% of MTD Rate. 
(c; rate increases 

Mobile Health Operator (a) E f f . Jan 1, 201i $23.7J 
(b) E f f . Jan 1, 2019- $24.12 
(c) E f f . July 1, 
(d) E f f . July 1, 

2019- 80% of MTD 
of MTD 2020- 90 

(ej E f f . July 1, 2021 and 
th e r e a f t e r MTD Rate, 
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Non-CDL Driver (a) E f f . Jan 1, 2018- 25.99 
(-a-) (b) E f f . July 1, 2018 and 

each July 1 t h e r e a f t e r - 73% 
of MTD ra t e 

Job C l a s s i f i c a t i o n Premiums Based on MTD 
Pr e v a i l i n g Rate 

Job Class C a l c u l a t i o n 

Foreman of MTD's 5.5% ©^-above MTD 

ir-T- General Foreman of MTD's 11.0% ©^above MTD 

^ Equipment Dispatcher 1.75% aboveo^ MTD 
-3-;- Equipment Dispatch 
In Charge 

5.25% ©^above MTD 

Equipment Trai n i n g S p e c i a l i s t 5.75% above MTD 

Assignment Premiums Based on MTD Prevailing Rate 

Job Class C a l c u l a t i o n 

1. Tow/Sweeper/Front-
Ender/Dead Animal/Tire 
Repair/Barricade 
Trucks/Library*/2 Axle 
Trailers* 

1.5% e#-above MTD 

2. Dual PRP/Trac T r a i l e r 1.7 5% e^—above MTD 
3. Front End Loader 
(DWM)/Stellar 

1.7 5% ©-^above MTD 

4. Clam/Fuel Truck/Weed* 
Sprayers/lowboy*/semi-
Snowplow/crane Truck* 

3.5% ©^-above MTD 

5. Leadman-Aviation 5.0% ©^above MTD 

6. Fleet Services A s s i s t a n t - 3.0% above Fleet Services 
Light Duty T i r e Repair* Assistant 

In the event that, under I l l i n o i s law, any vehicles become newly subject 
to a requirement that the operator possess a Class A CDL, the c i t y w i l l 
meet and discuss the po t e n t i a l implementation of a premium for the 
operation of that vehicle following a request from the Union. 

As-sigiiments wi l l be paid rate elTective thi i tv (30) days alter ratiilcation. 

156 



Assignment Premiums Based on MTD Prevailing Rate 

Job Class C a l c u l a t i o n 

6";-7 . Tow/Sweeper/Front-
Ender/Dead A n i m a l / T i r e 
Repa i r /Bar r icade Trucks 

1.5% o f MTD 

^ 8 . Dual PRP/Trac T r a i l e r 1.75% o f MTD 
8";"9. F r o n t End Loader 

( D W M ) / S t e l l a r 
1.75% o f MTD 

9 ; 1 0 . C l a m / F u e l Truck/Weed 
S p r a y e r s / l o w b o y / s e m i -
Snowplow/crane T r u c k 

3.5% o f MTD 

-1-0-i-11. Leadman-Avia t ion" 5.0% o f MTD 

In the event that, under I l l i n o i s law, any vehicles become newly subject 
to a requirement that the operator possess a Class A CDL, the c i t y w i l l 
meet and discuss the p o t e n t i a l implementation of a premium for the 
operation of that vehicle following a request from the Union. 
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EXHIBIT ;c Comi 
provic 

Payroll Inquiry Form 
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EXHIBIT D 

AGREEMENT AND DECLARATION OF TRUST 

THIS AGREEMENT AND DECLARATION OF TRUST i s made t h i s 
day of , 2008 at Chicago, Cook County, I l l i n o i s between the C i t y 
of Chicago (sometimes r e f e r r e d to as e i t h e r the " C i t y " or "Employer") 
and P a r t i c i p a t i n g Labor UnionS' (sometimes r e f e r r e d t o as "Unions" or 
"COUPE"), and the undersigned Trustees (as defined below). 

WHEREAS, the C i t y of Chicago must confront many unique challenges 
because, among other reasons, of the diverse, complicated and 
sometimes hazardous nature of the p u b l i c work, the t r a i n i n g required, 
the pressure of competition from non-governmental employers who may 
not have s i m i l a r budgeting c o n s t r a i n t s and the impact of C i t y 
employment f o r the hea l t h , safety and well-being of i t s Employees and 
the p u b l i c at larg e ; and 

WHEREAS, the Unions and the Ci t y agree t h a t skyrocketing h e a l t h 
insurance costs are foremost among these challenges and req u i r e the 
aggressive p u r s u i t of* measures designed t o c o n t r o l employee h e a l t h 
insurance costs while maintaining high q u a l i t y and m u l t i p l e - o p t i o n e d 
employee heal t h insurance coverage; and 

WHEREAS, addressing the heal t h care challenge i s of mutual concern 
to the Unions and the C i t y but i s not always susceptible t o e f f e c t i v e 
r e s o l u t i o n through the c o l l e c t i v e bargaining process; and 

WHEREAS, the Unions and the C i t y recognize the d e s i r a b i l i t y and 
necessity of working together t o increase o v e r a l l h e a l t h insurance 
plan savings through the i n v e s t i g a t i o n and implementation of a value-
based h e a l t h insurance model; and 

WHEREAS, the Unions and the C i t y acknowledge t h a t labor management 
cooperation committees have been used t o s i g n i f i c a n t success i n the 
p r i v a t e sector and e s p e c i a l l y i n the context of healt h insurance; and 

WHEREAS, the Unions and the C i t y desire and agree to e s t a b l i s h a 
j o i n t labor-management cooperation t r u s t f o r such purposes (the Trust, 
as subsequently d e f i n e d ) ; and 

WHEREAS, the Unions and the Ci t y desire t h a t such Trust .be 
designated as an organization exempt from federal income t a x a t i o n under 
Section 501(c)(3) of the I n t e r n a l Revenue Code of 1986, as i t may be 
amended from time to time (the "Code") and as other than a p r i v a t e 
foundation under Section 509 of the Code to the extent so q u a l i f i e d . 

NOW, THEREFORE, i n consideration of the foregoing representations 
as w e l l as the mutual promises and o b l i g a t i o n s herein, i t i s mutually 
understood and agreed as f o l l o w s . 

374 527.1 FINAL 
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ARTICLE I - DEFINITIONS 

The f o l l o w i n g terms s h a l l have the meaning set f o r t h below unless 
the context requires otherwise: 

CITY s h a l l mean the Gity of Chicago. 

COALITION OF UNIONIZED PUBLIC EMPLOYEES or COUPE s h a l l mean the 
P a r t i c i p a t i n g Labor Unions or Unions as defined below. 

EMPLOYEE s h a l l mean' an employee of the C i t y of Chicago who i s also a 
member of a P a r t i c i p a t i n g Labor Union. 

EMPLOYER s h a l l mean the C i t y or C i t y of Chicago. 

EMPLOYER CONTRIBUTIONS s h a l l mean the payment or payments made or 
required t o be made t o the Trust and made part of the Trust Fund by 
the C i t y of Chicago pursuant to the terms of the c o l l e c t i v e 
bargaining agreement by and between a P a r t i c i p a t i n g Labor Union and 
the C i t y of Chicago. 

PARTICIPATING LABOR UNION(S) s h a l l mean those Unions which are p a r t i e s 
to a c o l l e c t i v e bargaining agreement w i t h the C i t y of Chicago 
r e q u i r i n g c o n t r i b u t i o n s to the Trust and which are s i g n a t o r i e s t o t h i s 
Trust Agreement and l i s t e d on E x h i b i t A of t h i s Trust Agreement, as 
may be amended from time to time. 

TRUST s h a l l be the Chicago Labor-Management Trust created by t h i s 
Agreement and Declaration of Trust. 

TRUST AGREEMENT s h a l l mean t h i s Agreement and Declaration of Trust 
made this_^ day of , 2003, and i n c l u d i n g any amendments hereto and 
a l l m o d i f i c a t i o n s hereof. 

TRUSTEES s h a l l mean the undersigned o r i g i n a l Trustees of t h i s Trust 
Agreement ,and Declaration of "Trust and t h e i r respective successors 
named and appointed as h e r e i n a f t e r provided. 

TRUST FUND or FUND s h a l l mean the Trust estate and i t s assets which 
w i l l include a l l C i t y of Chicago c o n t r i b u t i o n s , cash, investments, 
income therefrom, and any and a l l other property whatsoever received, 
held and administered .by the Trustees f o r the uses, purposes and 
t r u s t s set f o r t h herein. 

UNION(S) s h a l l mean a P a r t i c i p a t i n g Labor Union or Unions which are or 
may become s i g n a t o r i e s to t h i s Trust Agreement 
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ARTICLE I I - CREATION OF TRUST FUND 

1. There i s hereby established by the Ci t y and Unions a Trust and 
Trust Fund known as the Chicago Labor-Management Trust. 
Contributions t o the Trust s h a l l be received, held and administered 
i n accordance w i t h the terms and pro v i s i o n s hereof f o r the purposes 
and o b j e c t i v e s set f o r t h i n A r t i c l e HI hereof and f o r a l l purposes 
i n c i d e n t a l , complementary and supplemental t h e r e t o as determined by 
the Trustees provided a l l such purposes are consistent w i t h Section 
501 (c) (3) of the Code. 

2. Contributions to the Trust s h a l l be paid t o ,the Trustees or such 
depository as the Trustees s h a l l designate only by check or other 
w r i t t e n order made payable to the Chicago Labor-Management Trust. 
In the event the Trust i s expanded to include a d d i t i o n a l employees, 
the Trust s h a l l make a recommendation w i t h respect t o the amount of 
c o n t r i b u t i o n s t o be made by the C i t y . I n a d d i t i o n , the Trust s h a l l 
also aggressively pursue funding i n the form of grants and loans 
from a v a r i e t y of sources i n c l u d i n g , but not l i m i t e d t o . Labor 
Organiza.fions, The Department of Commerce and Economic Opportunity 
(DCEO), and The Federal Mediation and C o n c i l i a t i o n Service. 

3. The f i s c a l year of the Trust s h a l l be from July f i r s t through June 
t h i r t i e t h . 

4. The p a r t i e s recognize and acknowledge t h a t the regular and prompt 
paymeht by the C i t y t o the Trust i s necessary t o the a d m i n i s t r a t i o n 
of the Trust Fund. 

5. The C i t y of Chicago s h a l l make prompt c o n t r i b u t i o n s t o the Trust i n 
such amount, and under such terms as provided f o r above and as may 
l a t e r be agreed i n w r i t i n g by the C i t y and the P a r t i c i p a t i n g Labor 
Unions, provided t h a t such c o n t r i b u t i o n s s h a l l be subject t o 
acceptance by the Trustees and s h a l l be deposited by the Trustees i n 
a bank designated by the Trustees. The C i t y of Chicago agrees t h a t 
the o b l i g a t i o n t o make payments to the Trust s h a l l not be subject t o 
s e t - o f f or counter claims which the C i t y may have f o r any l i a b i l i t y 
of any P a r t i c i p a t i n g Labor Union or other labor o r g a n i z a t i o n . 

6. The Trustees shall- e s t a b l i s h a pe r i o d i c date on which such 
c o n t r i b u t i o n s and any required documentation regarding the 
co n t r i b u t i o n s must be made to the Trust. .A delinquency s h a l l be 
defined as the f a i l u r e of a c o n t r i b u t i o n and any required 
documentation to be received at the proper address by the Due Date, 
not i n c l u d i n g Saturdays, Sundays or recognized holidays. The 
Trustees s h a l l immediately n o t i f y the C i t y of i t s delinquency or 
discrepancy i n a report or c o n t r i b u t i o n 

7. The Trustees may i n t h e i r complete d i s c r e t i o n without r e s o r t t o any 
procedures or hearings b r i n g s u i t to c o l l e c t delinquent 
c o n t r i b u t i o n s owing to said Trust. 
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ARTICLE I I I - PURPOSES OF TRUST 

1. General. This Trust i s organized and her e a f t e r w i l l be operated 
e x c l u s i v e l y f o r c h a r i t a b l e , educational and s c i e n t i f i c purposes 
w i t h i n the meaning of Section 501 (c) (3) of the Code, i n c l u d i n g 
a c t i v i t i e s f o r the b e n e f i t of, to perform the functions of, to carry 
out the purposes of, and to lessen the burdens of the C i t y of Chicago 
i n f a c i l i t a t i n g i t s r e l a t i o n s h i p w i t h Employees and P a r t i c i p a t i n g 
Labor Unions i n performance of a p u b l i c purpose.- I n furtherance 
thereof, the Trust s h a l l focus on reviewing, researching and making 
recommendations to the C i t y regarding the q u a l i t y of, cost 
effectiveness of, cost containment of, and savings obtained by the 
Cit y health care plan provided t o the Employees of P a r t i c i p a t i n g 
Labor Unions, i n c l u d i n g the reduction and attempted e l i m i n a t i o n of 
medical resource i n e f f i c i e n c i e s through analysis of various subjects 
such as: 

a. the medical plan, i n c l u d i n g premium c o n t r i b u t i o n s , the number 
and type of plans o f f e r e d , and the s t r u c t u r e of those plans; 

b. negotiations w i t h health plan vendors selected by the C i t y f o r 
the purposes of improving cost e f f i c i e n c i e s and q u a l i t y ; 

c. q u a l i t y i n i t i a t i v e s and the c o l l e c t i o n of C i t y medical plan 
r e l a t e d i n f o r m a t i o n and data; 

d. enhancing Wellness and Disease Management Programs; e. 

e. assessing categories of care f o r focus; 

f. developing protocols and standards f o r the C i t y medical plan 
and t a k i n g a l l necessary steps t o assure compliance w i t h those 
p r o t o c o l s ; 

g. c r e a t i n g Health Improvement. Plan programs; 

h. disseminating q u a l i t y and safety i n f o r m a t i o n to Employees and 
t h e i r beneficiaries'; 

i . developing and pr o v i d i n g incentives f o r a c c o u n t a b i l i t y and the 
pr o v i s i o n of high q u a l i t y , e f f i c i e n t h e a l t h care services and to 
reduce Or el i m i n a t e v a r i a t i o n s i n health care services provided 
t h a t are not j u s t i f i e d by s p e c i f i c diagnosis or the a c u i t y of 
health care; 

j . developing communications programs, t r a i n i n g and mate r i a l s to 
educate employees regarding a v a i l a b l e plans and b e n e f i t s ; 

k. undertaking market analyses of health care issues; 

1. developing education programs f o r medical providers, 
p a r t i c i p a n t s and b e n e f i c i a r i e s ; and 

m. i d e n t i f y i n g a d d i t i o n a l i n i t i a t i v e s , goals and ob j e c t i v e s 
consistent w i t h enhancing the q u a l i t y and cost e f f e c t i v e n e s s of the 
health care coverage provided to Employees of P a r t i c i p a t i n g Labor 
Unions. 

2. Enhancement of City/Employee Relationship. In a d d i t i o n and 
consistent w i t h Section b U1(c) (3) oT the Code, the Trust s h a l l also 
focus on reviewing, researching and miaking recommendations to the C i t y 
regarding the enhancement of City/Employee r e l a t i o n s h i p s through 
analysis of various t o p i c s i n c l u d i n g the f o l l o w i n g : 
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a. improving communication between representatives of labor and 
management w i t h respect t o subjects of mutual i n t e r e s t and 
concern; 

b. p r o v i d i n g labor and management w i t h opp©rtunities to study and 
explore flew and innovative j o i n t approaches t o achieving 
o r g a n i z a t i o n a l e f f e c t i v e n e s s ; 

c. a s s i s t i n g labor and management i n s o l v i n g problems of mutual 
concern not susceptible t o r e s o l u t i o n w i t h i n the c o l l e c t i v e 
bargaining process; 

d. studying and exp l o r i n g ways of e l i m i n a t i n g p o t e n t i a l problems 
which reduce competitiveness and i n h i b i t economic development 
i n the C i t y of Chicago;. 

e. enhancing the involvement of employees i n making decisions t h a t 
a f f e c t t h e i r working l i v e s ; 

f . expanding and improving labor-management r e l a t i o n s h i p s ; 
g. reviewing, researching and making recommendations t o the C i t y 

and P a r t i c i p a t i n g Labor Unions regarding the J o i n t 
Apprenticeship and Tra i n i n g Program I n i t i a t i v e , i n c l u d i n g the 
i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the 
use of apprentices i n area c o n s t r u c t i o n p r o j e c t s ; and 

h. reviewing, researching and making recommendations t o the C i t y 
and P a r t i c i p a t i n g Labor Unions regarding the maintenance and 
improvement of the f i n a n c i a l h e a l t h of employee pension funds. 

3. The p a r t i e s agree t h a t both the Ci t y and the P a r t i c i p a t i n g Labor 
Unions w i l l cooperate and co l l a b o r a t e w i t h the Trust t o the extent 
permitted by law i n order t o provide the Trust w i t h i n f o r m a t i o n 
necessary t o accomplish i t s goals. 

4. As an organization exempt from t a x a t i o n under Section 501(c)(3) of 
the Code, no part of the net earnings of the Trust s h a l l inure t o the 
b e n e f i t of, or he d i s t r i b u t a b l e t o , , i t s members. Trustees, O f f i c e r s or 
other p r i v a t e persons, except t h a t • the Trust s h a l l be authorized and 
empowered to pay reasonable compensation f o r services rendered and t o 
make payments and d i s t r i b u t i o n s i n furtherance of the F)urposes set 
f o r t h i n t h i s A r t i c l e Ea. No s u b s t a n t i a l p a r t of the a c t i v i t i e s of the 
Trust s h a l l be the c a r r y i n g on of propaganda, or otherwise attempting 
to i n f l u e n c e l e g i s l a t i o n , and the Trust s h a l l ' not p a r t i c i p a t e i n , or 
intervene ( i n c l u d i n g the pu b l i s h i n g or d i s t r i b u t i o n of statements) i n 
any p o l i t i c a l campaign on behalf of any candidate f o r p u b l i c o f f i c e . 
Notwithstanding any other p r o v i s i o n of t h i s Trust Agreement, the Trust 
Shall not carry on any other a c t i v i t i e s not permitted t o be c a r r i e d on 
(a) by an organization exempt from f e d e r a l income tax under Section 
501 (c) (3) of the Code, or (b) by any organization c o n t r i b u t i o n s to 
which are deductible under Section 170(c) (2) of the Code. 

ARTICLE IV - TRUSTEES 

1. There s h a l l be up t o t h i r t y (30) Trustees, w i t h h a l f of the 
Trustees appointed by the C i t y of Chicago and h a l f of the Trustees 
appointed by the Co-Chairs of the COUPE. Except f o r the Co-Chairs 
'and the Co-Vice-Chairs who hold o f f i c e by v i r t u e of t h e i r 
p o s i t i o n , and the Executive D i r e c t o r ( s ) who h o l d o f f i c e a t the 
pleasure of the Co-Chairs, each Trustee s h a l l hold o f f i c e f o r a 
three (3) year term or u n t i l h i s death, r e s i g n a t i o n or removal by 
the p a r t y which appointed the Trustee. Upon t h e i r appointment. 
Trustees s h a l l execute the acknowledgement form l i s t e d on E x h i b i t 
B, agreeing to be bound by the terms of t h i s Trust Agreement. 

2. The person who serves as the Mayor of the Ci t y of Chicago s h a l l 
appoint a Co-Chair and Co-Vice Chair of the Trust and the Co-Chairs 
of the COUPE 4611 appoint a Co-Chair and Co-Vice Chair of the 
Trust. The Trustees s h a l l e l e c t a Secretary/Treasurer and such 
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other o f f i c e r s as they deem necessary or expedient from among t h e i r 
number. 

3. The Co-Chairs of the Trust may each appoint an Executive D i r e c t o r 
or may agree upon a s i n g l e Executive D i r e c t o r . The Executive 
Direc t o r (s) selected s h a l l possess demonstrable knowledge and 
experience regarding hea l t h care and healt h care a d m i n i s t r a t i o n 
issues. The Executive D i r e c t o r ( s ) s h a l l be j o i n t l y responsible f o r 
coordinating and overseeing a l l e f f o r t s undertaken by the Trust. 
The respective Executive D i r e c t o r ( s ) s h a l l be responsible f o r 
pr o v i d i n g regular reports t o the C i t y and the P a r t i c i p a t i n g Labor 
Unions on the status and progress of Trust e f f o r t s . An Executive 
Direc t o r may be removed by the respective a p p o i n t i n g _ a u t h o r i t y or, 
i n the case of a s i n g l e Executive D i r e c t o r , i n accordance w i t h the 
v o t i n g requirements of A r t i c l e V, Section 2 herein. 

4. The r e s i g n a t i o n of any Trustee s h a l l be i n w r i t i n g . I t s h a l l 
specify the date said r e s i g n a t i o n i s to become e f f e c t i v e and i t 
s h a l l be presented to the Co-Chairs who w i l l then immediately 
n o t i f y the other Trustees of such r e s i g n a t i o n . 

5. The Trustees s h a l l meet at l e a s t q u a r t e r l y . A m a j o r i t y of the 
Trustees, w i t h at l e a s t a m a j o r i t y of those appointed by the C i t y 
and a m a j o r i t y of those appointed by the P a r t i c i p a t i n g Labor 
Unions, s h a l l c o n s t i t u t e a quorum at meetings held by the Trustees 
to transact the business of the Trust. 

6. Each Trustee s h a l l have one (1) vote on a l l matters. Any a c t i o n by 
the Trustees pursuant t o t h i s Trust Agreement, except as otherwise 
noted herein, s h a l l be by a m a j o r i t y vote of those Trustees present 
and v o t i n g at any duly c a l l e d meeting of the Trustees at which a 
quorum i s present. Trustees may p a r t i c i p a t e i n meetings and vote on 
a l l matters by telephone. Trustees may not delegate f i d u c i a r y 

• duties 
or vote by proxy. These l i m i t a t i o n s s h a l l not apply t o subcommittee 
appointments. 

7. The Trustees are empowered to adopt by-laws and promulgate such 
rule s and re g u l a t i o n s as they, i n t h e i r d i s c r e t i o n , may deem 
necessary or advisable, which by-laws, rul e s and r e g u l a t i o n s may 
not be i n any manner i n c o n s i s t e n t w i t h t h i s Trust Agreement, or any 
c o l l e c t i v e bargaining agreements between the C i t y and P a r t i c i p a t i n g 
Labor Unions. 

8. The Co-Chairs s h a l l have the power and a u t h o r i t y , upon mutual 
agreement, to create advisory subcommittees composed of equal 
numbers of C i t y and P a r t i c i p a t i n g Labor Union representatives f o r 
research and i n v e s t i g a t o r y purposes and to h i r e consultants f o r use 
i n the p u r s u i t of i t s e f f o r t s . 
9. In furtherance of the J o i n t Apprenticeship and T r a i n i n g 
Program I n i t i a t i v e as set f o r t h i n the 2007-2017 C o l l e c t i v e 
Bargaining Agreements between the Ci t y and the P a r t i c i p a t i n g 
Labor Unions, a J o i n t Apprenticeship and T r a i n i n g Program 
I n i t i a t i v e Committee i s hereby created. The Committee s h a l l he an 
advisory subcommittee of the Trust, and s h a l l be responsible f o r 
researching and i n v e s t i g a t i n g j o i n t apprenticeship and t r a i n i n g 
i n i t i a t i v e s to enhance o p p o r t u n i t i e s f o r Chicago Public Schools 
and C i t y Colleges of Chicago students i n the City's b u i l d i n g and 
trades workforce. The Co-Chairs of the Trust "shall appoint up to 
seven (7) members to the Committee. One member s h a l l be 
designated as Chair of the Comniittee, and one member s h a l l be 
designated as an au d i t o r of the Committee. The Committee s h a l l 
meet at l e a s t q u a r t e r l y . 

10. Either Co-Chair or any eight (8) Trustees may c a l l a meeting of 
the Trustees at 
any given time by g i v i n g at le a s t f i v e (5) business days p r i o r 
w r i t t e n notice of the 
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time and place of such meeting to Trustees. Meetings of the 
Trustees s h a l l be held at the time and place designated i n the 
w r i t t e n n o t i c e of the meeting. Actions of Trustees may be taken, 
without a meeting, upon the unanimous w r i t t e n consent of the 
Trustees. 

11. The p a r t i e s recognize the d e s i r a b i l i t y of i n c l u d i n g a d d i t i o n a l 
bargaining u n i t s of C i t y employees i n the Trust, as w e l l as the 
d e s i r a b i l i t y of i n c l u d i n g a d d i t i o n a l l o c a l governmental agencies 
and t h e i r respective bargaining u n i t employees, i n order to permit 
h e a l t h insurance savings on a l a r g e r scale. To t h a t end, the 
p a r t i e s agree to combine e f f o r t s over the long term to encourage 
governmental agencies i n c l u d i n g , but i n no way l i m i t e d t o , the 
Chicago Public Schools and the Chicago Park D i s t r i c t and other 
Chicago l o c a l government agencies, as w e l l as t h e i r respective 
bargaining u n i t s , to p a r t i c i p a t e i n the Trust. Should the p a r t i e s 
obt a i n a commitment of p a r t i c i p a t i o n from other C i t y or l o c a l 
government agencies and t h e i r respective bargaining u n i t s , the 
p a r t i e s s h a l l meet and discuss appropriate g u i d e l i n e s and 
procedures f o r t h e i r i n c l u s i o n i n t o the Trust, i n c l u d i n g any 
amendments i f deemed necessary. 

ARTICLE V - AUTHORITY AND DUTY OF 'TRUSTEES 

1. The Trustees s h a l l have such powers as may be necessary t o 
discharge t h e i r r e s p o n s i b i l i t i e s i n managing and c o n t r o l l i n g 
the general operation and a d m i n i s t r a t i o n of the Trust. The 
Trustees s h a l l have a u t h o r i t y to execute various acts i n 
furtherance of the purposes of the Trust, i n c l u d i n g , but not 
l i m i t e d t o , the f o l l o w i n g : 

a. To make a l l contracts as they may deem expedient and necessary 
i n the conduct of the business of the Trust and to carry out 
the purposes thereof; 

b. To provide f o r the payment of expenses i n c u r r e d i n connection 
w i t h the business of the Trust; 

c. To determine the p r i o r i t i e s and timetables f o r c a r r y i n g out 
the purposes of the Trust; 

d. To develop and implement such programs, plans, services, 
goods and m a t e r i a l s as the Trustees deem necessary f o r 
c a r r y i n g out the purposes of the Trust; 

e. To demand, c o l l e c t and receive C i t y c o n t r i b u t i o n s and to 
apply f o r grants and s o l i c i t c o n t r i b u t i o n s f o r purposes of 
the Trust and to hold such monies as p a r t of the Trust Fund, 
or disburse them f o r the purposes herein s p e c i f i e d ; 

f. To accept donations, grant monies and other c o n t r i b u t i o n s or 
g i f t s and hold or disburse them i n support of Trust purposes 
and consistent w i t h the terms of any grant, g i f t , donation or 
c o n t r i b u t i o n ; 

g. To designate who s h a l l have the a u t h o r i t y to sign a l l checks 
and execute a l l documents necessary to carry out the purposes 
of the Trust; 

h. To deposit any monies received by the Trust i n such bank or 
banks as the Trustees may s e l e c t to hold the Trust Fund 
assets. The Trustees may hold and i n v e s t mid r e - i n v e s t monies 
of the Trust Fund as said Trustees, or any investment advisor 
selected by the Trustees, d i r e c t s , i n c l u d i n g but not l i m i t e d 
to investments i n o b l i g a t i o n s of the United States, any s t a t e 
or m u n i c i p a l i t y thereof, stocks, bonds, mutual or common 
funds, secured r e a l estate loans and other investments and 
may authorize a bank, t r u s t company, insurance company or 
investment manager to hold monies on behalf of the Trust i n 
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• any separate or commingled account or pools, invested i n 
accordance w i t h any d i r e c t i v e or investment p o l i c y of the 
Trustees; 

i . To hold uninvested money, without l i a b i l i t y f o r i n t e r e s t 
thereon, i n such sums as the Trustees deem appropriate f o r 
meeting the ope r a t i o n a l needs of the Trust; 

j . To pay out of the Trust Fund any taxes of any kind as may be 
l a w f u l l y assessed or imposed upon a c t i v i t i e s or property of the 
Trust; and 

k. To do a l l acts, whether or not expressly authorized herein, which 
the Trustees may deem necessary and proper i n connection w i t h the 
Trust, although the power to do such acts i s not s p e c i f i c a l l y set 
f o r t h herein. 

2. The Trustees s h a l l have a u t h o r i t y t o execute the f o l l o w i n g acts i n 
furtherance of the purposes of the Trust upon a vote of t w o - t h i r d s 
(2/3) of the Trustees w i t h at l e a s t a m a j o r i t y of the Trustees 
appointed by the C i t y v o t i n g f o r the measure and a m a j o r i t y of the 
Trustees appointed by the Co-Chairs of the COUPE v o t i n g f o r the' 
measure: 

a. To appoint and remove o f f i c e r s of the Trust (other than the Co-
Chairs and Co-Vice Chaos) as deemed necessary or expedient i n the 
conduct of the business of the Trust; 

b. To remove the Executive D i r e c t o r of the Trust i n circumstances 
where a s i n g l e Executive D i r e c t o r has been j o i n t l y appointed by 
the Co-Chairs; 

c. To employ, h i r e , pay and make contracts w i t h employees, 
attorneys, accountants, or other professionals or agents deemed 
necessary by the Trustees t o carry out the purposes of the Trust; 

d. To delegate to employees, agents, professionals or service 
providers such 
powers and duti e s as the Trustees deem necessary or appropriate; 

e. To i n i t i a t e l e g a l proceedings and s e t t l e , a r b i t r a t e or 

release 

f. claims; To adopt an annual budget; and 

g. To enter i n t o contracts or make commitments t h a t are i n excess 
of $10,000 and not included i n the annual budget, as deemed 
neces;sary by the Trustees to carry out the purposes of the Trust. 

3. The p a r t i e s agree that the Trustees s h a l l have the power to make 
recommendations to the C i t y and the P a r t i c i p a t i n g Labor Unions 
regarding changes, improvements, or enhancements t o the C i t y medical 
plan, a d m i n i s t r a t i o n of the C i t y h e a l t h insurance plan, and 
neg o t i a t i o n s w i t h h e a l t h insurance vendors upon a m a j o r i t y vote by the 
Trustees. 

a. The Co-Chairs s h a l l convey the Trustees' recommendations to the 
designated C i t y representative i n w r i t i n g w i t h i n fourteen (14) 
days of the adoption of the recommendation. 

b. The designated C i t y representative s h a l l consider the w r i t t e n 
recommendation and make a determination regarding whether to 
implement t h a t recormriendat.i on w i t h i n t h i r t y (30) days a f t e r 
r e c e i v i n g i t . 
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c. The designated C i t y r e p r e s e n t a tive s h a l l n o t i f y the Trustees' 
of such determination i n w r i t i n g as soon as possible t h e r e a f t e r . 

d. I f the designated C i t y r epresentative e l e c t s not to adopt the 
Trustees' recommendation, he s h a l l then meet w i t h the Trust during 
i t s next regular meeting, or on another mutually acceptable date, 
to discuss the recommendation and the r a t i o n a l e f o r r e j e c t i n g the 
recommendation. 

e. I f the designated C i t y r epresentative e l e c t s t o implement the 
Trustee's commendation, he s h a l l so n o t i f y the designated 
representative of the P a r t i c i p a t i n g Labor Unions of the decision 
i n w r i t i n g w i t h i n f i v e (5) days of the dec i s i o n . 

f. The C i t y and the P a r t i c i p a t i n g Labor Unions s h a l l designate a 
representative f o r purposes of t h i s s ection at le a s t annually. 

4. Notwithstanding any other p r o v i s i o n to the contrary, the p a r t i e s 
agree t h a t the Trustees s h a l l have the power to amend, change, 
improve, or enhance the C i t y medical plan provided t h a t : 

a. such amendments, changes, improvements, or enhancements are 
approved by a two - t h i r d s (2/3) vote of the Trustees w i t h at l e a s t 
a m a j o r i t y of the Trustees appointed by the C i t y v o t i n g f o r the 
measure and a m a j o r i t y of the Trustees appointed by the Co-Chairs 
of the COUPE v o t i n g f o r the measure , and 

b. such amendments, changes, improvements, or enhancements w i l l 
r e s u l t i n s i g n i f i c a n t cost containment or savings, as measured by 
a p r o j e c t e d increase of costs f o r any i n d i v i d u a l plan of no more 
than 3% i n Fi s c a l Year 2009 and each f i s c a l year t h e r e a f t e r when 
compared t o he a l t h care costs i n F i s c a l Year 2008 and i n each 
previous f i s c a l year t h e r e a f t e r , r e s p e c t i v e l y . 

c. As set f o r t h i n the Term of Agreement of the 2007-2017 
C o l l e c t i v e Bargaining Agreements between the C i t y and the Unions, 
should the Plan changes approved by the Trustees f a i l t o r e s u l t i n 
such cost containment or savings as sta t e d i n subsection (b) 
above, the Trustees s h a l l make such adjustments t o the Plan as are 
necessary, i n c l u d i n g but not l i m i t e d t o adjustments i n 
deductibles, co-pays and co-insurance, t o prevent the cost 
increase from exceeding 8% as measured i n subsection (b) above. 

5. The Trustees s h a l l designate i n w r i t i n g the Trustees, agents or 
Trust employees authorized t o sign checks or otherwise withdraw or 
t r a n s f e r monies or assets from , the Trust Fund_ Each such check, 
withdrawal or t r a n s f e r must be endorsed by two (2) Trustees, agents or 
Trust employees. Farb Trustee, employee or agent of the Trust who i s 
engaged i n handling assets of the Trust Fund s h a l l be required t o give 
bond f o r the f a i t h f u l performance of his or her duties hereunder i n 
such amount as the Trustees s h a l l determine t o be appropriate and 
necessary, and the expense of such bond s h a l l be born by the Trust. 

to 
374527.1E114AL 

6. No Trustee hereof s h a l l be l i a b l e f o r any loss, l i a b i l i t y , expense, 
charge or damages r e l a t e d t o an act of omission or commission by any 
other Trustee or Trustees, whether predecessor, current or successor 
Trustees; or of any agent, employee, at-torney, a u d i t o r , accountant, or 
administrator, selected by the Trustees, nor s h a l l any Trustee be 
i n d i v i d u a l l y or personally l i a b l e f o r any loss, l i a b i l i t y , expense, 
charge or damages payable by the Trust, or f o r his own acts or f a i l u r e 
to act, unless said acts or f a i l u r e t o act s h a l l have been done i n bad 
f a i t h or through gross negligence or w i l l f u l misconduct. In the event 
any Trustee hereunder s h a l l become personally l i a b l e f o r any loss, 

167 



l i a b i l i t y , expense, charge or damages a r i s i n g out of any c i v i l a c t i o n 
brought against him by v i r t u e of any a c t i o n of the Trust or Trustees 
hereunder, he s h a l l be held harmless by, and reimbursed out of the 
Trust Fund f o r a l l costs, expenses and /or the amount of any judgment 
rendered against him, provided the Trustee has not acted or f a i l e d to 
act i n bad f a i t h or i n a manner which i s grossly negligent or involves 
w i l l f u l misconduct. 

Trustees s h a l l not be l i a b l e f o r a c t i n g upon any papers, documents, 
data or i n f o r m a t i o n reasonably believed by them to be genuine and 
accurate and made, executed and d e l i v e r e d by proper p a r t i e s ; nor s h a l l 
they he l i a b l e f o r any a c t i o n concerning which they r e l i e d upon the 
opinion of l e g a l , accounting, or other p r o f e s s i o n a l counsel. 

7. Trustees s h a l l select and maintain a p r i n c i p a l o f f i c e f o r the 
purpose of administering the Trust, keeping records, and r e c e i v i n g a l l 
correspondence and communications and notices of the Trustees and the 
Trust. 

8. The Trustees s h a l l designate the Secretary/Treasurer t o keep 
accurate and t r u e books of accounts and records of a l l t h e i r 
t r a n s a c t i o n s , which s h a l l be audited annually by a c e r t i f i e d p u b l i c 
accountant, the costs of which w i l l be borne by the Trust. A duly 
signed and c e r t i f i e d copy thereof s h a l l be a v a i l a b l e f o r the 
i n s p e c t i o n of representatives of the C i t y of Chicago and P a r t i c i p a t i n g 
Labor Unions. 

ARTICLE VI - DURATION 

The C i t y and the Unions hereby a f f i r m and commit to the u t i l i z a t i o n of 
the Trust f o r the purpose of achieving s p e c i f i c and q u a n t i f i a b l e 
h e a l t h insurance savings over the course of the term of t h i s 
Agreement. As of the e f f e c t i v e date of t h i s Trust Agreement, i t i s the 
i n t e n t of the C i t y and the Unions to r e l y upon the Trust to make 
recommendations r e l a t e d to the achievement of cost savings f o r a term 
of ten years, subject to q u a l i f i c a t i o n s described herein. This 
Agreement i s subject to the p r o v i s i o n s set f o r t h i n the Term of 
Agreement of the 2007-2017 C o l l e c t i v e Bargaining Agreements between 
the C i t y and the Unions. 

ARTICLE V I I - AMENIDMENTS 

This Trust may be amended i n w r i t i n g at anytime by a f f i r m a t i v e vote of 
two- t h i r d s (2/3) of the Trustees w i t h at l e a s t a m a j o r i t y of the 
Trustees appointed by the C i t y v o t i n g f o r the measure and a m a j o r i t y 
of the Trustees appointed by the Co-Chairs of the COUPE v o t i n g f o r the 
measure. 

ARTICLE V I I I - MISCELLANEOUS PROVISIONS 

1. The Trust may be terminated at any time by a two-thirds vote of 
the Trustees i n accordance w i t h the v o t i n g requirements of 
A r t i c l e IV; provided t h a t such a c t i o n s h a l l be confirmed by a 
duly executed w r i t t e n instrument; and provided f u r t h e r than no 
t e r m i n a t i o n by the Trustees s h a l l be e f f e c t i v e u n t i l w r i t t e n 
n o t i c e i s d e l i v e r e d to the C i t y of Chicago, each P a r t i c i p a t i n g 
Labor Union and each Trustee. 

2. The Trust Agreement and Trust s h a l l a u t o m a t i c a l l y be deemed 
terminated i f the Trust Fund has no cash, assets, investments, 
income or other assets or property. 

3. In the event of termination of the Trust, the Trustees s h a l l 
f i r s t apply any assets of the Trust Fund to pay or provide for 
the payment of any and a l l proper o b l i g a t i o n s of the Trust, and 
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then s h a l l convey any remaining assets of the Trust Fund to the 
C i t y to be used f o r a c h a r i t a b l e purpose, w i t h i n the meaning of 
Section 501(c) (3) of the Code. The Trustees are empowered to 
take any and a l l actions necessary or appropriate to e f f e c t u a t e 
the termination and f i n a l d i s t r i b u t i o n of the Trust Fund and 
conclude the Trust's a f f a i r s . The Trustees s h a l l continue to 
serve as such u n t i l the Trust's a f f a i r s are concluded. 

4. Any and a l l questions p e r t a i n i n g to t h i s agreement and i t s 
amendments s h a l l be determined i n accordance w i t h the 
a p p l i c a b l e Jaws of the State of I l l i n o i s and the laws of the 
United States.' Notwithstanding the foregoing, the p r o v i s i o n s of 
the I l l i n o i s Trusts and Trustees Act s h a l l apply to t h i s Trust 
only t o the extent they are not i n c o n s i s t e n t herewith. 
I f , f o r any reason whatsoever, any p r o v i s i o n of t h i s Agreement 
s h a l l be, or i s h e r e a f t e r determined to be, i n any way i l l e g a l , 
i t s h a l l not n u l l i f y the remaining p r o v i s i o n s and terms of t h i s 
Trust Agreement and the Trust s h a l l be amended to adopt new 
p r o v i s i o n s to remove any i l l e g a l p r o v i s i o n s . 

5. A l l decisions of the Trustees made w i t h i n the scope of t h e i r 
a u t h o r i t y s h a l l be f i n a l and binding upon a l l persons. 

6. Robert Rules of Order (revised) s h a l l apply. 
7. Whenever any words are used i n t h i s Trust Agreement i n the 

masculine gender, they s h a l l be construed as though they were 
also used i n the feminine or neuter gender i n a l l s i t u a t i o n s 
a p p l i c a b l e , and whenever used i n the s i n g u l a r form they s h a l l 
be so construed as though they were also i n the p l u r a l form i n 
a l l s i t u a t i o n s where a p p l i c a b l e , and vice versa 

12 
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IN WITNESS WHEHEOF, the undersigned C i t y of Chicago and the 
P a r t i c i p a t i n g Labor Unions, as amended from time t o time, have created 
t h i s Trust and agree M be bound by the terms of t h i s Trust as of the 
e f f e c t i v e date of each c o l l e c t i v e bargaining agreement between the 
Ci t y of Chicago and a P a r t i c i p a t i n g Labor Union. 

CITY OF CHICAGO ' 

By : _ S I G N A T U R E A p r i l 15 
Date . 



EXHIBIT A 

PARTICIPATING LABOR UNION 

TEAMSTERS LOCAL 7̂-2-6-7 0 0 EXECUTION DATE 



EXHIBIT B 

TRUSTEE ACKNOWLEDGEMENT 

I , hereby agree to serve as Trustee of the 
Chicago Labor-Management T r u s t f o r a term of t h r e e y e a r s , 
commencing , or u n t i l my death, resignation" or removal. I 
have read the Agreement and Declaration of T rus t , as i t may be 
amended, and agree to be bound by i t s terms. 

1 n 



E x h i b i t E 

MEMORANDUM OF UNDERSTANDING 

J o i n t Apprenticeship and Tra i n i n g Program I n i t i a t i v e 

This Memorandum of Understanding ("Memorandum") i s entered i n t o by 

and among the i n d i v i d u a l Unions which comprise the C o a l i t i o n of 

Unionized Public Employees ("COUPE") and the C i t y of Chicago ("City") 

( c o l l e c t i v e l y , " P a r t i e s " ) . 

WHEREAS, the Parties recognize the d e s i r a b i l i t y and necessity of 

increasing the p a r t i c i p a t i o n of t r a d i t i o n a l l y under-represented 

groups, and p a r t i c u l a r l y students and graduates of the Chicago Public 

Schools ("CPS") and the C i t y Colleges of Chicago ("City Colleges"), i n 

the b u i l d i n g and trades workforce i n the C i t y of Chicago and ex t e r n a l 

contractors i n the b u i l d i n g trades c o n s t r u c t i o n i n d u s t r y ; and 

WHEREAS, the Parties agree and commit t h a t i t i s e s s e n t i a l t o an 

expanding and dynamic Chicagoland economy t h a t students and graduates 

of CPS and the C i t y Colleges be a p p r o p r i a t e l y prepared, q u a l i f i e d and 

encouraged t o e n r o l l i n the Unions' apprenticeship and t r a i n i n g 

programs; and 

WHEREAS, the Parties agree and commit t h a t students and graduates 

of CPS and the C i t y Colleges, upon successful completion of 

apprenticeship and programs, be employed i n the b u i l d i n g and trades 

workforce of the C i t y and ex t e r n a l contractors i n the b u i l d i n g trades 

c o n s t r u c t i o n i n d u s t r y , and 

WHEREAS, as an i n t e g r a l p a r t of the Parties' n e g o t i a t i o n s which 

r e s u l t e d i n the 2007- 2017 C o l l e c t i v e Bargaining Agreements between 

the C i t y and the Unions, the Parties agreed t o e s t a b l i s h the J o i n t 

Apprenticeship and Tra i n i n g Program I n i t i a t i v e ( " I n i t i a t i v e " ) to 

increase the o p p o r t u n i t i e s f o r students and graduate of the Chicago 

Public Schools ("CPS") and the C i t y Colleges of Chicago ("City 

Colleges"), t o p a r t i c i p a t e apprenticeship and t r a i n i n g programs and to 

provide expanded p o s t - a p p r e n t i c e s h i p / t r a i n i n g employment o p p o r t u n i t i e s 



f o r such students and graduates i n the b u i l d i n g and trades workforce 

i n the C i t y of Chicago and ex t e r n a l contractors i n the b u i l d i n g trades 

c o n s t r u c t i o n i n d u s t r y , and 

WHEREAS, the Parties agree t h a t the I n i t i a t i v e i s intended t o 

be n e f i t CPS students, graduates or former students w i t h a GED and/or 

C i t y College students and graduates; 

WHEREAS, as set. f o r t h i n the Parties' 2007-2017 C o l l e c t i v e 

Bargaining Agreements, the Parties agreed t h a t the I n i t i a t i v e s h a l l 

include commitments (1) by each COUPE Union to e s t a b l i s h or otherwise 

expand a v a i l a b l e apprenticeship and t r a i n i n g o p p o r t u n i t i e s , (2) by 

COUPE to annually f i l l at l e a s t 100 apprenticeship s l o t s across COUPE 

Unions w i t h CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates, and (3) by COUPE and the 

C i t y to c o l l a b o r a t e w i t h CPS, the C i t y Colleges and ex t e r n a l 

contractors to prepare CPS and Ci t y Colleges students and graduates t o 

enter Union apprenticeship and t r a i n i n g programs; 

WHEREAS, as set f o r t h i n the P a r t i e s ' 2007-2017 C o l l e c t i v e • 

Bargaining Agreements, the Parties agreed to d i r e c t the Labor 

Management Cooperation Committee established as a pa r t of the Chicago 

Labor-Management Trust to explore and recommend o p p o r t u n i t i e s t o 

increase the use of apprentices i n area c o n s t r u c t i o n p r o j e c t s ; 

WHEREAS, as set f o r t h i n the Parties' 2007-2017 C o l l e c t i v e 

Bargaining Agreements, the Parties agreed to enter i n t o t h i s 

supplemental Memorandum of Understanding regarding the s t r u c t u r e , 

implementation, monitoring and enforcement of the I n i t i a t i v e ; and 

NOW, THEREFORE, the p a r t i e s hereby agree t o combine e f f o r t s i n 

order to e s t a b l i s h a comprehensive and e f f e c t i v e j o i n t apprenticeship 

and t r a i n i n g i n i t i a t i v e t o s i g n i f i c a n t l y enhance opportunitie.s f o r CPS 

and C i t y Colleges students and graduates i n the b u i l d i n g and trades 

workforce, as f o l l o w s : 

A Governance 



The Parties s h a l l appoint an i n d i v i d u a l t o serve as Chair of the 
Jo i n t Apprenticeship and Tra i n i n g Program I n i t i a t i v e 
( " I n i t i a t i v e " ) . The Chair w i l l serve f o r a term of two years, 
renewable by the Parti e s . The Chair w i l l be responsible f o r 
coord i n a t i n g a l l e f f o r t s to a s s i s t CPS and C i t y Colleges students 
i n e n t e r i n g the trades. The Chair s h a l l also serve as a l i a i s o n t o 
the J o i n t Apprenticeship and Tra i n i n g Program I n i t i a t i v e Committee 
esta b l i s h e d under A r t i c l e IV, Section 9 of the Chicago Labor-
Management Trust 

The Parties s h a l l appoint an i n d i v i d u a l t o serve as Auditor of the 
I n i t i a t i v e . The Auditor w i l l serve f o r a term of two years, 
renewable by the Pa r t i e s . The Auditor w i l l receive the annual 
reports l i s t e d i n Section D of t h i s Memorandum and w i l l r e p o r t t o 
the C i t y and COUPE regarding the progress of the I n i t i a t i v e . 

B. Reservation of Union Apprenticeship Slots 

1. I n accordance w i t h the I n i t i a t i v e ^ e stablished i n the 2007-2017 
C o l l e c t i v e Bargaining Agreements between the City, and the Unions 
of COUPE, the Unions hereby commit t o e n r o l l at l e a s t 100 
students/graduates from CPS and Ci t y Colleges annually i n the 
established apprenticeship and t r a i n i n g programs of the Unions by 
December 31, 2008 and each December 31̂ *̂  t h e r e a f t e r and to f u r t h e r 
encourage CPS and C i t y Colleges students/graduates t o e n r o l l i n 
the apprenticeship and t r a i n i n g programs of area non-signatory 
Unions. 

2. I n order t o meet t h i s commitment, each and every COUPE member 
Union w i l l promptly examine i t s -'processes, i n c l u d i n g , but not 
l i m i t e d t o , i t s a p p l i c a t i o n and t e s t i n g procedures and l o c a t i o n s , 
i n order t o f a c i l i t a t e the a v a i l a b i l i t y of apprenticeship and 
t r a i n i n g programs t o CPS and Ci t y Colleges students/graduates. By 
December 31, 2008 and each December 31^ t h e r e a f t e r , COUPE member 
Unions s h a l l send a w r i t t e n r e p o r t t o the P a r t i e s , the Chair and 
the Auditor s t a t i n g i t s goal f o r the recruitment of CPS and C i t y 
Colleges students/graduates i n apprenticeship and t r a i n i n g 
programs and the s t r a t e g i e s i t intends to employ t o meet those 
goals. 

Additional Commitments 

COUPE member Unions which are also members of the B u i l d i n g Trades 
C o a l i t i o n hereby agree to maintain and, as appropriate, expand 
t h e i r e x i s t i n g j o i n t apprenticeship and t r a i n i n g programs f o r the 
d u r a t i o n of t h i s I n i t i a t i v e . 

2. COUPE member Unions which are not members of the Bu.i Iding Trades 
C o a l i t i o n and which c u r r e n t l y have no apprenticeship and/or 
t r a i n i n g program i n place w i l l analyze and i n v e s t i g a t e the 
a v a i l a b i l i t y of work t h a t may he perform'ed by apprentices and 
s h a l l e s t a b l i s h a j o i n t apprenticeship and t r a i n i n g program, as 
appropriate. By December 31, 2008 and each December 31"'" 
t h e r e a f t e r , each of these Unions s h a l l prepare and submit a 



w r i t t e n r e p o r t to the Part i e s , Chair and Auditor regarding the 
establishment of such programs. 

.3. The Parties recognize and acknowledge the r i g h t of the a p p l i c a b l e 
J o i n t Apprenticeship and Training Committee t o e s t a b l i s h and 
maintain appropriate standards and q u a l i f i c a t i o n s f o r the 
admission of i n d i v i d u a l s i n t o t h e i r respective apprenticeship and 
t r a i n i n g programs. 

4. The Parties agree t o combine e f f o r t s t o prepare CPS and Ci t y 
Colleges students/graduates to meet the standards set by the 
applic a b l e apprenticeship and t r a i n i n g programs. To th a t end, the 
Parties w i l l cooperate w i t h CPS and the C i t y Colleges w i t h respect 
to e s t a b l i s h i n g pre-apprenticeship and t r a i n i n g programs and 
support services t o encourage and promote the a p p l i c a t i o n t o and 
p a r t i c i p a t i o n i n the j o i n t apprenticeship and t r a i n i n g programs 
created and maintained by the COUPE member Unions. Such programs 
may include, but not be l i m i t e d t o , the establishment of a Jo i n t 
Trade S k i l l s Academy and Trades- r e l a t e d CPS High School. 

5. The p a r t i e s agree t o aggressively p u b l i c i z e apprenticeship and 
t r a i n i n g program o p p o r t u n i t i e s associated w i t h the I n i t i a t i v e 
i n c l u d i n g , but l i m i t e d t o , the foll©wing: 

The Unions agree t o e s t a b l i s h a Career Exposition Day focused on the 
trades (the "Career Expo") t o take place annually i n November or as 
otherwise agreed by the P a r t i e s . The Unions s h a l l create and d e l i v e r 
p r i n t e d m a t e r i a l s a d v e r t i s i n g the Career Expo to CPS and the Ci t y 
Colleges. The Unions f u r t h e r agree t o secure a l o c a t i o n i n which they 
w i l l d i s p l a y t r a d e s - r e l a t e d e x h i b i t s and assign Union representatives 
to t a l k to students about careers i n the trades. The Parties s h a l l 
encourage CPS to d i s t r i b u t e p r i n t e d advertisements from the Unions 
regarding the Career Expo to a l l CPS high school j u n i o r s and seniors 
and College freshmen no l a t e r .than two weeks p r i o r t o the event. The 
Parties s h a l l also encourage CPS- to arrange f o r parent/guardian 
permission and t r a n s p o r t a t i o n f o r students i n t e r e s t e d i n p a r t i c i p a t i n g 
i n the Career Expo. 

The Unions w i l l e s t a b l i s h a teacher i n - s e r v i c e at which the various 
COUPE member Unions w i l l inform CPS and Ci t y Colleges teachers of the 
r e s e r v a t i o n of Union apprenticeship and t r a i n i n g s l o t s . Such programs 
w i l l include i n d u s t r y updates and hands-on t r a i n i n g of teachers and 
s t a f f . The Unions w i l l host two such meetings per year. 
The Unions agree t o continue t h e i r e x i s t i n g e f f o r t s to speak at CPS 

schools and the C i t y Colleges; host f i e l d t r i p s ; work w i t h community 
organizations t o educate students about o p p o r t u n i t i e s i n the trades; 
f a c i l i t a t e student p a r t i c i p a t i o n i n trade f a i r s or career expos f o r 
CPS and the Ci t y Colleges; and place advertisements i n area 
newspapers. 

6. The Parties hereby d i r e c t the J o i n t Apprenticeship and Train i n g 
Program I n i t i a t i v e Committee established under A r t i c l e IV, 
Section 9 of the Chicago Labor- Management Trust to explore 'and 
recominend to the Ci t y and COUPE the consideration of 
op p o r t u n i t i e s t o increase the use of apprentices i n area 



c o n s t r u c t i o n p r o j e c t s by ex t e r n a l contractors i n connection w i t h 
t h i s I n i t i a t i v e , i n c l u d i n g , but not l i m i t e d t o , such means as: 

a. Purchasing and other ordinances, p r i v a t e redevelopment 
agreements, tax increment f i n a n c i n g d i s t r i c t s , and p r o j e c t labor 
agreements; 

b. Standard p r o v i s i o n s i n co n s t r u c t i o n contracts t h a t ( i ) 
contractors and sub-contractors of whatsoever t i e r s h a l l u t i l i z e 
the maximum number of apprentices on the p r o j e c t as permitted 
under the terms and conditions of t h e i r respective c o l l e c t i v e 
bargaining agreements), and ( i i ) a l l co n t r a c t o r and sub
contractors performing c o n s t r u c t i o n work on the p r o j e c t s h a l l 
p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h the U.S. 
Department of Labor's Bureau of Apprenticeship and Tr a i n i n g . 

6. The Parties hereby d i r e c t the J o i n t Apprenticeship and Tra i n i n g 
Program I n i t i a t i v e Committee established under A r t i c l e IV, 
Section 9 of the Chicago Labor- Management Trust t o develop 
i n c e n t i v e programs, as appropriate, w i t h e x t e r n a l contractors t o 
h i r e and r e t a i n CPS and C i t y Colleges students/graduates i n t h e i r 
apprenticeship programs. I n a d d i t i o n t o the Chair and Auditor of 
the I n i t i a t i v e , the Committee s h a l l consult w i t h representatives 
from the C i t y , CPS, Ci t y Colleges and ex t e r n a l contractors i n the 
development of such i n c e n t i v e programs. 

D. Reporting 

1. By September l"'"" of. each year, each COUPE member Union w i l l r e p o r t t o 
the Chairman and the Auditor the f o l l o w i n g : 

a. The t o t a l number of apprenticeship and/or t r a i n i n g a p p l i c a t i o n s 
received; 

b. The t o t a l number of apprenticeship and/or t r a i n i n g a p p l i c a t i o n s 
received from CPS and College stndents/graduates; 

c. The t o t a l number of i n d i v i d u a l s accepted i n t o the apprenticeship 
and/or t r a i n i n g program; 

d. The t o t a l number of apprenticeship and/or t r a i n i n g program graduates; 
and 

c. The t o t a l number of CPS and College students/graduates who also 
graduated from the apprenticeship and/or t r a i n i n g program. 

2. By September 1'̂ ' of each year, COUPE w i l l r e p o r t the f o l l o w i n g to the 
Auditor: 

a. A summary of a l l outreach a c t i v i t i e s aimed at CPS and C i t y Colleges 
students and graduates; and 

b. The number of attendees at the Career Expo, by high school and 
College. 

11. Funding 

The Parties agree t h a t they s h a l l aggressively pursue funding f o r the 
I n i t i a t i v e i n the form of grants and loans from a v a r i e t y of sources, 
i n c l u d i n g , b l i t not l i m i t e d t o : 

I. The State of I l l i n o i s ( i n the form of Impact A i d ) ; 
2 The Department of Commerce and Economic Opportunity (DCBO); 



3. The State Board of Education; 

4. The I l l i n o i s F a c i l i t i e s Fund; and 

5. Contractors u t i l i z i n g Union tradespeople i n Chicago. 

F, Duration 
1. The Parties s h a l l maintain t h i s I n i t i a t i v e f o r the du r a t i o n of t h e i r 

2007-2017 C o l l e c t i v e Bargaining Agreements. 

2. The Parties agree to meet at least, annually to review the status of 
the I n i t i a t i v e and determine whether any m o d i f i c a t i o n s are necessary 
to t h i s Memorandum. 

The Parties recognize and agree t h a t the I n i t i a t i v e as described 

herein requires the continued good f a i t h e f f o r t s of a l l Parties t o 

b r i n g the i n i t i a t i v e t o f r u i t i o n . The p a r t i e s hereby rededicate and 

commit themselves to such e f f o r t s . 

This Memorandum of Understanding s h a l l be deemed dated and 

become e f f e c t i v e on the date the l a s t of the Parties signs as set 

f o r t h below the signature of t h e i r duly authorized representatives. 

COUPE THE CITY OF CHICAGO 

By: By: 

Date: Date; 

By: 

Date: 
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EXHIBIT ET 

SCHEDULED START TIMES 

The below t a b l e i l l u s t r a t e s the s t a r t times f o r each department. Each 

department s h a l l abide the past p r a c t i c e f o r the du r a t i o n of the s h i f t 

and lunch period. 

DEPARTMENT OF AVFATION 
O'Hare Airport 06:00 07:00 

14:00 15:00 
22:00 23:00 

Midwav Airport 06:00 07:00 
14:00 15:00 
22:00 23:00 

FLEET AND FACILITY MANAGEMENT 
General 07:00 
Special Events 06:00 
Garage Attendant (fuel) 06:00 

07:00 
14:00 
22:00 

Garage Attendant (inside) 06:00 
07:00 
08:00 

- 14:30 
15:00 
15:30 

Motor Truck Driver 05:00 
05:30 
06:00 
14:00 
L5.:30 

Dispatcher 06:00 
14:00 
22:00 

OFFICE OF EMERGENCY MANAGEMENT & COMMUNICATIONS 
General 07:00 , 
DEPARTMENT OF POLICE 
General _ 07:00 

15:00 
23:00 
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CHICAGO PUBLIC LIBRARY 
General 08:00 
DEPARTMENT OF PUBLIC HEALTH 
General 07:00 

09:30 
DEPARTMENT OF REVENUE 
Boot Program 03:00 

06:00 
13:00 

l̂ ows 06:00 
13:00 

DEPARTMENT OF TRANSPORTATION 
All Divisions 07:00 
DEPARTMENT OF STREETS AND SANITATION 
Sanitation 07:00 

Summer 06:00 
Relav 20:00 

Forestry 06:00 
Rodent Control 07:00 

Summer 06:00 
Electricitv 07:00 

Lamp Repair 15:00 
Street Operations 07:00 

Summer 06:00 
Loop Operations 06:00 

14:00 
22:00 

Night Sweepers 22:00 
Traffic Services 

Tow trucks 06:00 
07:00 

49 Dav Rotation 15:00 
23:00 

Other 07:00 
CIC Dispatchers 06:00 

07:00 
49 Dav Rotation 14:00 

15:00 
22:00 

:00 
DEPARTMENT OF WATER MANAGEMENT 
General _ 06:00 

06:30 
07:00 
15:00 
IMO 
23:00 



DEPARTMENT OF AVIATION 

0'Haro A i r p o r t 07-

15 
-m-
00 

~T§-

2 3 
-m 
00 

23 00--07 00 

4̂ "i H UJ ' n 6 no 1 A nn 
> • u u 

14 00 •22 00 

-. 2^ -m- -0-0 

DEPARTMENT OF GENERAL SERVICES 

General — - .— 07 : 00-15 : 30 
Special Events 06: 00-14 : 30 

DEPARTMENT OF FLEET ADMINISTRATION 

Garage Attendant ( f u e l ) 06 : 00-14 : 00 
^ 07:00 15:00 

1^:00 22:00' 
22:00 06:00 

Garage At t e n d a n t — ( i n s i d e ) 06 : 00-14 : 30 
07:00 15:00 
08:00 16:30 
1^:30 22:30 
15:00 23:00 
15:30 23:00 

Mot©r Truck Driver 05 : 00-13 : 30 
.- 05: 30 1^ : 00 
. - ^ 06:00 1'1:30 

14:00 22:00 
15:30 23:00 

Dispatcher 06:00-14 : 30 
1^:00 22:00 
22:00 06:00 
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EXHIBIT I 

SCHEDULED START TIMBS 

OFFICE OF EMERGENCY MANAGEMENT & COMMUNICATIONS 

General 7H-00-15: 30 

DEPARTMENT OF POLICE 

General 07 : 00-15 : 00 
15:00 23:00 

; 23:00 07:00 

CHICAGO PUBLIC LIBRARY 

General 08 : 00--16: 30 

DEPARTMENT OF PUBLIC HEALTHY 

General 07:00 15:30 
09:30 18:00 

DEPARTMENT OF REVENUE 

Boot Program 0 ^ 
n 6 nn 

-TT-
1 A 

-50 
3 0 

1 o no 
.L 1 

^ 1 n 
-L 

nfi nn 

I L 

1 f\ 

1 ^ -00--34r-

DEPARTMENT OF TRANSPORTATION 

A l l Di^-isions 0-7 : 00-15 : 30 



EXHIBIT I 

SCHEDULED START TIMES 

DEPARTMENT OF STREETS AND SANITATION: 
S a n i t a t i o n 07 : 00''15: 30 

Summer 06:00-14 : 30 . 
Relay 20 : 00-04 : 00 

Forestry 06:00-14: 30 

Rodent Control — 07 : 00-15 : 30 
Summer 06:00-14: 30 

E l e c t r i c i t y 07 : 00-15 : 30 
Lamp Repair 15: 00-23: 00 

Street Operations 07 : 00-15: 30 
S^fflfflcr 06: 00-14 : 30 
Loop Operations 06: 00-14 : 30 

14:00 22:30 
22:00 06:30 

Night Sweepers 22 : 00-06 : 00 
T r a f f i c Services 

Tow T r u c k s . 0 6 : 0 0 - 4 r 4 H ^ 
07:00 15:00 

(49 Day Rotation) 15:00-23:00 
23:00 07:00 
23:00 07:30 

Other 07 : 00-15: 30 

CIC Dispatchers '•• 06: 00-14 : 00 
07:00 15:00 

(49 Day Rotation) 14 : 00-22 : 00 
15:00 23:00 
22:00 06:00 

• 23:00 07:00 

DEPARTMENT OF WATER MANAGEMENT 

Genera l 06-
n F 

-00-
'> 0 

-4r4-
1 c. 

-3-0 
n n 

\ j o 

0 7 
JI u 

no 1 c, n 
u / 
1 S 

u u 
n n 

1 J Jl u 

nn X o 

14-
u u 

-00- -oo 



MEMORANDUM OF UNDERSTANDING-POOL DRIVERS 

This Memorandum of Understanding ("MOU")is entered i n t o between 
Teamsters Local 700 ("Union") and the C i t y of Chicago ("Emp1oyer"). 
The Employer and the Union agree as f o l l o w s : 

E f f e c t i v e upon r a t i f i c a t i o n , the Employer s h a l l convert the most 
senior five-hundred-and-twenty-five (525) Pool Motor Truck Drivers 
(7184) t o Motor Truck Drivers (7183), by department (Aviation-200, 
Streets and S a n i t a t i o n - 200; CDOT- 85; Water 40) I n the event the 
number of department conversions varies by more than 5%, then the 
Union and the C i t y s h a l l meet and negotiate. I n no event w i l l the 
Employer convert less than five-hundred-and-twenty-five (525) Pool 
Motor Truck Drivers t o Motor Truck Drivers. Pool Motor Truck Drivers 
changing t o Motor Truck Drivers s h a l l remain i n t h e i r current 
department. 

Po o l Motor Truck Drivers working i n the A v i a t i o n Department s h a l l be 
required t o t e s t t o ob t a i n the same a i r p o r t c e r t i f i c a t i o n as Motor 
Truck Drivers ("Red Str i p e " ) w i t h i n one year of the change i n t i t l e 
code. I f an employee i s unable t o obtain a Red S t r i p e c e r t i f i c a t i o n 
w i t h i n the one year period then one of the f o l l o w i n g s h a l l occur: 

a. The Employer s h a l l grandfather seventy-five (75) p o s i t i o n s as 
n o n - c e r t i f i e d assignments. The most senior seventy-five 
(75)Employees unable t o pass c e r t i f i c a t i o n f o r a Red S t r i p e 
s h a l l remain a Motor Truck Driver (7183)and remain i n the non-
c e r t i f i e d assignment. When an employee vacates a n o n - c e r t i f l e d 
assignment the Employer s h a l l not be required to f i l l the non-
c e r t i f i e d assignment. 

b. I f a l l seventy-five (75) n o n - c e r t i f i e d 7183 assignments are 
f i l l e d then the Employer s h a l l f i 1 1 the a d d i t i o n a l p o s i t i o n s as 
Pool Driver Assignments (7184). Employees may choose to remain 
i n the Pool or apply f o r another Motor Truck Driver P o s i t i o n 
(7'l83), i f a v a i l a b l e . 

ACCEPTED AND AGREED, on t h i s day, of , 2 018 

For Teamsters Local 700: _ For the C i t y o_f Chicago: 

By: Byj 
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MEMORANDUM OF UNDERSTANDING-FOREMAN 

.This Memorandum of Understanding ("MOU")is entered i n t o between 
Teamsters Local 700 ("Union") and the C i t y of Chicago ("Employer"). 
The Employer and the Union agree as f o l l o w s : 

The -Employer s h a l l post and b i d by June 1, 2018, a t o t a l of s i x (6) 
foreman p o s i t i o n s as f o l l o w s : 

• Four (4) at Streets and S a n i t a t i o n 
• ,One (1) at A v i a t i o n (Dual Red St r i p e C e r t i f i e d ) 
• One (1) at Water Department 

ACCEPTED AND AGREED, on t h i s day, of , 2018 

For Teamsters Local 700: For the C i t y of Chicago: 

By: By_: 

I «'̂  



MEMORANDUM OF UNDERSTANDING-CHAUFFEURS 

This Memorandum of Understanding ("MOU")is entered i n t o between 
Teamsters Local 700 ("Union") and the C i t y of Chicago ("Employer"). 
The Employer and the Union agree as f o l l o w s : 

The job c l a s s i f i c a t i o n p r e v i o u s l y r e f e r r e d to as chauffeurs s h a l l be 
renamed Non-CDL Drivers t o more accurately describe the j©b duties of 
the c l a s s i f i c a t i o n . 

Ef f e c t i v e upon r a t i f i c a t i o n , the Employer _sh_a 11 not .employ more than 
seventy-five (75) Non-CDL Drivers. E f f e c t i v e January 1, 2020, the 
Employer s h a l l not employ more than one-hundred (100) Non-CDL Drivers. 

ACCEPTED AND AGREED, on t h i s day, of , 2018 

For Teamsters Local 700: For the C i t y of Chicago: 

By: By: 



MEMORANDUM OF UNDERSTANDING-GARAGE ATTENDANTS 

This Memorandum of Understanding ("MOU")is entered i n t o between 
T_eamsters Local "700_ ]"Union"_) and the C i t y of Chicago ("Employer". 
The Employer and the Union agree as f o l l o w s : 

A l l employees p r e v i o u s l y r e f e r r e d t o as garage attendants s h a l l be 
renamed Fleet Services A s s i s t a n t s . A l l employees r e f e r r e d to as 
garage attendants i n charge s h a l l be renamed Fleet Services 
Supervisors. 

The aforementioned changes are a name change only and do not 
c o n s t i t u t e a new job c l a s s i f i c a t i o n . -

ACCEPT_ED AND AGREED, on t h i s day_,__of L_201_8 

For Teamsters Local 700: For the C i t y ©f Chicago: 

By: Byj 
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CITY OF CHICAGO AGREEMENT WITH 
INTERNATIONAL UNION OF OPERATING ENGINEERS 

LOCAL 399 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer") and the I n t e r n a t i o n a l Union of Operating 

Engineers, Local No. 399 ( h e r e i n a f t e r r e f e r r e d t o as the Union) 

f o r the purpose of e s t a b l i s h i n g , through the process of 

c o l l e c t i v e bargaining, c e r t a i n p r o v i s i o n s covering wages, and 

other terms and conditions of employment f o r the employees 

represented by the Union. 

I n r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n f o r work p r e s e n t l y performed by employees i n 

these c l a s s i f i c a t i o n s : 

Operating Engineer, Group "C" Trainee 

Operating Engineer, Group "C" 

Operating Engineer, Group "A" 

Assistant Chief Operating Engineer 

Chief Operating Engineer 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect to rates of pay, wages, hours and other 

terms and con d i t i o n s of employment. The term "employee" as used 

1 
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herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 

ARTICLE 2 

The job c l a s s i f i c a t i o n s l i s t e d i n A r t i c l e 1 above are f o r 

d e s c r i p t i v e purposes only. Their uses are n e i t h e r an i n d i c a t i o n 

nor a guarantee t h a t those c l a s s i f i c a t i o n s or t i t l e s w i l l 

continue t o be u t i l i z e d by the C i t y . 

ARTICLE 3 
UNION AND MANAGEMENT 

Section 3.1 Management Rights 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Employer, except only as they may be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the management of the 

Employer's operations and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

t o l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or or g a n i z a t i o n of the Employer's operations, or other 

economic reasons; to h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o make and enforce reasonable ru l e s 

and r e g u l a t i o n s ; t o maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; to determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 
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machinery, equipment and m a t e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t to contract out or subcontract; 

the r i g h t t o determine the number of employees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required t o insure maximum e f f i c i e n c y p f operations; to 

e s t a b l i s h and enforce f a i r production standards; and t o 

determine the size, number and a l l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the pr o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

I n the event t h a t the Employer determines t o subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Employer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer' has declared t o be vacant i n 

the a f f e c t e d Department, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n to allow him or her t o perform 

the work. 

Pr i o r t o sub-contracting of bargaining u n i t work, the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the employment of employees subject t o l a y o f f . During 

t h a t meeting the Employer w i l l request .-and urge t h a t the sub

cont r a c t o r h i r e l a i d o f f employees. 
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ARTICLE 4 
COOPERATION IN RECRUITING 

The Union undertakes, when requested t o do so, t o stand 

ready t o f u r n i s h the C i t y of Chicago w i t h r e l i a b l e and competent 

engineers. 

ARTICLE 5 
HOURS OF WORK 

Section 5.1 The Work Week 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The normal work week s h a l l consist of 5 consecutive 8-hour 

days and 2 consecutive days o f f , except where the Employer's 

operations r e q u i r e d i f f e r e n t scheduling needs. The Employer w i l l 

n o t i f y the Union of these exceptions. 

Work s h i f t s s h a l l begin as f o l l o w s : 

F i r s t S h i f t 6 a.m. - 8 a.m. 

Second S h i f t 2 p.m. - 4 p.m. 

Thi r d S h i f t 10 p.m. - midnight 

The work week s h a l l be a regular r e c u r r i n g seven (7) day period 

beginning at 12:00 midnight (one minute a f t e r 11:59 P.M. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. 

The Employer may change the time of i t s normal work day or 

work week upon reasonable n o t i c e t o , and upon request, 

discussion w i t h the Union. 
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Section 5.2 Overtime 

A l l work performed i n excess of 40 hours worked per week; 

or i n excess of 8 hours worked i n any 24 hour period where the 

employee has 40 hours of work or excused absences; or on the 

s i x t h consecutive day- worked i n the Employer's work week, s h a l l 

be paid f o r at one and one-half (1 H) times the regular s t r a i g h t 

time hourly r a t e of pay. 

Employees who are scheduled on a seven day continuous 

operation work week and who work a s i x t h consecutive day i n the 

Employer's work week as a part of the regular work schedule, may 

e l e c t t o receive eight (8) hours compensatory time plus four (4) 

hours of pay at the regular s t r a i g h t time hourly r a t e of pay i n 

l i e u of one and one-half (1 ^) times the regular s t r a i g h t time 

hourly r a t e of pay. 

Accumulation—— a f i y—such—earned—compensatory—time—shall—be 

l i m i t e d to 120 hours. 

A l l work performed on the seventh consecutive day worked in 

the Employer's work week, s h a l l be paid for at two (2) times the 

regular hourly rate of pay. Such overtime s h a l l be computed on 

the basis of completed fif t e e n minute segments. Employees 

exempt from the Fair Labor Standards Act s h a l l not be e l i g i b l e 

for overtime under t h i s Section. There s h a l l be no pyramiding 

of overtime and/or premium pay. Daily and/or weekly overtime 

and/or premium pay s h a l l not be paid for the same hours worked.-

A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 
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(a) Overtime and/or premium time r e f e r r e d t o i n t h i s 

Agreement s h a l l be o f f e r e d f i r s t t o the employee performing the 

job and t h e r e a f t e r by s e n i o r i t y t o the most senior employee i n 

the c l a s s i f i c a t i o n at the work l o c a t i o n being given the 

opp o r t u n i t y t o work, provided the employee has the present 

a b i l i t y t o perform the work t o the s a t i s f a c t i o n of the Employer 

without f u r t h e r t r a i n i n g . A reasonable amount of overtime s h a l l 

be a c o n d i t i o n of continued employment, provided however, t h a t 

i n the event such o f f e r s of overtime are not accepted by such 

employees, the Employer may mandatorily assign such overtime by 

reverse s e n i o r i t y . 

(b) Employees i n the c l a s s i f i c a t i o n at the work l o c a t i o n 

who have been given the option t o work the overtime and/or 

premium^ time, whether the option was accepteci or r e j e c t e d , w i l l 

not be afforded the o p t i o n t o work subsequent overtime and/or 

premium time u n t i l a l l employees i n the c l a s s i f i c a t i o n at the 

work l o c a t i o n have been reasonably a f f o r d e d the op p o r t u n i t y t o 

work the overtime and/or premium time, subject t o the same 

p r o v i s i o n as i n Section 5.2(a). 

(c) A l l overtime w i l l be d i s t r i b u t e d as equally as 

f e a s i b l e over a reasonable period of time among the employees 

w i t h i n the same job c l a s s i f i c a t i o n and w i t h i n the same 

department. 

Section 5.3 Reporting Pay 

When an employee repo r t s f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the employee s h a l l receive a minimum of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e . 
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unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Department of h i s or her current telephone 

number. 

I f the employee works more than two (2) hours, he or she 

s h a l l receive a minimum of four (4) hours work or pay for that 

day. I f the employee works more than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay for that day. An 

employee who does not complete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 

option of using a portion of accrued vacation, personal or 

compensatory time for that day upon notice to the Employer. 

Section 5.4 C a l l - I n Pay 

a) Except as otherwise agreed i n w r i t i n g , employees called-

i n outside of t h e i r regular working' hours s h a l l receive a 

minimum of two (2) hours pay at the appropriate overtime r a t e 

from the time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

to an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r to any s i t u a t i o n where the 

employee i s brought i n t o work or required to stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

b) Where c a l l - i n i s contiguous t o the s t a r t of a s h i f t , but 

begins less than two (2) hours before the r e g u l a r l y scheduled 
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s h i f t , the t.wo (2) hour guarantee s h a l l , not apply, however, the 

employee s h a l l receive overtime at the appropriate rate for 

c a l l - i n time worked and the regularly scheduled s h i f t s h a l l not 

be shortened for the purpose of avoiding overtime. 

Section 5.5 Emergency C a l l Pay 

In the event a General Foreman or Foreman i s directed by 

the Employer to respond to emergency c a l l s from home and outside 

of his or her regular working hours, he or she w i l l be granted 

compensatory time at the appropriate rate for a l l v e r i f i e d time 

spent responding to the emergency from home, with a minimum of 

15 minutes of compensatory time to be granted i n any calendar 

day on which any such emergency responses were required, up to a 

maximum of two hours of compensatory time in any calendar day. 

Section 5.6 

The Employer w i l l not change an employee's normal work week 

or normal work day for the purpose of avoiding payment of 

overtime or holiday pay. I t i s understood that forces may be 

reduced on holidays without a change in schedule. 

Section 5.7 Trading S h i f t s 

S h i f t personnel should be discouraged from t r a d i n g s h i f t s . 

In personal emergencies, the t r a d i n g of s h i f t s w i l l be 

permitted, provided the supervisor i n charge gives h i s approval, 

and f u r t h e r provided, such trade does not r e s u l t i n any overtime 
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l i a b i l i t y t o the Employer. Such permission s h a l l not be 

unreasonably denied. 

Section 5.8 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accvimulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may acc\jmulate such time up to a maximtim of 160 hours. 

Use of compensatory time s h a l l be svibject to the 

operational needs of the Employer. A l l accumulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at thei r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 Current Holidays 

a) F u l l - t i m e hourly employees s h a l l receive eight hours 

s t r a i g h t - t i m e pay f o r the holidays set f o r t h below: 

1. New Year's Day 
2. Dr. Martin,Luther King's Birthday 
3. Casimir Pulaski Day 
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4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Columbus Day 
8. Thanksgiving Day 

9. Christmas Day' 

b) F u l l - t i m e s a l a r i e d employees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Memorial Day 
7 . Independence Day 
8. Labor Day 
9. Columbus Day 
10. Veterans Day 
11. Thanksgiving Day 

12. Christmas Day 

c) Employees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreement. At the employee's 

opt i o n , the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Employer. I f the employee i s required 

or allowed t o work on such designated day, the employee s h a l l 

receive the appropriate holiday premium r a t e . An employee may 

e l e c t to carry over the personal day to the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Employees may not designate such personal day i n 
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connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Employer. New employees who 

commence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e . f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

d) The b e n e f i t s set f o r t h i n (a) and (b) above s h a l l be 

paid provided the employee i s i n pay status the f u l l scheduled 

work day immediately preceding and the f u l l scheduled work day 

immediately f o l l o w i n g such holiday, or i s absent from work on 

one or both of those days w i t h the Employer's permission; such 

permission s h a l l not be unreasonably denied. 

e) Beginning January 1, 1993, a l l employees who are 

r e g u l a r l y assigned t o work at the Chicago Public L i b r a r y system 

s h a l l receive holidays i n accordance w i t h the Chicago Public 

L i b r a r y system's holiday schedule. 

NOTE: The system observes the f o l l o w i n g holidays: 

HOLIDAYS 

New Year's Day 
Martin Luther King's Birthday 
Lincoln's Birthday 
Washington's Birthday 
Pulaski Day 
Memorial Day 
Independence Day 
Labor Day 
Thanksgiving Day 
Christmas Day 

Section 6.2 Payment for Holiday 
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I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1 he/she s h a l l be paid at the rat e of 

two and one-half (2 -4) times (which includes holiday pay) 

his/her normal hourly r a t e f o r a l l hours worked. 

I f the employee i s not required t o work on calendar holiday 

s p e c i f i e d i n Section 6.1, such employee s h a l l be paid e i g h t 

hours at s t r a i g h t time f o r such holiday. 

A l l h oliday time s h a l l be considered time worked f o r the 

purposes of computing overtime except where the holiday f a l l s on 

the' employee's day o f f . 

Section 6.3 Determining Work Days as Holidays 

A holiday i s the calendar day running from midnight t o 

midnight. An employee whose workday extends over p a r t s of two 

(2) calendar days, one of which i s a holiday, s h a l l be 

considered t o have worked on the holiday i f the m a j o r i t y of the 

hours worked f a l l on the holiday. 

Section 6.4 Failu r e to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s 

to report to work, the employee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other emergency. 

Section 6.5 Holiday Observance 

Except f o r em'ployees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 
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Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For employees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an employee's vacation 

period . the Employer s h a l l have the opt i o n of gr a n t i n g the 

employee an extra day's pay or an extra day of vacation at a 

time mutually agreed upon between the employee and the 

department head, provided the employee works the f u l l scheduled 

workday immediately preceding the f u l l scheduled workday 

immediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Employer f i n d s t o be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

employed. An employee w i l l earn the f o l l o w i n g amounts of paid 

vacation, based on such employee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service P r i o r t o July 1 Vacation 

Less than 6 years 13 days 
6 years or more, but less than 14 years 18 days 
14 years or more 23 days 
A f t e r 24 years 24 days 
A f t e r 25 years 25 days 

13 
356584 .: 



Section 7.2 Pro Rata Vacations 

An employee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The employee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current "calendar year; or 

2. The employee was separated from employment, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous servic e . 

The amount of pro r a t a vacation i s determined by d i v i d i n g 

the number of months of continuous service the f u l l - t i m e 

employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

amount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above and w i l l be paid on a supplemental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. Any f r a c t i o n 

i s rounded o f f t o the nearest whole number of days. 

Part-time employees who work at l e a s t 80 hours per month 

earn vacation on a pro rata basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Employer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 Vacation Forfeiture 

A l l earned vacation leave s h a l l be forfeited unless (1) the 

employee was denied vacation by the employer, or (2) the 

employee i s on an approved leave of absence, or (3) the employee 

elects in writing to carry over vacation days (up to three (3) 

ouch vacation days of accrued and unused vacation days for 
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employees w i t h less than ten (10) years of s e r v i c e , and up t o 

f i v e (5) days of accrued and unused vacation days f o r employees 

w i t h ten (10) or more years of service) f o r use i n d i v i d u a l l y or 

consecutively during the next vacation year, provided t h a t • 

n o t i c e of such e l e c t i o n s h a l l be given t o the employer before 

December 15 of the vacation year. Carry over days s h a l l , not 

count against an employee's maximum number of s i n g l e use 

vacation days provided f o r under t h i s Agreement. Such ca r r y over 

vacation days must be scheduled i n the then c u r r e n t year f o r use 

i n the next year. C a n c e l l a t i o n or re-scheduling o f c a r r y over 

days s h a l l be c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the 

Agreement under Vacation Picks , u p o n — m u t u a l — a g r c o m c n t — — t h ^ 

employer,—which, agreement—shall' not—be—unreasonably—denied— 

withheld, and such carry over days must be taken on or before 

A p r i l June 30 of the next vacation year (or w i t h i n s i x (6) 

months, i n the case of an employee's r e t u r n from an approved 

leave of absence). Nothing h e r e i n ' s h a l l l i m i t or p r o h i b i t the 

Employer from a l l o w i n g the employee t o reschedule c a r r y over 

before June 30^^, or approving the rescheduling o f c a r r y over 

days beyond June 30̂ *̂ . Employees on duty d i s a b i l i t y s h a l l r e t a i n 

any vacation leave earned p r i o r to being placed on duty 

d i s a b i l i t y leave, together w i t h a l l vacation time earned during 

the period of duty d i s a b i l i t y f o r the twelve (12) months 

f o l l o w i n g the date i n which the person became disabled, and 

s h a l l be e n t i t l e d to use such vacation time w i t h i n twelve (12) 

months f o l l o w i n g t h e i r r e t u r n to work. 
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Section 7.4 Employees Laid-off or Discharged 

Employees who are terminated f o r cause are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns i n l i e u o f 

discharge i s e n t i t l e d t o the amount o f vacation pay i n t h e i r 

bank a t the time of r e s i g n a t i o n . Employees s h a l l not ' earn 

vacation credit for any period during which they are on layoff 

or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation' of A r t i c l e 13 of t h i s Agreement. 

In the event of the death of an e l i g i b l e employee, the surviving 

widow, widower or estate s h a l l be en t i t l e d to any vacation pay 

to which the deceased employee was ent i t l e d . 

Section 7.5 Rate of Vacation Pay 

The rate of vacation pay s h a l l be computed hy multiplying 

the employee's straight time- hourly rate of pay in effect for 

the employee's regular job at the time the vacation i s being 

taken, times 8 hours per day, times the number of days' vacation 

to which the employee i s ent i t l e d . Salaried employees s h a l l 

receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 

determine the number and scheduling of crews and employees who 
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can be on vacation at any one time without hindering the 

operation of the Department. The Department w i l l not designate 

any time or p e r i o d during the calendar year when e l i g i b l e 

employees ' would be p r o h i b i t e d from scheduling and t a k i n g 

vacation time. 

Employees s h a l l make vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

Department w i l l respond t o the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days from the 

date the request i s received by the Department, except i n cases 

where the request i s made f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency-

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe manpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

' s k i l l indispensable to the immediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payment to the employee ~ of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, or f o r a normal 
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work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

C a ncellation of approved vacation requests which would 

r e s u l t i n serious provable f i n a n c i a l loss t o an employee s h a l l 

occur only i n the most extreme emergencies. I n the event of 

such c a n c e l l a t i o n , the Employer w i l l reimburse the employee f o r 

reasonable losses i n c u r r e d as a d i r e c t r e s u l t of the 

c a n c e l l a t i o n , (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit f o r f e i t u r e s , and the l i k e ) . 

Section 7.7 Non-Consecutive Vacation Days 

Employees may receive up to five s i x (6) of their vacations 

days one or more day(s) at a time as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so late 

in the vacation year that the employee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 
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charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side o f the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees may designate and us.e at t h e i r o p t i o n up t o f i v e 

- f ^ s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreement as s i c k days to' cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l i n c l u d e (or 

may be expanded upon by the C i t y ) : (i)mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

p a r t n e r i s r e g i s t e r e d w i t h the Department of Human Resources. 

The Employer reserves the r i g h t t o ask the employee t o f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g t o use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inform the 

representative of the Employer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . S alaried employees who c u r r e n t l y 
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are r e c e i v i n g sick days under t h i s Agreement s h a l l be i n e l i g i b l e 

t o use vacation days as s i c k days while they have a v a i l a b l e 

unused s i c k days. 

Section 7.8 Reciprocity with Other Agencieo 

Afty employee of ' the C i t y of Chicago h i r e d — p r i o r fee 

February 13, 198 6—whe—ha-s—rendered—service—fee—fehe—County—e# 

Cook,—fehe—Chicago—Park—District,— t h e—Chicago—Housing—Authority, 

t r h e—Forest—Preserve—District,—the . M e t r o p o l i t a n — S a n i t a r y — D i s t r i c t 

of Greater—Chicago,—fehe—State—e^—Illinois,—fehe—Chicago—Board of 

Education, fehe C i t y — C o l l e g e s Chicago, Community—College 

D i s t r i c t — 5 0 8 ,—the Chicago T r a n s i t Authority,—fehe—Public B u i l d i n g 

Commission e^ Chicago, the Chicago Urban Transportation 

D i s t r i c t , — a f t d — f e h e — R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

fe4^e—right—fee—have—fehe—period—e-f—such—service—credited—afi4 

counted—fer—fehe—purpose—ef—computing—fehe—number—e^—years—e# 

service—ae—aft—employee—e-f—fehe—City—fe*—vacations,—provided—that 

s u c h — s e r v i c e — h a e — b e e n — c o n t i n u o u s — s e r v i c e . However,—vacation 

t i m e — a c c r u e d — w h i l e — w o r k i n g — f e r — a n o t h e r — p u b l i c — a g e n c y — i - s — a e f e 

t r a n s f e r a b l e . Employees—hired—after—February—15-^ 198 6—whe 

render—service—fer—aft^^—other—employer—a-s—stated—above—shall—have 

ferhe—right—fee—have—fehe—period—e-f—such—service—credited—aftd 

counted—fer—fehe—purpose—ef^—computing—fehe—number—ef—years—e# 
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s e r v i c e — a e — a f t ^ — e m p l o y e e — e f — f e h e — C i t y — f e r — v a c a t i o n s , — p r o v i d e d — a 

m a j o r i t y of other employees of tho Employer receive ouch c r e d i t . 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 

For a l l purposes under t h i s Agreement, " s e n i o r i t y " s h a l l 

mean an employee's continuous service i n the employee's current 

job t i t l e (time i n t i t l e ) . Where i t may be .necessary t o 

determine r e l a t i v e s e n i o r i t y between two or more employees who 

have the same time i n t i t l e , then s e n i o r i t y s h a l l be determined 

by t o t a l continuous service i n any bargaining u n i t t i t l e s 

(bargaining u n i t s e n i o r i t y ) . 

Where i t may be necessary to determine r e l a t i v e seniority 

between two or more employees who have the same time i n t i t l e 

and the same t o t a l continuous service i n any bargaining unit 

t i t l e s , seniority s h a l l be determined by lo t t e r y applied at the 

time of hire . 

Section 8.2 

Continuous service means continuous paid employment from 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employment. In a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one-year or less or 
l a y o f f of 30 days or less; or 
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2. An absence where the employee i s adjudged e l i g i b l e f o r 
duty d i s a b i l i t y compensation.. 

Section 8.3 Interruption In Service 

(a) Non-seasonal employees who work a minimum of e i g h t y 

(80) hours per month s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) Unpaid leave of absence f o r more than 30 

days or l a y o f f f o r more than 30 days, unless 

employees are allowed t o accumulate 

s e n i o r i t y under t h i s Agreement. 

(b) Seasonal employment of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the time worked. 

(c) Seasonal employment i n excess of 120 days i n any 

calendar year s h a l l be credited toward continuous service. 

Section 8.4 Reciprocity 

Employees—hired p r i o r fe-e February 15-̂  198 6 whe have 

r e n d e r e d — s e r v i c e — f e e — t h e — C o u n t y — e f — C o o k , t h e — C h i c a g o — P a r k 

D i s t r i c t , fehe—Foreot Prcocrve D i s t r i c t , fe4^-e—Chicago—Housing 

A u t h o r i t y , the Metropoli t a n Sanitary D i o t r i c t e i Creator 

Chicago,— t h e—State—ef—Illinoio,—fehe—Chicago—Board—ef—Education, 

C i t y — C o l l c g c o — e f — C h i c a g o , — C o m m u n i t y — C o l l e g e — D i s t r i c t — 5 0 8 ,—fehe 

Chicago Tranoi t A u t h o r i t y , Public B u i l d i n g Commiooion ef-
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Chicago, fehe—Chicago—Urban—Transportation—Diotrict—aftd—fehe 

Regional—Transportation—Authority—shall—have—fehe—period—ef^—such 

s e r v i c e — c r e d i t e d — a f t ^ — c o u n t e d — f e r — f e h e — p u r p o s e — e f — a d v a n c e m e n t 

w i t h i n — l o n g e v i t y — s a l a r y — s c h c d u l c o . However, employees—hired 

a f t e r February 1̂ -̂  198 6—who •—render ocrvicc f e r aft-y—other 

employer ao—otatcd above o h a l l have t h e — r i g h t t o have the pe r i o d 

ef ouch ocrvicc c r e d i t e d and counted f e r fe^te purpooc e# 

advanccment w i t h i n l o n g e v i t y oalary ocheduleo provided a 

majority of other employees of the Employer receive ouch credit. 

Section 8.5 Break in Service 

Notwithstanding the p r o v i s i o n s of any ordinance or r u l e t o 

the contrary, continuous service of an employee i s 'broken, the 

employment r e l a t i o n s h i p i s terminated, and the employee s h a l l 

have no r i g h t -to be r e h i r e d , i f the employee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

days without n o t i f y i n g the employee's authorized Employer 

representative unless the circumstances preclude the Employee, 

or someone on h i s behalf, from g i v i n g such n o t i c e , does not 

a c t i v e l y work f o r the Employer f o r twelve (12) months (except 

f o r approved f u l l time Union rep r e s e n t a t i v e leaves or medical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on l a y o f f 

f o r more than twelve (12) consecutive months i f the employee has 

less than f i v e (5) years of service at the time of the l a y o f f . 
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or i s on layoff for more than two (2) years i f the employee has 

five (5) or more years of service at the time of the layoff. 

Section 8.6 Probationary Employment 

New employees, h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement, w i l l 

be regarded as probationary employees f o r the f i r s t twelve (12) 

•s4-̂ «—(r&)- months of t h e i r employment and w i l l receive no s e n i o r i t y 

or continuous service c r e d i t during such probationary period. 

Probationary employees continuing i n the service of the Employer 

a f t e r twelve (12) e i x (-&) months s h a l l be career service 

employees and s h a l l have t h e i r s e n i o r i t y date made r e t r o a c t i v e 

t o the date of t h e i r o r i g i n a l h i r i n g . Probationary employees 

may be d i s c i p l i n e d or discharged as e x c l u s i v e l y determined by 

the Employer and such Employer a c t i o n s h a l l not be subject t o 

the grievance procedures, provided t h a t , ( 1 ) a f t e r the f i r s t s i x 

(6) months of the probationary p e r i o d , i f the Employer intends 

t o impose a d i s c i p l i n a r y suspension on the probationary employee 

where the suspension would r e s u l t i n a loss of pay, p r i o r t o 

imposing the suspension, except i n emergency or where the 

employee i s unav a i l a b l e , the Employer s h a l l n o t i f y the employee 

and the Union and, upon request from the Union, w i l l schedule a 

meeting w i t h the Union and the employee t o discuss and allow the 

employee t o respond t o the accusations, and/or (2) i f the 

Employer, w i t h i n i t s d i s c r e t i o n , r e h i r e s a former employee who 

di d not complete his/her probationary period w i t h i n one year 

from the employee's t e r m i n a t i o n , and said former employee had 

served 90 days or more of his/her probationary period, a l l time 
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previously served in the probationary period s h a l l be counted 

for purposes of determining when the said employee completes 

his/her probationary period. A probationary employee who has 

served 90 days or more of his/her probationary period and who i s 

l a i d off s h a l l be given preference over other applicants for 

employment in the same job t i t l e in the department from which 

he/she was l a i d off, so long as he/she does not refuse an offer 

of employment, and does not suffer a break in service under 

Section 8.4 of thi s Agreement. Seasonal employees who have 

worked without a break i n service or who have works more than 

twelve (12) c\imulative months and bid into (or otherwise become) 

career service position/employees, s h a l l not have to serve the 

above twelve (12) month probationary period, but s h a l l have an 

evaluation period not to exceed s i x t y (60) days, to demonstrate 

that he/she can perform the job. I f the Employer has j u s t cause 

based upon the employee's job performance at any time during the 

evaluation period that the employee cannot perform the job, then 

he/she s h a l l be returned to the seasonal position held j u s t 

prior, displacing, i f necessary, any employee who has been 

placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary employees s h a l l be compensated at the 

same rat e as career service employees. 

Section 8.7 Temporary Employment 
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I t i s the i n t e n t of the p a r t i e s t o continue the p r a c t i c e of 

u t i l i z i n g r e l i e f personnel i n the cases of vacation., sickness or 

temporary r e l i e f . This p r a c t i c e should continue t o be performed 

i n the Departments which have Bargaining Unit t i t l e s throughout 

the l i f e of t h i s Agreement. 

I t i s understood and agreed t h a t i n d i v i d u a l s performing 

r e l i e f work w i l l be selected from a pool of people consistent 

w i t h the City's h i r i n g procedures. Once these i n d i v i d u a l s are 

working, the f o l l o w i n g apply: 

1. These i n d i v i d u a l s w i l l be paid at the s t r a i g h t time 

ra t e f o r a l l work performed up t o and i n c l u d i n g f o r t y (40) hours 

per week. 

2. These i n d i v i d u a l s w i l l be paid the rat e d time and one-

h a l f (1-1/2) f o r a l l hours worked i n excess of f o r t y (40) hours 

i n a work week. 

3. I n the event these i n d i v i d u a l s work on a holiday, they 

w i l l not receive holiday pay but w i l l be paid at the r a t e of 

time and one-half (1-1/2) f o r a l l hours worked. 

4. These i n d i v i d u a l s are not e n t i t l e d t o any other 

compensation or b e n e f i t s other than those enumerated i n Items 1, 

2 and 3 above. 

5. I n d i v i d u a l s performing work under t h i s Agreement are 

not, and s h a l l not a t t a i n probationary Career Service or Career 

Service s t a t u s . 
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6. Individuals performing work under t h i s Agreement s h a l l 

not perform work in any assignment for longer than a ninety (90) 

day period and in no way be allowed to work more than 180 

calendar days. 

Section 8.8 Layoffs/Recall 

Probationary employees w i t h more than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior employee 

i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t , 

provided the a b i l i t y , q u a l i f i c a t i o n s t o perform the required 

work, and the employee's job performance are equal among the 

other employees i n the job, and f u r t h e r provided, the l a y o f f 

does not have a negative e f f e c t on the Employer's e f f o r t s t o 

ensure equal employment o p p o r t u n i t i e s . 

I f two or more employees share the same t i m e - i n - t i t l e , the 

emplo.yee w i t h the l e a s t continuous service time w i t h the C i t y 

s h a l l be l a i d - o f f f i r s t . 

A l a i d - o f f employee may displace (bump) the l e a s t senior 

employee, i f any, i n the most recent lower job t i t l e the 

employee t o be l a i d o f f has held, provided the employee t o be 

l a i d o f f has the then present a b i l i t y to perform the job t o the 

Employer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Employees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f , subject to the same provisos. 
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Section 8.9 Promotion/Filling of Permanent Vacancies 

A. The Employer s h a l l determine i f there i s a permanent 

vacancy t o be f i l l e d and whether said vacancy s h a l l be f i l l e d . 

B. Employees w i t h i n a Department who desire a change i n 

s h i f t , day o f f , group or work l o c a t i o n of t h e i r job assignment 

s h a l l request such, change i n w r i t i n g on the Employers form. 

When f i l l i n g a vacancy the Employer s h a l l s e l e c t the most senior 

( t i m e - i n - t i t l e ) employee i n the job c l a s s i f i c a t i o n i n the 

Department who has such a request on f i l e , provided the employee 

has the present a b i l i t y t o perform the required work without 

f u r t h e r t r a i n i n g a f t e r a reasonable o r i e n t a t i o n period. 

Employees may f i l e such requests i n December f o r the period 

beginning i n January and continuing through June of the 

f o l l o w i n g year and i n June f o r the period beginning i n July and 

continuing through December. Employees f i l i n g m u l t i p l e requests 

and accepting a t r a n s f e r s h a l l only be allowed a s i n g l e t r a n s f e r 

i n a one (1) year period. 

¥he current p r a c t i c e i f i regard fee t r a n s f e r between 

Departm e n t s — w i l l — c o n t i n u e , — p r o v i d e d — t h a t — b o t h — D c p a rtment—Heads 

e r e — i n agreement. 

Nothing s h a l l preclude an employee from submitting a bid on 

an equal rated position i n another department i n accordance with 

Section 8.9(E) below. 
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C. When f i l l i n g a vacancy and there are no said employees 

who have t r a n s f e r requests on f i l e , the Department s h a l l s e l e c t 

the employee i n the job c l a s s i f i c a t i o n from a current r e c a l l or 

reinstatement l i s t , p r i o r t o any not i c e of posting being sent t o 

the Union. 

D. I f there are no e l i g i b l e employees on a current 

r e c a l l or reinstatement l i s t the Employer s h a l l post th'e job f o r 

bidding. Nothing i n t h i s agreement s h a l l r e q u i r e the posting or 

bidding of the f o l l o w i n g entry l e v e l job: Operating Engineer 

Group C. 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the C i t y 

of Chicago CAREERS website. A copy of the p o s t i n g w i l l be 

provided t o the Union a t l e a s t 72 hours p r i o r t o the e l e c t r o n i c 

p o s t i n g . Said vacancies s h a l l be posted f o r f o u r t e e n (14) days 

on the CAREERS WEBSITE. The p o s t i n g s h a l l contain a t l e a s t the 

f o l l o w i n g i n f o r m a t i o n : j ob t i t l e , q u a l i f i c a t i o n s , days o f f , 

s h i f t , hours, work l o c a t i o n , i f known, and the r a t e of pay. The 

po s t i n g s h a l l also i d e n t i f y the n\amber, of p o s i t i o n s t o be 

f i l l e d . I f the number t o be f i l l e d changes, the Employer s h a l l 

promptly n o t i f y . 

E. Q u a l i f i e d employees s h a l l be given an equal 

op p o r t u n i t y w i t h other applicants to b i d on jobs which pay equal 

or higher rates of pay and which are declared vacant by the 

Employer. Vacancies w i l l be posted f o r a period of fourteen 
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(14) calendar days. ( P r i o r — f e e — f e h e — f i r s t — d a y — e f — p o o t i n g ) , 

w r i t t e n — n o t i c e — v j i l l — b e oent to—fe+ie—Union . Prior to the 

commencement of the selection process, the employer w i l l provide 

the Union w i t h a l i s t of q u a l i f i e d bidders. P r i o r fee fehe 

commencement—of t h e — o e l e c t i o n proccoo,—fehe—Employer—v i l l—provide 

fe^^e—Union—with—a—Hot—ef—qualified—bidders—aftd—a—copy—ef^—Form 

— a n d - t h e — F o r m — H i r i n g — C r i t e r i a .—The Employer s h a l l 

select the most q u a l i f i e d a p p l i c a n t . Where applicants are 

equally q u a l i f i e d , the Employer s h a l l s e l e c t the most senior 

employee of those applying who has the greatest a b i l i t y t o f i l l 

the needs determined by the Employer w i t h due regard t o the 

Employers " a b i l i t y " s h a l l be determined by the Employer based 

upon performance evaluations, experience, t r a i n i n g , proven 

a b i l i t y and s i m i l a r c r i t e r i a . Senior bidders who are not 

selected s h a l l be so n o t i f i e d i n w r i t i n g . ''"Seniority" s h a l l 

mean, f o r purposes of t h i s Section, the employee service i n the 

job t i t l e ( t i m e - i n - t i t l e ) . 

P r i o r t o n o t i f y i n g the successful b i d d e r / a p p l i c a n t , 

the Department s h a l l give the Union a l i s t of bidders 

i d e . n t i f y i n g where a p p l i c a b l e , the successful bidder ( s ) . Upon 

request, the Department s h a l l schedule a meeting w i t h the Union 

to review the s e l e c t i o n process, i n c l u d i n g the reasons f o r 

s e l e c t i o n and r e j e c t i o n of bidders. This meeting s h a l l include 

a review and discussion of documents used i n the h i r i n g process 
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including documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information summary, and hiring c r i t e r i a 

rating form. I f requested, -the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

F. Should the Employer decide t o rescind a po s t i n g i t 

s h a l l n o t i f y the Union i n w r i t i n g w i t h i n fourteen (14) days of 

the c l o s i n g date of the b i d i n question. 

I f the job i s l a t e r reposted, previous bidders s h a l l be 

considered f o r s i x (6) months from the date of the o r i g i n a l b i d . 

G. During the b i d and/or s e l e c t i o n process the Employer 

may f i l l the vacancy on a temporary basis. 

H. The successful bidder f o r any jobs under t h i s Section 

s h a l l have an evaluation period, not t o exceed s i x t y (60) days, 

to demonstrate t h a t he or she 'can perform the job. I f the 

Employer has j u s t cause based upon the employees job performance 

at any time during t h a t period t h a t the successful bidder cannot 

perform the job , then the successful bidder., s h a l l be returned 

to the job he/she held j u s t p r i o r to the awarding of the b i d , 

d i s p l a c i n g , i f necessary, any employee who has been placed i n t o 

said job. 

I . An e l i g i b i l i t y l i s t of bidders for a position s h a l l be 

good for one year from the date a bid closes and may be renewed 
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and extended for one additional year by mutual agreement. 

Ef f e c t i v e January 1, 2018, a successful bidder or new hire may 

not be deemed the successful bidder for another permanent 

vacancy u n t i l one year has passed since t h e i r appointment date. 

Section 8.10 Transfers 

Employees—vjith—a—department—whe—desire—a—change—ift^—shift, 

d a y — e # f — g r o u p — e r — w o r k — l o c a t i o n — e f — t h e i r — j - e f e — a s s i g n m e n t — s h a l l 

request—ouch—change—ifl^—writing— e f i—fehe—Employer ' o—form. When 

f i l l i n g — a — v a c a n c y , — f e h e — E m p l o y e r — o h a l l — s e l e c t — f e h e — m o s t — s e n i o r 

(timc-in-titlc) employee ift^ fehe jete classification—ifi the 

department—who has—ouch—a—request— e n—file,—provided the employee 

h a e — f e h e — p r e s e n t — a b i l i t y — f e e — p e r f o r m — f e h e — r e q u i r e d — w o r k — w i t h o u t 

f u r t h e r — t r a i n i n g . Employeeo—mey—file—such—rcqucoto—ift—December 

fer—fehe—period—beginning— i n—January— a n ^—continuing—through—June 

e f — f e h e — f o l l o w i n g — y e a r — a f i d — i f i — J u n e — f e r — f e h e — p e r i o d — b e g i n n i n g — i f t 

July and—continuing—through—December . Employees—filing m u l t i p l e 

requests—and accepting a — t r a n s f e r — s h a l l — o n l y be—allowed a—oingle 

t r a n o f c r i n the oix—f-6-)—month period. 

The current p r a c t i c e i n regards fee trans f e r between 

departments—will—continue,—provided—that—both—Department—Heads 

e r e — i n agreement. 
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ARTICLE 9 
WAGES 

Section 9.1 Prevailing Wage Rates 

Effective July 1, 20-9-17, employees covered by th i s 

Agreement s h a l l continue to receive the hourly rate being paid 

to crafts or job c l a s s i f i c a t i o n s doing similar kinds of work in 

Cook County pursuant to the formula currently used by the United 

States Department of Labor in administering the Davis-Bacon Act 

as currently being paid to said employees as set forth in 

Appendix A appended to and made a part of th i s Agreement. 

Section 9.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 20-9-17, through the period ending June 30, 20i^22, 

the wage ra t e r e f e r r e d to i n the immediately preceding s e c t i o n 

s h a l l be adjusted to r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid to c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 9.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such rates, when established, s h a l l be paid as of 

said e f f e c t i v e date. In no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 9 . 3 Non-Prevailing Wage Rates Governing—First—Fivo-
Yoaro of thia Agreement (07/01/2007 to 06/30/2012) 
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E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l employees who are i n no n - p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

• Effective 07/01/2007 1% 01/01/2018 - 2.00% 

• Effective 01/01/2008 —2.25°o 01/01/2019 - 2.25% 

Year 

Effective 01/01/2009 — 3 ^ 01/01/2020 - 2.00% 

Year 3: 

Effective 01/01/2010 - 3°o 01/01/2021 - 2.25% 

Year 4 

Effective 01/01/2011 3.25°o 01/01/2022 - 2.00% 

Year 5-h 

• — E f f e c t i v e 01/01/2012 

Section—4-^-4 Non-Prevailing—Wage—Rates—Govorning—Second—Five-
Yoar Torm (07/01/2012 to 06/30/2017) 

# 

Effective—fehe—following—dates,—fehe—City—will—make—fehe—wage 

adj ustments—below—fer—a-H—employees—whe—a-^e—ift—non-prevailing 

r a t e — c l a s s i f i c a t i o n s — a n d who a r c — c i t h e r on the payroll—a-s—ef—fehe 

e f f e c t i v e — d a t e — o r o n — l a y - o f f w i t h r e c a l l — r i g h t s : 

Year—6-7-

E f f c c t i v c 01/01/2013 2% 

Year 7 
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• — E f f e c t i v e 01/01/2014 24-

Year 8: 

• — E f f e c t i v e 01/01/2015 •• 2°o 

Year 9: 

• — E f f e c t i v e 01/01/2016 

Year 10: 

• — E f f e c t i v e 01/01/2017 2°o 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees 

i n n on-prevailing wage ra t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non- p r e v a i l i n g r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non-prevailing wage ra t e c l a s s i f i c a t i o n s * * receive 

a lump sum payment i n any contract year, employees i n non-

p r e v a i l i n g r a t e • c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the same lump sum payment i n any such year. The p a r t i e s 

agree t o confer regarding the t i m i n g , amount and implementation 

of "any wage adjustment or lump sum payment under t h i s Secti.on 

p r i o r to such adjustment being paid. 
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**Exclusive of sworn employees of the Chicago Police Department 

and uniformed members of the Chicago Fire Department. 

Section 9.4 Retroactivity 

The increases set f o r t h i n A r t i c l e 9, Sections 9.1 and 9.3, are 

payable t o a f f e c t e d employees who, as of August 2,—2007 the date 

of f i n a l r a t i f i c a t i o n of t h i s Agreement by the C i t y Council, are 

either on the payroll, or are on approved leave, or are on 

layoff with r e c a l l rights, or are seasonal employees who are 

e l i g i b l e for rehire, or are former employees who r e t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the City Council, inclusive. 

Section 9.6 Out of Grade Pay 

An employee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perform • s u b s t a n t i a l l y a l l of the dut i e s and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h is own tenure f o r a l l such time from the f i r s t 

day of the assignment. The Employer agrees t h a t i t w i l l make 

such assignments f o r not less than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The time limits for such individual aooignmcnto to acting into 

higher-rated jobs s h a l l not exceed one hundred eighty (180) days 

be—ninety—( 90)—days, except where a regular incumbent i s on 
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leave of absence, in which case the time l i m i t for acting into 

such position may not exceed one (1) year be oix—(-&-)—months and 

no individual employee can act into that position for more than 

ninety (90) days. The time li m i t s may be extended by mutual 

agreement of the parties. I f the one hundred eighty (180) day 

time l i m i t i s extended to one year due to a regular inc\imbent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent the 

Employer continues to require the performance of the duties of 

the higher-rated job beyond the time l i m i t s set forth herein, 

the assignment position s h a l l be treated as a "permanent 

vacancy" within the meaning of Section 14.10 of th i s Agreement— 

and the employer s h a l l he—subject to the applicable postiftg^ and 

f i l l the job as a "permanent vacancy" subject to the applicable 

provisions of that Section. 

Section 9.7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtime or 

premium pay s h a l l be paid t o employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. In the event of an 
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a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or premium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the employee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute t o the Department timekeeper on the "Employee 

Pa y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's submission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Department w i l l submit a 

supplemental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the employee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 
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check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o the employee the sum of $-5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i m i t e d t o duty d i s a b i l i t y ) , overtime 

earned under the City's emergency snow removal program, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other pa,yment o b l i g a t i o n s 

w i t h respect t o the payments r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement. 

(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Committee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's members of the Committee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives to serve as members of the Committee. The 

Committee w i l l meet not less than q u a r t e r l y , or more 
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f r e q u e n t l y as the need may a r i s e , t o review ongoing issues 

regarding p a y r o l l , compliance w i t h t h i s Section, or other 

issues of mutual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreement. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from time-to-time a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f meetings w i t h Department heads t o review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t employees. 

ARTICLE 10 
GROUP HEALTH, VISION CMiE, 

DENTAL, LIFE AND ACCIDENT BENEFITS 

Section 10.1 

(a) The Employer s h a l l provide t o employees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the same terms and con d i t i o n s 

applic a b l e t o said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 

(b) Employees who participate in the Employer; medical 

care plan or an HMO s h a l l make the .following percentage 

contributions toward , their health care coverage based on the 

applicable percentage of their base pay salary (not including 

overtime) limited by the salary cap: 
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July 1, 2017 

July 1, 2018 

Jan. 1, 2019 

Jan. 1, 2020 

Single 

1.2921% 

1.7921% 

2.2921% 

2.7921% 

Employee +1 

1.9854% 

2.4854% 

2.9854% 

3.4854% 

Family 

2.4765% 

2.9765% 

3.4765% 

3.9765% 

Salary Cap 

$90,000 

$100,000 

$115,000 

$130,000 

4i-) e m p l o y e e — m e d i c a l — c o n t r i b u t i o n s — a r e — b a s e d — e n — a 

compooitc—1. 6°o—of baoo—oalary—fer—single,—employee—a n d t 

one,—aftd—family—levels— e i—coverage—a-s—opecificd below. 

•Fer—example, fehe c o n t r i b u t iono—afe^ o c l c c t c d — s a l a r y 

l e v e l s per pay period are as—follows: 

ANNUAL 
C'7\ T 7\ P Y 

SINGLE 
1 n o 1 9-

EMPLOYEE 1-1 FAMILY 
T m n c; a 

1 . CJ zl O 1 0 — ± . 3 / 1 ^ / 6 1 . !^ / U D c 

rin t n "̂ ^n nnn 1 ^ Rn 1 0 n n o o n n 
up LCJ ^ J \J f \J \J \J 

$^0 nm 
1 ^ . U CJ 
1 o o c 

1 1^ . CJ CJ 
i n T c; 

• ^ - r r - i U CJ 

/I fi ^ 
^ \J f \J \J J-

s(1 n nnn 
1 ^ . O sj 

^ !\ 
1 !7 . / O T . O o 

TO on 
•Y 'J, ^ f v_/ >^ 

s5n nnn 
X / . 1 *5 
O 1 / o 

^ u . o o 
-3 O 0 1 A ^ n c 

V u , u u CJ 

sfin nnn 
^ L . 4 ^ 

s 7 n 
O . 1^ 1 

T 0 i l 0 

• • - 4 -1 . CJ 3 

/I 0 fi •~C \ j f w w 

S"'n nnn 
^ J . / CJ 
o n n q 

^ _? . 4 .J 

1̂ fi 0 7 R i4 T 
V ' / U U VJ 

s°n nnn 
^—t . J J 

-> l\ on 
*! O . CJ / 

' ^^ fi fi 
3 / . rt / 

fi R fi o 
V U U / U U VJ 
< ^ o n q n n 

^ i . ^ / 
T O C, K R 0 ^ A 

O 3 . D 0 
7 0 o n 

Y <j f J J J 

$ 9 0 , 000 1 3 8 . 6 0 
O 1? . zl rr 

5 9 . 3 0 
/ J . 0 y 

7 3 . 9 5 

A t l — c o n t r i b u t iono—ohall—be—made—eft—a—pre-tax—baoio—aft^—are 

payable on a per pay period basis. 

-(-2-) e f f e c t i v e — J u l y — h , — 2 0 0 6 — e m p l o y e e — m e d i c a l — c o n t r i b u t i o n s 

a r - e — b a s e d — e n — a — c o m p o o i t c — 2 . 0 % — e i — b a o c — o a l a r y — f e ^ 

oingle, employee aft^ one, aftd f a m i l y I c v c l o ê f-

coverage a-s o p e c i f i c d below. Fer example, fehe 
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c o n t r i b u t iono—a-fe—oclcctcd—oalary levelo—per—pay—period 

are ao—followo: 

ANNUAL 
o 7\ T 7\ n - v 

SINGLE 
-] o n o -| q. 

EMPLOYEE+1 
1 n q c 4 Q. 

FAMILY 
o ,4 7 fi c, ?-

Z l l I X J I i r \ 1 X . ^ J ^ ± fj 1 .. .J O 3 4 u zL . 4 / D 3 G 

1 R 7 1 e- o o o o <̂  7 fi S 
CJl iClCJJ. V . ^ C J , CJCJCJ 

* O f l f) f) 1 

V 1 3 . 1 ± 

1 fi I S 
V ^ ^ • o o 

A on 
V z_ / . U 3 
<• o f) n f: 

*̂  o v f CJ u 1 

i : AO 0 n n 

V 1 O . 1 3 

1 R 4 
y zl 4 . O zl 
c- o o no 

V 3 CJ . 1^ O 
t /] 1 o o 

V ^ CJ , U U 

* c, n nnn 
V zi 1 . 3 4 
e o n o 

V 3 3 . CJ L? 

A l "5 fi 
V 4 1 • zl O 

R 1 R 0 
V 3 CJ , CJ CJ CJ 

* Cf) n n n " 
V zl O . J ^ 
O -3 O O f ) 

V 4 1 . 3 O 

<̂  d 0 fid 
9 3 1 • 3 1^ 

fii 0 1 
y O CJ , CJ CJ CJ 

e T n nnn 
V 3 zl • 3 CJ 
4; O 7 (C n 

V 4 . O 4 

* R 7 0 1 
V CJ 1 . _J 1 

t -7 O O O 
V ' CJ , CJ CJ CJ 

q n nnn 
V 3 / . O 

ll 1̂ n 7 
V 3 / . 1^ 1 

<̂  fifi 1 ° 
V / zl . zl 3 

O O C, C 
V O CJ , U CJ u 

i-on nnn 
4* r l 3 . U / 

<̂  d R Zl R • 
D u - 1 o 

7 il R 
V O Z- . 3 3 
C; n o 0 7 

y I? CJ , CJ CJ CJ 

$ 1 0 0 , 0 0 0 
V r l O . * i 3 

$ 5 3 . 8 4 
V / 4 . 4 3 

$ 8 2 . 7 3 
V 17 zl . 0 / 

$ 1 0 3 . 1 9 . 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

subject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

sxibject t o an annual ded u c t i b l e of $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject to standard 

p r o v i s i o n s of insurance p o l i c i e s between Employers and insurance 

companies. 

(d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject t o 

the grievance' procedure provided f o r i n the Agreement between 

the Employer and the Union. 
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(e) Optional 'coverage o f f e r e d by a Health Maintenance 

Organization ' (HMO) s h a l l be made a v a i l a b l e t o q u a l i f i e d 

employees. The Employer may o f f e r coverage under more than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject to 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement t o the contrary. 

(f ) Where both husband and wife or other f a m i l y members 

e l i g i b l e under one fa m i l y coverage are employed by the Employer, 

the Employer s h a l l pay f o r only one fa m i l y insurance or f a m i l y 

health plan. 

(g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreement. 

(h) Consistent w i t h the terms of the Employer's e x i s t i n g 

Group Health Care Plan, and the app l i c a b l e r u l e s thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d to continued medical coverage f o r a 

maximum of 12 weeks, subject t o the terms of the Plan and any 

other app l i c a b l e provisions of t h i s Agreement. Employees who are 

rec e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terms of the 

Plan 'and i t s applicable r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, employees must make a l l i n d i v i d u a l medical 
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c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terms of 

the Plan and i t s app l i c a b l e r u l e s . I n the event t h a t an 

employee,, loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the form of which may include, but i s 

not l i m i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

communication from the Employer or. i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

Section 10.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create maintain a J o i n t Labor Management 

Cooperation Committee ("LMCC") pursuant t o app l i c a b l e s t a t e and 

fe d e r a l Law. The purpose of the LMCC i s t o research and make 

recommendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achievement of s i g n i f i c a n t and measurable savings i n the 

cost of employee h e a l t h care during the term of t h i s Agreement. 

The Parties s h a l l memorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreement and Declaration of Trust ("Trust 

Agreement") contemporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 

of Chicago. Said Trust Agreement s h a l l be attached to t h i s 

Agreement as Appendix C. 

Section 10.3 
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The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

(a) Formation of a Committee t o govern the LMCC c o n s i s t i n g 

of up t o twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointment by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreement. 

(c) A u t h o r i t y of the LMCC t o make recommendations and 

mod i f i c a t i o n s i n the health plan expected t o r e s u l t i n savings 

and cost containment. 

(d) Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 10.4 

For purposes of this A r t i c l e , an "employee" s h a l l mean a 

City employee represented by signatory labor organizations of 

thi s Agreement. A "Coalition Union" means signatories to this 

Agreement which have executed a co l l e c t i v e bargaining agreement 

with the City. 

Section 10.5 

The parties commit to implementing Medical Plan Design changes 

that w i l l r e s u l t i n estimated savings of at l e a s t $3 million (as 

calculated with respect to the Coalition Unions bargaining 

units) by 2020. The parties w i l l work through the LMCC to 
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identify changes that w i l l r e s u l t i n the required savings. I f , 

prior to January 1, 2020, the parties have not reached agreement 

upon the proposed changes, each party w i l l siibmit i t s offer of 

proposed changes and the amount proposed to be reduced, 

including the methodology for estimating the value of the 

proposed changes, to a mutually agreed upon arbitrator, who w i l l 

be limited to selecting either the City's or the Coalition 

Union's offer. The offer selected by the arbitrator w i l l be 

binding on the parties and on the LMCC. 

Section 10.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing t h e i r own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate confidentiality agreements necessary for the 

release of such information. The parties understand and agree 
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that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 11 
LEAVES OF ABSENCE -

Section 11.1 Bereavement Pay 

I n the event of a death i n an employee's immediate f a m i l y 

such employee s h a l l be e n t i t l e d t o a leave of absence up t o a 

maximum of three consecutive -days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held, out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a maximum of f i v e consecutive 

days. During such leave, an hourly employee s h a l l receive 

..his/her regular s t r a i g h t time pay f o r such time as she/he i s 

required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed eight hours per day) . S a l a r i e d 

employees s h a l l receive leave of absence compensation without 

a d d i t i o n a l compensation. 

The employee's immediate f a m i l y s h a l l ,. be defined as: 

mother, f a t h e r , husband, wi f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the employee i s 

a court-appointed l e g a l guardian. The Employer may, at i t s 

option, r e q u i r e the employee t o submit s a t i s f a c t o r y proof of 
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death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 11.2 Mi l i t a r y Leave 

Any employee who i s a member of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Employer w i t h the C i t y Comptroller. 

Any employee who i s a member of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s t o attend a t r a i n i n g program or 

perform other duties under t h e ' s u p e r v i s i o n of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the employee deposits his/her m i l i t a r y pay f o r a l l days 

compensated by the Employer w i t h the C i t y Comptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r September 11, 2001, 

s h a l l be e n t i t l e d t o f u l l s alary and medical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payment of m i l i t a r y 

pay to the Comptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l a u t o m a t i c a l l y terminate upon te r m i n a t i o n of a c t i v e duty., 
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Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 11.3 Jury Duty Leave/Subpoena 

An employee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the employee i s a pa r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the term of 

such absence, provided t h a t the employee deposits h i s j u r y duty 

pay w i t h the C i t y Comptroller. 

Section 11.4 Sick Leave 

Salaried—employees—whe—ar-e—granted—paid—sick—leave—eft^—the 

execution—ef—this—Agrcomcnt—ohall—continue—fe-e—rccoivo—fehe—same 

eiek—leave p r o v i s i o n s — d u r i n g the—term o f — t h i s Agreement,—se—long 

a - s — h e / o h e — c o n t i n u e s — f e e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w a e 

receiving—sick—leave—afe— t h e—execution—ef—this—Agreement. This 

provision—vjill—ftefe^—affect—any—accumulated—sick—leave—employees 

may have—afe—fehe—execution of—this—Agreement. An—employee—shall 

have— the—option—fee—aee—ap—fee—s4-x—days—e i—sick—Icavo—per—year—fe^ 

fe^ie i l l n e s s of an immediate—family member. 

Notwithstanding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and thereafter, said s a l a r i e d employees who receive paid sick 

time s h a l l accrue sick time at the rate of one (1) day for each 

month of employment. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 
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blood, step or h a l f ) , son or daughter ( i n c l u d i n g blood, step or 

adopted), f a t h e r - i n - l a w , mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic p a r t n e r or 

the domestic partner's mother, f a t h e r , son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted) , provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department of 

Human Resources. I n the event an employee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

A c t , - i s — h o s p i t a l i z e d , upon request of the employee, the Employer 

w i l l make a v a i l a b l e to said employee up t o the f u l l amount of 

sick time the employee would have accrued f o r the remainder of 

t h a t calendar year as i f he/she were a c t i v e l y employed, i n order 

to cover the absence r e s u l t i n g from the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n and recovery. Upon his/her r e t u r n t o 

work, the employee w i l l begin t o accrue s i c k time w i t h the s t a r t 

of the next calendar year. The Employer reserves the r i g h t t o 

require an employee t o provide documentation of the i l l n e s s i n 

question. 

Section 11.5 Duty D i s a b i l i t y Leaves 

Any employee who i s absent from work due to an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e employees w i l l be 
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made twice a month. I f duty d i s a b i l i t y i s denied, and such 

den i a l i s l a t e r reversed, the employee s h a l l be paid up t o date 

the amount the employee was e l i g i b l e t o receive. Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the employee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l - and break-in-

service p r ovisions of t h i s Agreement. 

The Employer w i l l mail the i n i t i a l Duty D i s a b i l i t y payment 

within fourteen (14) days of the Employer's designated medical 

of f i c e r being advised by the employee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the employee's entitlement to Duty D i s a b i l i t y . 

Section 11.6 Leaves Without Pay 

(a) Personal Leaves. Non-probationary employees may apply 

f o r leave of absence without pay f o r personal reasons. The 

grant and du r a t i o n of such leaves s h a l l be w i t h i n the d i s c r e t i o n 

of the Employer. S e n i o r i t y s h a l l accumulate f o r employees on 

said leaves. Employees who r e t u r n from said leave s h a l l be 

r e i n s t a t e d t o t h e i r former job c l a s s i f i c a t i o n , i f the Employer 

determines i t i s vacant or i f i t i s then occupied by an employee 

with lower s e n i o r i t y . I f the employee's former' job i s not 
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a v a i l a b l e because the employee would have been l a i d o f f i f the 

employee had not been on a leave of absence, the employee may 

exercise s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the 

l a y o f f , r e c a l l and break-in-service p r o v i s i o n s of t h i s 

Agreement. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

months of employment and who have worked 1, 250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and medical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) month period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an employee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placement w i t h the employee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) t o care f o r the employee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious h e a l t h c o n d i t i o n a f f e c t i n g the 

employee. 

Such leave s h a l l be without pay unless the employee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s • e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's h e a l t h care coverage s h a l l be maintained 

and paid f o r by the employer, as i f the employee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee d e s i r i n g to take leave under t h i s Section 

s h a l l provide reasonable advance not i c e t o the employer on a 
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form provided by the employer, which form s h a l l be approved by 

the Union. Reasonable advance noti c e s h a l l be no less than ten 

(10) days; and where advance .notice cannot be provided, the 

employee s h a l l provide -notice w i t h i n 48 hours a f t e r the employee 

i s able t o do so. F a i l u r e t o provide the no t i c e provided f o r i n 

t h i s Section s h a l l not a f f e c t the v a l i d i t y of the leave where 

the employer has a c t u a l n o t i c e . Except as may be s p e c i f i c a l l y 

s t a t e d i n t h i s Agreement, employees s h a l l take leave provided 

f o r as permitted by the provisions of the Family Medical Leave 

Act, i n c l u d i n g i t s r u l e s and r e g u l a t i o n s . Employees s h a l l have 

a r i g h t t o r e t u r n t o t h e i r regular assignment and l o c a t i o n . 

(b) Medical Leaves. Non-probationary employees s h a l l be 

granted medical leaves of absence upon request. Said medical 

leaves of absence s h a l l be granted f o r up t o 3 months, provided 

said leaves s h a l l be renewable f o r l i k e 3-month periods. The 

Employer may request s a t i s f a c t o r y proof of medical leaves of 

absence. A f t e r the f i r s t year, such medical leaves s h a l l be 

extended i n up t o one-year segments. Employees on medical 

leaves of absence s h a l l r e t u r n to work promptly a f t e r t h e i r 

doctor releases them t o r e t u r n to work. 

Employees who r e t u r n from said medical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former job c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an employee of lower s e n i o r i t y . I n 

a d d i t i o n , the Employer w i l l r e t u r n an employee to the same 

geographic l o c a t i o n of h i s other previous job assignment f o r a 

period of up to one year a f t e r the s t a r t of the leave. 
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I f the employee's former job i s not a v a i l a b l e because .the 

employee would have -been l a i d o f f i f - the employee had not been 

on a leave of absence, the employee may exercise s e n i o r i t y 

r i g h t s i n accordance w i t h an subject t o l a y o f f , r e c a l l and 

break-in-service p rovisions i n t h i s agreement. 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n to work promptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) months of reinstatement 

r i g h t s . 

An employee who does not meet the above e l i g i b i l i t y 

requirements and who returns t o work promptly a f t e r his/her 

doctor's release a f t e r more than one year on a medical leave of 

absence, s h a l l be returned t o his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up t o one year. A f t e r one year, an employee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 

(c) Union Leave. The Employer s h a l l grant request f o r 

leaves of absence f o r up t o 2 employees f o r the purpose of 

service as Representative or o f f i c e r w i t h the I n t e r n a t i o n a l 

State, D i s t r i c t Council or Local Organization of the Union f o r 

the d u r a t i o n of his/her appointment t o the Union, provided 

reasonable advance n o t i c e i n w r i t i n g i s given t o the employer. 
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While on such leave t he employee s h a l l not i n c u r a break i n 

con t i n u o u s s e r v i c e . An employee on s a i d leave o f absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 

Employees who r e t u r n from Union leaves o f absence s h a l l 

have t h e same r i g h t s ' as employees who r e t u r n from m e d i c a l l e aves 

o f absence. 

Union Pension Fund Trustees who have been duly e l e c t e d 

and/or appointed to a City/M u n i c i p a l Pension Fund ( i n c l u d i n g but 

not l i m i t e d to the Municipal and Laborers' Funds) s h a l l be 

granted leave without l o s s of pay to attend Pension Fund Trustee 

meetings t h a t take p l a c e during t h e i r r e g u l a r l y scheduled s h i f t . 

S e c t i o n 10.9 Paid P a r e n t a l Leave 

An employee wishing to take p a i d p a r e n t a l leave must apply 

and be e l i g i b l e f o r Family Medical Leave Act (FMLA) l e a v e . An 

employee i s e l i g i b l e f o r FMLA leave i f he or she has been 

employed by the C i t y f o r a t l e a s t twelve (12) months before 

taking the leave and has worked a t l e a s t 1250 hours during the 

12-month pe r i o d p r i o r to the leav e . E l i g i b l e employees may be 

granted the fo l l o w i n g p a i d p a r e n t a l l e a v e s , i n conjunction with 

and as p a r t of an approved FMLA leav e : 

• Up to four (4) weeks p a i d maternity leave to a b i r t h 

mother to recover from a non - s u r g i c a l d e l i v e r y ; or 

• Up to s i x (6) weeks p a i d maternity leave to a b i r t h 

mother to recover from a C-section d e l i v e r y ; or 
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• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 12 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 12.1 Disciplinary Action 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance' procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

app l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more may be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upcjn the w r i t t e n request of the Union. 

56 
356584.1 



D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An employee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any impropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not commence 

u n t i l the Union representative' a r r i v e s , provided t h a t the 

Employer does not have t o wait an unreasonable time and the 

Employer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An employee may be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said employee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g ' alcohol or t a k i n g 

i l l e g a l drugs on the ]ob, in s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance not i c e of discharge, and 

has seven (7) days from r e c e i p t of the notice to appeal. I f the 

employee does not f i l e an appeal w i t h i n the seven (7) day appeal 

period, the Employer may then remove the employee from the 

p a y r o l l . I f the employee appeals the discharge, the Personnel 

Board s h a l l be requested to set a hearing date w i t h i n the 30-day 
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n o t i c e period and the employee s h a l l remain on the p a y r o l l f o r 

the f u l l n o t i c e period, except i f p r i o r t o completion of the 30-

day n o t i c e period (1) the Hearing O f f i c e r a f f i r m s the discharge; 

or (2) the employee continues the discharge hearing; or (3) the 

employee withdraws hi s appeal or otherwise engages i n conduct 

which delays the completion of the hearing. However, i n no 

event may the employee req u i r e the employer to r e t a i n the 

employee on the p a y r o l l beyond the 30-day period. The Union 

s h a l l have the r i g h t t o have i t s representatives present at 

e i t h e r of the Board(s) or the grievance procedure, i n c l u d i n g 

a r b i t r a t i o n , and t o a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i m i t e d t o , the s e v e r i t y of the 

offense or the employee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d t o meet wi t h the employee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n emergency s i t u a t i o n s . 

Demotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be p a r t of an employee's d i s c i p l i n e . 

I n cases of o r a l warnings, the supervisor s h a l l inform the 

employee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons th e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 
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employee's immediate supervisor s h a l l meet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 

the employee an op p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the employee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y t h i s Section s h a l l not i n and of i t s e l f r e s u l t i n a 

rev e r s a l of the Employer's d i s c i p l i n a r y action- or cause the 

Employer to pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union'shall be given, i n W r i t i n g , a statement of the reasons 

th e r e f o r e . The employee s h a l l i n i t i a l a copy, noting r e c e i p t 

only, which s h a l l be placed i n the employee's f i l e . The 

employee s h a l l have the r i g h t t o make a response i n w r i t i n g 

which s h a l l become pa r t of the employee's f i l e . 

Any record of d i s c i p l i n e may be r e t a i n e d f o r a pe r i o d of 

time not t o exceed eighteen (18 months) and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i m i l a r offenses during 

said 18-month period. 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Employer s h a l l n o t i f y the employee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject matter, w i t h i n 30 
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calendar days of the Employer • being made aware -of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the term 

"non-egregious offense" s h a l l not include i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of ' the Personnel or Police Board i s 

reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Employer w i l l pay the employee's reasonable attorney's fees 

which he or she has i n c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The employee s h a l l submit a post-appeal fee 

p e t i t i o n t o the Employer, which s h a l l be supported by f u l l 

documentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 

agree on the proper amount of the fees t o be paid t o the 

employee, e i t h e r p a r t y may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s agreement. 

Section 12.2 Procedure For Department Review of Di s c i p l i n a r y 
Action Including Suspension 

Step 1 Within' 5 working days a f t e r an employee receives 

w r i t t e n notice of any proposed d i s c i p l i n a r y a c t i o n , 
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i n c l u d i n g a suspension f o r ten (10) days or less which i s 

not appealable t o the Personnel or Police Board, or i n the 

case of suspensions of 11 or more days which may be 

appealed t o a r b i t r a t i o n i n l i e u of the Police or Personnel 

Board upon the w r i t t e n request of the Union, the Employer 

s h a l l conduct a meeting w i t h the union and employee. 

D i s c i p l i n e s h a l l be administered as soon as possible a f t e r 

the employer has had a reasonable o p p o r t u n i t y t o f u r t h e r 

i n v e s t i g a t e the matter as appropriate. I f d i s c i p l i n a r y 

a c t i o n i s taken a f t e r the meeting or f u r t h e r i n v e s t i g a t i o n , 

the employer may request i n w r i t i n g to the department head 

f o r review of the said d i s c i p l i n a r y a c t i o n on a form 

provided by the Employer. Said request f o r review s h a l l be 

i n w r i t i n g and submitted w i t h i n three (3) working days of 

r e c e i p t of w r i t t e n n o t i c e of d i s c i p l i n e . Said review form 

s h a l l be p r i n t e d on the back of or attached t o the n o t i c e 

or d i s c i p l i n e together w i t h i n s t r u c t i o n s f o r appeal. The 

f a i l u r e t o submit a w r i t t e n request f o r review of 

d i s c i p l i n a r y a c t i o n w i t h i n three (3) working days of 

r e c e i p t of n o t i c e of d i s c i p l i n a r y a c t i o n w i l l preclude the 

employee's r i g h t t o review. 

Step 2 Within three (3) working days or any mutually agreed 

upon extension a f t e r the department head or designee 

receives the employee's request f o r review, the department 

head or designee s h a l l conduct a meeting t o review the 

suspension. F a i l u r e t o conduct said meeting i n three 

(3)days w i l l r e s u l t i n automatic advancement to Step 3 and 
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the Union s h a l l so n o t i f y the Employer. At the meeting., 

the Department w i l l give the basis f o r i t s a c t i o n and the 

employee and union rep r e s e n t a t i v e , i f any, w i l l be heard 

and provided the o p p o r t u n i t y t o ask questions. The 

department head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the meeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreement or f a i l u r e t o decide and 

communicate such decision w i l l r e s u l t i n automatic 

advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the 

employee and the Union. 

Step 3 Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the department head or 

designee and the employee and the Union re p r e s e n t a t i v e t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said meeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 meeting, unless otherwise agreed by the 

p a r t i e s . The department head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

meeting. A copy of such decision s h a l l be sent t o the 

employee and the Union. I f the p a r t i e s f a i l t o meet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o m a t i c a l l y proceed to Step 4 and the Union s h a l l so 

n o t i f y the Employer. Except where otherwise i n d i c a t e d , the 

time l i m i t s set f o r t h herein are t o encourage the prompt 
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reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e t o comply 

wi t h these time l i m i t s w i l l not a f f e c t the v a l i d i t y of the 

said d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the 

employee's exclusive remedy f o r a l l said d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g suspension f o r ten (10) days or less, or 

f o r suspensions of 11 days through 30 days which 'may be 

appealed to a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the w r i t t e n request of the Union. 

Step 4 I f the matter i s not s e t t l e d i n Steps 2 or 3, the 

Union may submit the matter t o a r b i t r a t i o n under the terms 

of t h i s Agreement. The ru l e s governing procedures f o r 

a r b i t r a t i o n s h a l l be the same as i n 12.3 Step I I I . 

Section 12.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 12.1 and 

12.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Employer and the Union or any of 

the employees of the Employer i t represents, a r i s i n g out of the 

circumstances or conditions of employment, ̂  s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Employer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance therewith s h a l l be considered the subject of a 

grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s to t h i s Agreement. 
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F a i l u r e of the Employer t o answer a grievance w i t h i n the 

time l i m i t s herein s h a l l permit the Union t o advance the case t o 

the next step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e to the Department Head n o t i f y i n g 

him/her of advancement t o the next Step. Before a formal 

grievance i s i n i t i a t e d , the employee may discuss the matter w i t h 

his/her immediate supervisor. I f the problem i s not resolved i n 

discussion, the f o l l o w i n g procedure s h a l l be used t o adjust the 

grievance: 

Step I - Immediate Supervisor 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by the Employer 

upon request, but i n the absence of such a form, 

employee or the Union may submit the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and part of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

remedy, and submit the grievance to the employee's 

immediate supervisor. I t i s understood t h a t i f the ' 

employee has knowledge of the grievance more than 

64 
356584.1 



twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Employer 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the immediate supervisor w i l l n o t i f y the employee and 

the Union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the employee s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g to the Department 

Head or the Department Head's designee w i t h i n seven 

.(7) working days a f t e r the date of r e c e i p t of the 

decision, or the date i t was due under Step I , by the 

immediate' supervisor. The name of the Department 

Head's designee s h a l l be posted f o r employees i n areas 

where employee notices are normally posted and 

submitted t o the Union. F a i l u r e t o post and so n o t i f y 

the Union w i l l -permit immediate advancement t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of notice of f a i l u r e to post. 

B. The Department Head or the Department Head's designee 

s h a l l meet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each month•to discuss a l l pending grievances t h a t 

have been advanced to Step I I . The purpose of the 
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step I I meeting w i l l be f o r the Department and the 

Union t o share relevant i n f o r m a t i o n and discuss t h e i r , 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o amicably resolve as 

many grievances as possible. The Department Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

more than one Step I I meeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s to, otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Department Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I meeting. 

The response t o the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f statement of the f a c t s and 

reason (s) supporting t h a t p o s i t i o n . 
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D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved employee or 

employees. Grievances may be withdrawn without 

prejudice at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second step, 

the Union or the Employer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t may be presented by a s i n g l e selected 

employee representative of the group or class. A 

class a c t i o n s h a l l be, i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be made applicab l e to a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

ob l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except where the 

i n s t r u c t i o n or'- order i s so i n h e r e n t l y dangerous t o the 

employee t h a t i t could cause death or serious p h y s i c a l 

harm. The Employer agrees t h a t by f o l l o w i n g 
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i n s t r u c t i o n s or orders the employee does not waive' 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - A r b i t r a t i o n 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Employer, but not an i n d i v i d u a l employee or employees, may 

submit the dispute t o a r - b i t r a t i o n by serving a w r i t t e n request 

t o a r b i t r a t e t o the designated r e p r e s e n t a t i v e from the 

Employer's operating department,. w i t h copies of the request t o 

the designated law department r e p r e s e n t a t i v e and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually may 

agree, the Union s h a l l have the r i g h t t o convene a meeting w i t h 

the Employer's designated representative i n an attempt t o 

resolve the grievance p r i o r to any f u r t h e r a c t i o n being taken t o 

advance the matter to a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h ' i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. In the 
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event the p a r t i e s are unable at such meeting to resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r party may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e to the Federal Mediation 

and C o n c i l i a t i o n Service under the rules of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Employer and Union from mutually agreeing to the s e l e c t i o n of an 

a r b i t r a t o r . The panel of a r b i t r a t o r s submitted must agree as a 

whole t o commencement of a hearing w i t h i n s i x t y (60) days of 

s e l e c t i o n and t h a t they w i l l , render a decision w i t h i n t h i r t y 

(30) days of the close of hearing. Any extension of those time 

l i m i t s must be by w r i t t e n consent of the Union and the Employer. 

The f a i l u r e of e i t h e r side t o agree t o an extension of time 

s h a l l not be disclosed t o the a r b i t r a t o r . A r b i t r a t o r s w i l l 

advise the p a r t i e s of t h e i r fees and expenses p r i o r t o s e l e c t i o n 

and such fees and expenses s h a l l be borne equally between the 

Union and the Employer. The a r b i t r a t o r s h a l l have the r i g h t t o 

subpoena witnesses and req u i r e the production of p e r t i n e n t 

documents at the request of e i t h e r party. Each pa r t y s h a l l be 

responsible f o r compensating i t s own representative and 

witnesses. The cost of a t r a n s c r i p t s h a l l be borne by the party 

requesting the rep o r t e r unless the p a r t i e s agree to share such 

costs. An a r b i t r a b l e matter must involve the meaning and 
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a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a document incorporated by reference t h e r e t o . The 

pro v i s i o n s of t h i s Agreement and any other document incorporated 

by reference i n t h i s agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o amend, add t o , subtract from, 

or change the terms of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreement and 

apply them t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. Advanced Grievance Step F i l i n g 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure, or 

which would become moot due t o the length of time necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the option 

of the Union at Step I I or Step I I I . 
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B. Pertinent Witnesses And Information 

The Union may request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and r u l e s Issued pursuant the r e t o governing the 

dissemination of such m a t e r i a l s . A Union re p r e s e n t a t i v e , a 

g r i e v a n t , and Union steward- w i l l be permitted a reasonable 

amount of time without loss of pay ciuring working hours t o 

i n v e s t i g a t e and process grievances where t h i s does not 

s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t operation of the 

Department, provided t h a t representatives s h a l l observe the 

Employer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her immediate 

supervisor f o r permission t o handle grievances on work time, i t 

being understood t h a t the operation of the Department takes 

precedence unless there i s an emergency, but such permission 

s h a l l not be denied unreasonably. A reasonable number of 

employees may attend ' the meeting without loss of pay; such 

meetings s h a l l be set by mutual agreement by the Employer and 

the Union. Where the Employer d i r e c t s an employee to report f o r 

a meeting concerning a grievance at a time when the employee i s 

not scheduled t o work such time s h a l l be cons.Ldered time worked. 
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I f there i s space a v a i l a b l e , the Employer, upon request of the 

Union r e p r e s e n t a t i v e , s h a l l provide the use of a room and 

telephone, t o discuss the grievance, subject t o the Employer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. Expedited Arbitration 

The Employer and the Union may mutually agree t o submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually s e l e c t an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s . agreed t o submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days.of the 

date of the hearing. The a r b i t r a t o r ' s d ecision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at l e a s t one pre-
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established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 12.4 Conduct of Disciplinary Investigations 

Supplementing a l l r i g h t s and processes due employees 

covered by t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the employee's l o c a t i o n of assignment, 

normal department l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a formal statement i s being taken, 

a l l questions d i r e c t e d to the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, wi t h reasonable i n t e r r u p t i o n s permitted 

f o r personal n e c e s s i t i e s . 
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E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be informed of the nature of the matters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y 

a c t i o n , or promised a reward, as an inducement t o 

provide i n f o r m a t i o n r e l a t i n g t o the matter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an' accurate 

reading of the employee's a d m i n i s t r a t i v e r i g h t s , or 

the im p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

statement the employee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 

employee, said employee w i l l be given the s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r to the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution may be probable 

against said employee, the pro v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said employee w i l l be 

afforded h is c o n s t i t u t i o n a l r i g h t s concerning s e l f -
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i n c r i m i n a t i o n p r i o r t o the commencement of the 

in t e r v i e w . An employee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

employee who may be subject to d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union repre s e n t a t i o n 

before commencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e p r e s e n t a t i o n 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Employer does not have the 

in t e r v i e w unduly delayed. 

J. The Employer s h a l l not compel an employee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governmental agency r e l a t i n g t o 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an employee i n any forum adverse t o the 

employee's i n t e r e s t s . The Employer w i l l not req u i r e a 

polygraph examination i f i t i s i l l e g a l -to do so. I f 

an employee i s asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 
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the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 

any polygraph examination s h a l l be known t o the 

employee w i t h i n one week. 

L. This Section s h a l l not apply t o employee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e t o the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the employee has the op p o r t u n i t y t o 

respond t h e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y informed the media of the charges 

against the employee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e t o the media where the employee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

same forum as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or in f o r m a t i o n i n c l u d i n g employee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 
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enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the employee, or i n the case of 

promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the pro v i s i o n s of paragTraph N 

above, at the option of the Union, a claim t h a t the 

Inspector General has v i o l a t e d the pro v i s i o n s of t h i s 

Section may be rai s e d i n a suppression hearing before 

a member of the permanent hearing panel l i s t e d herein, 

r a t h e r than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s o ption by 

n o t i f y i n g , the employee's Department Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreement. The appeal 

s h a l l s p e c ify the p a r t i c u l a r contract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l summary of 

the conduct alleged t o have v i o l a t e d the Agreement. I t 

i s understood t h a t by e x e r c i s i n g t h i s o ption, any and 

a l l time l i m i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 
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Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as -provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s e l e c t i n order of r o t a t i o n one of the three 

permanent hearing panel members who are chosen as 

f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

members must be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any member of the panel resign or be removed 

upon mutual agreement of the p a r t i e s during the l i f e 

of t h i s Agreement, the p a r t i e s w i l l meet t o reach 

agreement on new panel member who must be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, 

the Employer w i l l request a panel of seven (7) 

a r b i t r a t o r s from FMCS, a l l of whom must be members of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l meet t o s t r i k e names from the l i s t , w i t h 

the Employer s t r i k i n g f i r s t , u n t i l one name remains, 

which person s h a l l be named t o the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel member, or at such other time as the p a r t i e s may 
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mutually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i m i t e d t o determining i f the Inspector General 

obtained evidence or statements i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the merits of any underlying, d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2(d) The panel member s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l 

a t t a c k i n any f u r t h e r d i s c i p l i n a r y proceeding 

i n v o l v i n g the employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e • s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r more than 72 hours. 

ARTICLE 13 
NO STRIKES - NO LOCKOUT 

Section 13.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i m i t e d to 

sympathy s t r i k e s and s t r i k e s to p r o t e c t union or t h i r d p a r t y 
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conduct), work stoppa.ges, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 13.2 Union E f f o r t s 

The Union agrees that i t w i l l use i t s best efforts to 

prevent any acts forbidden in th i s A r t i c l e and that in the event 

any such acts take place or are engaged in by any employee or 

group of employees in the Union's bargaining unit, the .Union 

further agrees i t w i l l use i t s best efforts to cause an 

immediate cessation thereof. I f the Union immediately takes a l l 

necessary steps in good fai t h to end any stoppages, s t r i k e s , 

.picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclaiming such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to immediately cease such a c t i v i t y , the Employer 

agrees that i t w i l l not bring action against the Union to 

establish r e s p o n s i b i l i t y for such unauthorized conduct. 

Section 13.3 Di s c i p l i n e 

The Employer may te'rminate the employment of or otherwise 

d i s c i p l i n e any employee or employees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 13.4 No Lockout 

The Employer w i l l not lock out bargaining u n i t employees 

during the term of t h i s Agreement. 

ARTICLE 14 
DUES CHECK-OFF AND FAIR SHARE 
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Section 14.1 Indemnification/Authorization 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a semi-monthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o . the Employer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l indemnify, defend and hold the 

Employer harmless against any and a l l claims, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

a c t i o n taken or not taken by the Employer f o r the purpose of 

complying w i t h Sections 14.1, 14.2, 14.3, and 14.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any such provisions or i n r e l i a n c e 

upon employee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union t o the Employer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

Section 14.2 F a i r Share 
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I t i s further agreed that 30 days after the l a t e r of the 

execution of thi s Agreement or the employee's date of hire, the 

Employer s h a l l deduct from the earnings of employees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions to the Union at the same time 

that the dues check-off i s remitted. I t i s understood that the 

amount of deduction from said non-member bargaining unit 

employees' w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract administration and pursuing matters 

affecting wages, hours and other conditions of employment. 

Section 14.3 Right of Non-Association 

Nothing in thi s Agreement s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such employees are members. 

Section 14.4 Condition of Employment 

Each employee who on the e f f e c t i v e date of t h i s Agreement 

i s a member of the Union, and each employee who becomes a member 

a f t e r t h a t date, s h a l l , , as a c o n d i t i o n of employment, maintain 

his/her membership i n the Union during the term of t h i s 

Agreement. Any present employee who i s not a member of the Union 

s h a l l , as a c o n d i t i o n of employment, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n . 
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A l l employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not made a p p l i c a t i o n f o r membership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreement or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other conditions 

of employment. 

ARTICLE 15 
MISCELLANEOUS 

Section 15.1 Job T i t l e s 

The Employer w i l l notify the Union of any change in job 

ti t l e . _ I f the Employer makes any substantial change in job 

duties i t w i l l discuss such changes with the Union prior 

thereto. I f the Employer changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not permanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the mutual 

agreement of the unions involved. 

Section 15.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue t o be 

performed by said employees, except where non-unit employees 

have i n the past performed u n i t work, or i n emergencies, to 

t r a i n or i n s t r u c t employees, t o do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , t o do troub l e s h o o t i n g or where 
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s p e c i a l knowledge i s required, provided however, where employees 

do not re p o r t t o work because of vacations, or other absences or 

ta r d i n e s s , or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be occupied w i t h _ 

assigned d u t i e s , or t o complete a rush assignment, employees of 

any other u n i t represented by another union s h a l l not perform 

the work of said employees. For example, i f an Operating 

Engineer i s on vacation, an E l e c t r i c i a n s h a l l not be assigned as 

a replacement Operating Engineer. The Employer s h a l l not 

a r b i t r a r i l y extend the period of any emergency beyond the need 

f o r t h a t emergency. 

Notwithstanding the foregoing, i t i s understood that i t 

s h a l l not be a violation of thi s Agreement i f the following 

functions are performed by' members of management, regardless of 

whether they are also .iperformed by the bargaining unit: (a) crew 

assignment and scheduling; (b)' work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipment and materials from vendors. Nothing 

herein s h a l l deprive members of the bargaining unit of the right 

to perform h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit employee for the purpose of 

replacing that person with a member of management. 

Section 15.3 J u r i s d i c t i o n a l Disputes 

In the event t h a t the Union f i l e s a grievance claiming t h a t 

the Employer has v i o l a t e d the terms of t h i s Agreement by 

assigning c e r t a i n work to C i t y employees represented by another 

union, or where the Employer receives a grievance from another 

union p r o t e s t i n g the assignment of work t o employees covered 
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under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e 

to the Union, and on the other a f f e c t e d union ( s ) , of the 

existence of said dispute. This n o t i c e s h a l l describe the 

nature of the work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 12.3 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Employer and the Union, the other a f f e c t e d 

union (s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t to p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and to present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s , the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer t o comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perform the disputed work, the f o l l o w i n g p r o visions s h a l l apply. 

The Employer s h a l l have the r i g h t to .invoke a r b i t r a t i o n of 

tho dispute under the provisions of the grievance and 
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a r b i t r a t i o n procedures contained i n A r t i c l e 12.3 of t h i s 

Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l s e l e c t the a r b i t r a t o r . The Employer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any time. 

Section 15.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded to a l l employees of the Employer without change during 

the term of t h i s Agreement. 
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The Employer w i l l make contributions, on a dollar - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximtim t o t a l amounts 

per year shown below based on amounts deferred by each employee 

•in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the t o t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing t h e i r own̂  r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s i n the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-

Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate con f i d e n t i a l i t y agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

556584 . 1 



Section 15.5 Rules of Conduct Changes 

When the Employer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

Employees to discipline,' the Employer s h a l l transmit four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Employer w i l l meet with the Union within twenty (20) calendar 

days of the receipt of the proposals to receive the Union's 

comments. Absent an emergency, the Employer w i l l not implement 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Employer. No such changes or additions s h a l l 

be implemented without, prior publication and notice to the 

affected Employees. 

Section 15.6 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l working 

environment f o r employees covered by t h i s agreement i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l maintain i n good and safe working 

c o n d i t i o n a l l equipment necessary f o r the safe and proper 

performance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t safety 

committee s h a l l be established which s h a l l be composed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Employer. The purpose of the (".:ommittee 

s h a l l be to discuss, examine and to make recommendations 

concerning occupational safety and health issues a f f e c t i n g 
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employees. A l l recommendations of the committee w i t h respect t o 

safety and health issues s h a l l be submitted i n w r i t i n g t o the 

appropriate Department Head w i t h a copy t o the Union and the 

Di r e c t o r of Labor Relations. The Department Head s h a l l promptly 

issue a ' w r i t t e n response t o the committee concerning the 

Department's views regarding the committee's recommendations. 

The p a r t i e s may decide, from time to time, t o r e f e r c e r t a i n 

s a fety issues and concerns t o the personnel of the a f f e c t e d 

Department (s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d employee ( s ) . The Department 

safety personnel w i l l meet and confer w i t h a representative of 

the a f f e c t e d Union about such issues and,, r e p o r t back t o the 

Committee on-any decisions or recommendations concerning them. 

(c) The j o i n t safety committee s h a l l meet at l e a s t once a. 

month, or otherwise by mutual agreement. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s 

.faced w i t h an unsafe working c o n d i t i o n , the employee i s required 

to perform the task i n question' unless the employee's 

performance of an assigned task presented the strong l i k e l i h o o d 

of s u b j e c t i n g the employee t o imminent danger of death or 

serious i n j u r y . I f the employee, w i t h no reasonable a l t e r n a t i v e , 

refuses i n good f a i t h to perform, t h a t task and expose himself to 

t h a t dangerous c o n d i t i o n , the employee w i l l not be subject t o 

d i s c i p l i n e . I n order t o avoid' d i s c i p l i n e under t h i s paragraph, 

the c o n d i t i o n must be of such a nature t h a t a reasonable person, 

under the circumstances, would conclude t h a t there i s a r e a l , 

s u b s t a n t i a l , and imminent danger of death or serious i n j u r y . In 
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addition, the employee must also have sought from the Employer, 

and have been unable to obtain, correction of the situation 

before refusing to perform the task in question. 

Section 15.7 Automobile Reimbursement 

Employees who are required by the Employer to use" t h e i r own 

automobiles i n the performance of t h e i r job s h a l l receive 

mileage reimbursement at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a maximum of $250 per month.' 

On the e f f e c t i v e date of t h i s Agr.eement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maximum reimbursement w i l l 

increase t o $350.00 per month. E f f e c t i v e February 1, 2008, the 

maximum reimbursement w i l l increase t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the maximum reimbursement w i l l 

increase t o $550.00 per month. Thereafter, the maximum 

reimbursement w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category, 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking mileage reimbursement 

must submit t h a t request on a form provided by the Employer. 

Payment f o r mileage expenses w i l l be made on a monthly basis. I n 

the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l implement f o r any group of employees an automobile expense 

reimbursement program which i s more favorable t o employees than 

the p r o v i s i o n s of t h i s paragraph, upon not i c e from the Union, 

the Employer w i l l meet and discuss w i t h representatives of the 
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Union the possible a p p l i c a t i o n of said new program t o employees 

covered by t h i s Agreement. 

Upon request by either party made no e a r l i e r than 

January 1, 2010, the parties s h a l l meet to discuss any proposed 

changes to thi s Section 15.7. 

Section 15.8 B u l l e t i n Boards 

The Union s h a l l have the right to b u l l e t i n board space at 

locations where they can be conveniently seen and read by 

affected employees. The Union s h a l l have the right to post 

notices concerning Union business on the bu l l e t i n boards. 

Section 15.9 Information to Union 

The Employer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimvim, the following information: 

• Payroll period 

• Payroll Number 

• Employee number 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 
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• Base h o u r l y r a t e 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the sa f e t y and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r m a t i o n , on a monthly basis—a bargaining u n i t 

report—ef—current—active—employees,—fehe—Hot—fee—include—employee 

name, addrc^oo, s o c i a l — s e c u r i t y — n u m b e r , t i t l e , pay—schedule, 

g r a d e , — c u r r e n t — p a y — r a t e , — o t a t u o , — c o n t i n u o u s — o c r v i c c — d a . t c , time 

i n t i t l e , — d a t e of b i r t h , — r a c o and oex. 

¥ h e—Employer—shall—also—provide—fee—fehe—Union—eft—a—monthly 

b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — e - f — c u r r e n t — a c t i v e 

e m p l o y e e s — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R e t i r e m e n t s ; Career 

Service— Reoignationo; Career Service Discharges; Non-Career 

Service Terminations; Leaves ' e i Absence; Suopenoiono; 

Reinotatemonto;—Rcappointmento;—Tranof ero—(change—ef—department 

aftd change ef p a y r o l l ) ; Appointments (which also includes 

promotiono—and—dcmotiono) ;—and—Deaths . Each—month—fehe—Employer 

will—provide—fee— t h e—Union—fehe—current—month ' s — b a r g a i n i n g — u n i t 

a c t i v i t y report—and the updated report—from the previous month. 

Section 15.10 Negotiating Team 

Employees designated as being on the Union's n e g o t i a t i n g 

team who are scheduled ' t o work on a day on which n e g o t i a t i o n s 

w i l l occur, s h a l l , f o r the purpose of attending scheduled 

n e g o t i a t i o n s , be excused from t h e i r regular duties without loss 

of regular s t r a i g h t time pay. 
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Section 15.11 Labor-Management Committee 

For the purpose of c o n f e r r i n g on matters of mutual i n t e r e s t 

which are not appropriate f o r consideration under the grievance 

procedure, the Union and the Employer agree to meet p e r i o d i c a l l y 

through designated representatives at the request of e i t h e r 

p a r t y and at mutually agreed upon times and l o c a t i o n s . The 

Union and Employer s h a l l each designate not more than f i v e (5) 

representatives t o a labor-management committee f o r t h i s 

purpose. The D i r e c t o r of Labor Relations s h a l l be sent a 

w r i t t e n agenda by the Union f o r any meeting 7 days p r i o r t o said 

meeting. 

Section 15.12 Just Cause Standard 

No non-probationary employee covered by t h i s Agreement 

s h a l l be discharged or disciplined without just cause. 

Section 15.13 F i l e Inspection 

The Employer's personnel f i l e s and d i s c i p l i n a r y h i s t o r y 

f i l e s r e l a t i n g t o any employee, upon due n o t i c e , s h a l l be open 

and a v a i l a b l e f o r i n s p e c t i o n by the a f f e c t e d employee during 

regular business hours except f o r i n f o r m a t i o n which the Employer 

deems c o n f i d e n t i a l . 

Section 15.14 Limitation on Use of F i l e Material 

I t i s agreed t h a t any m a t e r i a l and/or matter not a v a i l a b l e 

f o r i n s p e c t i o n , as provided f o r i n Section 15.13 above, s h a l l 

not be used i n any manner or any forum adverse t o the employee's 

i n t e r e s t s . 

Section 15.15 Use and Destruction of F i l e Material 

A. Police Department 
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D i s c i p l i n a r y I n v e s t i g a t i o n f i l e s , other than Police 

Board cases, w i l l be destroyed f i v e (5) years a f t e r 

the date of the i n c i d e n t or the date upon which the 

v i o l a t i o n i s discovered, whichever i s longer, unless 

the i n v e s t i g a t i o n r e l a t e s t o a matter which has been 

subject to e i t h e r c i v i l or c r i m i n a l court l i t i g a t i o n 

p r i o r t o the e x p i r a t i o n of the f i v e year period. I n 

such instances, the Complaint Register case f i l e s 

normally w i l l be destroyed f i v e years a f t e r the date 

of the f i n a l court a d j u d i c a t i o n , unless a p a t t e r n of 

sustained i n f r a c t i o n s e x i s t s . 

B. A l l Departments 

Any information of an adverse employment nature which 

i s unfounded, exonerated or otherwise not sustained, 

s h a l l not be used against the employee in any future 

proceedings. 

Section 15.16 Engineer Trainee Program 

• E f f e c t i v e June 26, 1992 the Employer and the Union entered 

i n t o an Agreement f o r the employment and t r a i n i n g of persons i n 

an "Engineers Trainee Program." This Agreement, E x h i b i t " 1 , " i s 

appended t o , and made a p a r t of t h i s c o n t r a c t . 

Section 15.17 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 
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the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination that the 

employee i s un f i t for duty and the employee's physician 

c e r t i f i e d that the employee i s f i t for duty, the employee may 

el e c t or Employer may require the employee, at the Employer's 

sole expense, to be s\abject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 

duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and binding. 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order to permit access to a l l medical records 

related to his/her condition, and the City s h a l l agree to secure 

and maintain the confidential nature of a l l medical records 

obtained through the process. 

ARTICLE 16 
SEPARABILITY 

S e c t i o n 1 6 . 1 
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-tf—afty—part—ef—this—Agreement—i-s—dctcrminod—fee—be i n v a l i d 

b y — a — c o u r t — e i — l e w — a i l — o t h e r — p r o v i s i o n s — s h a l l — r e m a i n — i f t — f u l l 

force—aftd—effect. In the event any of the provisions of t h i s 

Agreement s h a l l be or become i n v a l i d or unenforceable by reason 

of any Federal or State Law or Local Ordinance now existing or 

hereinafter enacted, such i n v a l i d i t y or unenforceability s h a l l 

not a f f e c t the remainder of the provisions hereof. The parties 

agree to meet and adopt revised provisions which would be i n 

conformity with the law. 

ARTICLE 17 
NON-DISCRIMINATION 

Section 17.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal employment opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s . 

Section 17.2 No Discrimination 

Neither the Employer nor the Union s h a l l discriminate 

against any employee covered by th i s Agreement in a manner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, marital status, mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 17.3 

' Grievances by employees alleging violations of this A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

thi s Agreement, but "shall not be subject to arbitration unless 

mutually agreed by the parties. 

Section 17.4 Reasonable Accommodation 
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In the event the Employer s h a l l be required to make a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incumbent 

employee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreement, the Employer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the Union. The provisions of A r t i c l e 12 of 

t h i s Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r may 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreement and the employee's r i g h t s under t h i s Agreement, 

provided t h a t no incumbent employee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 18 
Xn̂ ION REPRESENTATIVE 

Section 18.1 Representatives 

The Union w i l l advise the Employer i n w r i t i n g , of the names 

of i t s Representatives and s h a l l n o t i f y the Employer promptly of 

any changes. A designated representative s h a l l be allowed time 

o f f at the employee's regular r a t e of pay t o attend meetings i f 

agreed t o by the Employer, scheduled by the Employer or mandated 

by t h i s Agreement. 

Representatives w i l l be permitted t o handle and process 

grievances r e f e r r e d by employees at the appropriate steps of the 

grievance procedure during normal hours, without the loss of 

pay, provided that such a c t i v i t y s h a l l not exceed a reasonable 

period of t.ime, or unreasonably i n t e r r u p t the work of employees. 

Representatives s h a l l n o t i f y t h e i r immediate supervisc^rs i n 

advance of t h e i r i n t e n t i o n t o handle and process grievances. 
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Supervisors may not unreasonably w i t h h o l d permission to the 

Representatives t o engage i n such a c t i v i t i e s . 

Employees acting as Representatives s h a l l not be 

discriminated against nor be transferred from their job 

c l a s s i f i c a t i o n s or departments because of their a c t i v i t i e s on 

behalf of the Union. Any transfers of Representatives from 

their job c l a s s i f i c a t i o n s or departments, other than in an 

emergency, w i l l be discussed with the Union in advance of any 

such transfers. 

Section 18.2 Union Rights 

The Union s h a l l have the right and responsibility to 

represent the interests of a l l employees in the Unit, to present 

i t s views to the City on matters of concern, either o r a l l y or in 

writing, and to consult and be consulted with, in respect to the 

formulation, development and implementation of p o l i c i e s and 

programs affecting working conditions. 

Section 18.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal working hours, to enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not to i n t e r f e r e w i t h normal operations. The 

Employer may be able to change or set r u l e s of access, provided 

98 
356584.1 



t h a t any change i n current p r a c t i c e s must be reasonable, and 

subject to the grievance procedure. 

ARTICLE 19 
DRUG AND ALCOHOL PROGRAM 

Section 19.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services to i t s c i t i z e n s i n a safe and economic manner. The 

p a r t i e s to t h i s Agreement recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the healthy and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y and employees covered by t h i s Agreement serve. 

Furthe.rmore, the economic cost of p r o v i d i n g h e a l t h care services 

t o employees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The Employer and the Union maintain a strong commitment t o 

pr o t e c t people and property, and t o provide a safe working 

environment. To t h i s end, the employer has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r employees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s - to t h i s Agreement urge employees who have such 

problems to •..utilize the Program's services. 

To maintain a workplace which provides a safe and healthy 

work environment for a l l employees, the following drug and 

alcohol program i s also established. 

Section 19.2 Definitions 

(a) Alcohol: Ethyl alcohol 
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(b) P r o h i b i t e d Items and Substances: A l l i l l e g a l drugs 

and c o n t r o l l e d substances, al.coholic, beverages, and drug 

paraphernalia i n the possession of., o'r being used by, an 

employee on the job or the premises of the Employer. 

(c) Employer Premises: A l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other vehicles 

owned, leased or used by the Employer as job s i t e s or work 

l o c a t i o n s and over which the Employer has a u t h o r i t y as employer. 

(d) Employee: A l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage t o 

property t o which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

( f ) Reasonable Cause: E r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but' not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influ e n c e : Any mental, emotional, sensory 

or p h y s i c a l impairment due t o the use of drugs or a l c o h o l . 

(h) Test: The t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 19.3 Disciplinary Action 
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(a) A l l employees must report t o work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable them t o perform t h e i r jobs i n a safe 

manner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they report to work under the i n f l u e n c e of 

drugs and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an employee i s under the in f l u e n c e of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t t o subject t h a t employee t o a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

employee may be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative 

the employee s h a l l be r e i n s t a t e d . I n a l l o.ther cases, the 

Employer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs or 

alcohol while on duty and on the Employer's 

premises; 

(i v ) are found i n possession of a l c o h o l , drugs or 

drug paraphernalia, or are found s e l l i n g or 

d i s t r i b u t i n g drugs or drug paraphernalia, on the 

Employer's premises. 

(c) A] 1 adverse employment a c t i o n taken against an 

employee under t h i s program s h a l l be subject t o the grievance 

and a r b i t r a t i o n procedures of t h i s Agreement. 
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Section 19.4 Drug and Alcohol Testing 

(a) The Employer may r e q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two 

superiors have reasonable cause to believe t h a t an 

employee has reported t o work under the i n f l u e n c e of 

or i s at work under the i n f l u e n c e of drugs or 

a l c o h o l . 

( i i ) a t e s t may be required i f an employee i s involved i n 

a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a follow-up t o 

counseling or r e h a b i l i t a t i o n f o r substance abuse 

f o r up t o a one year period. 

(b) Employees t o be t e s t e d w i l l be required t o sign a 

consent form . and chain of custody form, assuring proper 

documentation and accuracy. I f an employee refuses to sign a 

consent form a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

t e r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and may consist of e i t h e r blood or u r i n e t e s t s , or both. 

The Employer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of a l c o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conform to the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g programs, dated A p r i l 11, 1988 and as may 
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be amended here a f t e r by the relevant agency of the Department of 

Health and Human Services. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they may be amended) s h a l l be' regarded as 

" p o s i t i v e , " and s h a l l presumptively e s t a b l i s h t h a t the t e s t e d 

employee was under the infl u e n c e of drugs. 

( f ) I n i t i a l and confirmatory. (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the te s t e d 

employee was under the in f l u e n c e of a l c o h o l . 

(g) The cost of i n i t i a l ' and confirmatory t e s t i n g w i l l be 

borne by the Employer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Commissioner of Personnel or h i s designee i n the manner t o be 

prescribed by the Commissioner. The app l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissioner w i l l inform the app l i c a b l e department head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceeding under Section 19.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, to be 

rete s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 
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Commissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t sample, or t o preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal from 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, or any employee. 

( j ) No l a b o r a t o r y r e p o r t or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are p a r t of a 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

sp e c i a l locked f i l e d maintained by the Commissioner of 

Personnel, except as such d i s c l o s u r e may be required by t h i s 

p o l i c y , law or•ordinance. 

Section 19.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

may p a r t i c i p a t e i f they wish i n the v o l u n t a r y Employee 

Assistance Program. 

ARTICLE 20 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 20.1 

The City of Chicago and each Coalition Union (the 

"Parties") agree to create a Joint Apprenticeship and Training 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction with certain 

t h i r d parties including, but without limitation, the Chicago 
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Public Schools ("CPS") , the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

and t r a i n i n g programs and t o provide expanded post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s f o r such 

graduates. I n conjunction w i t h the execution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreement w i t h the C i t y of 

Chicago, the P a r t i e s s h a l l enter i n t o a supplemental memorandiom 

of understanding regarding the s t r u c t u r e , implementation, 

moni t o r i n g and enforcement of t h i s I n i t i a t i v e . Said memorandiom 

s h a l l be attached t o t h i s Agreement as Appendix D. 

Section 20.2 

The I n i t i a t i v e s h a l l g e n e r a l l y include the f o l l o w i n g : 

a. A commitment by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n t o f i l l a t 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A commitment by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 
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Colleges students to enter Union apprenticeship and 

training programs. In p a r t i c u l a r , the Coalition and the 

City w i l l cooperate with the Chicago Poablic Schools, City 

Colleges of Chicago and External Contractors to publicize 

available building and trades apprenticeship and training 

programs and subsequent careers; to consider establishing 

training programs as appropriate; and to expand post-

apprenticeship and training employment opportunities. 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure that the parties take 

appropriate steps to f u l f i l l the commitments set forth i n 

t h i s A r t i c l e and supplemental memorandvim attached hereto. 

ARTICLE 21 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t .from said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year t o 

year unless at l e a s t 60 days and not more than 120 days p r i o r to 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 
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w r i t t e n n o t i c e t o the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o amend, add t o , subtract from, or 

terminate t h i s Agreement. 

In the event such n o t i c e of a desire t o amend, add t o , or 

subtract from•the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

t o extend t h i s Agreement. The notices r e f e r r e d t o s h a l l be 

considered t o have been given as of the date shown on the 

postmark,• w r i t t e n notices may be tendered i n person, i n which 

case the date of noti c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e c ontract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h 

respect to a l l matters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees that the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any matter which i s subject t o 

. c o l l e c t i v e barga.i.ning whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d to herein, anci even though such matter may not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 
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I n the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

volu n t a r y unpaid time o f f w i t h any other, bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreement, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

employees covered by t h i s Agreement. 

ARTICLE 22 
TERM OF AGREEMENT 

This Agreemen"t s h a l l be effective from the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and shall- remain in effect 

through 11:59 p.m. on June 30, 2017 2022. 

Health Plan Reopener 

Each p a r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the ap p l i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

h e a l t h care program mandating s i g n i f i c a n t changes 

i n health insurance b e n e f i t s t h a t becomes law and 

i s e f f e c t i v e ciuring the term of t h i s Agreement; 

2. The lack of achievement of health care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishment and a d m i n i s t r a t i o n 
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of the Labor-Management Cooperation Committee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 

proje c t e d increase of cos.ts f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or-

savings as state d i n subsection (a) above, 

the LMCC s h a l l make such adjustments t o the 

Plan as are necessary, i n c l u d i n g but not 

l i m i t e d to adjustments i n deductibles, co-

pays and co-insurance, to prevent the cost 

increase from exceeding 8% as measured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i ] t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 
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by the end of' f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y may e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—hovjcver,—each—party—rcscrvco—fehe—right—fee—reopen—this 

Agreement—ift—order—fee—negotiate—feh-e—Health—Plan—sefe—forth—ift 

Article—9—fte—later—than—June—3#7—2011—aft^^—June—3-0-7—2015,—er—ift-

the event the C i t y of Chicago i s awarded tho 2016 Olympic Games, 

June 30, 201'1. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of t h i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreement has t h i r t y (30) days t o n o t i f y 

the other p a r t y of i t s i n t e n t t o reopen t h i s Agreement i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t to reopen n e g o t i a t i o n s pursuant to t h i s 

p r o v i s i o n , i t s h a l l submit w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ninety (90) days w i t h i n which to 
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reach agreement on the A r t i c l e . I f the parties f a i l to reach 

agreement at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreement. 

Non-Provailing Wago Rate Reopener 

Four-Year: This—Agreement—may—be—reopened—fee—further 

negotiate—fel^e—non-prevailing—wage—rates—governing—fehe—second 

f i v e year feer^fl^ (07/01/2012 fee 06/-30/2017') u n d e r — A r t i c l e 4-r 

Section—4.4, ift—fehe—event—fehafe (a) t h e — C i t y — n o t i f i e s — f e h e 

Coalition—that—ife—ha-s—nefe—reached—a—oucceooor—agreement—fee—a 

t h e n — c u r r e n t f o u r - y e a r — a g r e e m e n t — e x p i r i n g — e n — J u n e 3-0-? 2011 

regarding—aft^—acrooo—thc-board—percentage incrcaoc f e r — o t h e r 

u n i o n i zed—employeeo—ift^—non-prevailing—wage—rato—claosificationo 

d e f i n e d — i n the—"Me Too Clause" by March—H-,—2 012;—er—fb^— t h e 

C o a l i t i o n — n o t i f ico—fehe—City—ef—U s—intent—fee—terminate—fehe—^^^4e 

Too Clauoc" by March 31, 2012. 

Five-Year: This—Agreement—may—be—reopened—fee—further 

nogotiato—fehe—non-prevailing—wage—ratoo—governing—fel^e—occond 

f i v e year feer™ (07/01/2012 to ' 06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4.4, i n — f e h e — e v e n t — t h a t (a-̂  fehe—City—notif ico—fe4^e 

Coalition—that—ife—ha-s—nefe—reached—a—oucceooor—agreement—fee—a 

t h e n — c u r r e n t five-year—agreement—expiring— e n—June— 3 r Q - , 2012 

regarding an acrooo—thc-board—percentage incrcaoc f e r other 

unionised—emp loyeeo—ift—non-prevail ing—wage—rate—claooificationo 

defined in the "Me Too Clauoc" by Octobor 31,—2 012;—e^r—fb^—the 
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C o a l i t i o n — n o t i f ico—fehe—City—ef—ifee—intent—fee—terminate—fehe—^44e 

Too Clauoc" by October 31, 2012. 

a—any—efte—ef—fehe—foregoing—event o—occuro,—either—party—fee 

t h i o Agreement—ha-s—thirty—(-3-0-)—dayo—to n o t i f y the—other p a r t y of 

O r B—intent—fee—reopen—thio—Agreement—ift^—order to—negotiate—fehe 

non-pre v a i l i n g — w a g e — r a t o o — g o v e r n i n g — ' t h e — o e c o n d — f i v e - y e a r — t o r m 

(07/01/2012 t o 06/30/2017) oet f o r t h i n A r t i c l e 4,—Section 4.4. 

S h o u l d — e i t h e r — p a r t y — e l e c t t o — r e o p e n — n c g o t i a t i o n o — p u r o u a n t — f e e 

t h i o — p r o v i o i o n , i f e — o h a l l — o u b m i t — w r i t t e n — n o t i c e — f e e — f e h e — o t h e r 

p a r t y — a n d — t h e — C i t y — o h a l l — n e t — b e — o b l i g a t e d — f e e — m a k e — f e h e — w a g e 

adj u o t m c n t o — s e f e — f o r t h — i f t — A r t i c l e — 4 - 7 — S e c t i o n — 4 . 4 . Thereafter, 

hhe p a r t ico have n i n e t y f#0-) days w i t h i n — w h i c h fee reach 

a g r e e m e n t — e n — f e h e — A r t i c l e . H — f e h e — p a r t i e s f a i l — f e - e — r e a c h 

agreement—afe—fehe—conclusion—ef—that—ninety—( 90 )—day period,—each 

party reserves—fehe—right—fee—reopen the entire Agrocmcnt. 

Other Reopener 

I n the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed t h i s document as of 

the day of , 2018. 
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CITY OF CHICAGO LOCAL 399 

By: By: 

1 ]. 3 
3 5 658 4.1 
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EXHIBIT 1 

TRAINEE'S AGREEMENT 

This Agreement i s entered i n t o on day of 

2007 between the C i t y of Chicago, h e r e i n a f t e r r e f e r r e d t o as the 

Employer and the I n t e r n a t i o n a l Union of Operating Engineers, 

Local No. 399 h e r e i n a f t e r r e f e r r e d t o as the Union. 

Whereas the Employer and the Union are desirous of en t e r i n g 

i n t o an agreement f o r the employment and t r a i n i n g of persons i n 

an •"Engineer Trainee Program" they do hereby mutually covenant 

and agree as f o l l o w s : 

That the Employer agrees t o employ tra.inees f o r 

the purpose of enabling said t r a i n e e s t o acquire the 

knowledge necessary to q u a l i f y f o r a v a l i d S t a t i o n a r y 

Engineer's l i c e n s e . 

That the Union agrees t o an addendum t o the 

C o l l e c t i v e Bargaining Agreement w i t h the Employer by 

all o w i n g the use of tr a i n e e s i n accordance w i t h t h i s 

Agreement w i t h i n the terms of the C i t y Agreement as 

amended. I n the event of c o n f l i c t the terms of the 

Trainee Agreement w i l l p r e v a i l . 

Therefore the f o l l o w i n g addendum t o the 

C o l l e c t i v e Bargaining Agreement s h a l l apply: 

1. The duration of t h i s Agreement s h a l l run 

from the date of execution and t h e r e a f t e r , running 

concurrently w i t h the C o l l e c t i v e Bargaining Agreement 

between the Unic"5n and the Employer and any extensions 

thereof. 
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2. A l l a p p l i c a n t s f o r t r a i n e e p o s i t i o n s s h a l l 

have equal o p p o r t u n i t y f o r h i r i n g . 

3. The number of t r a i n e e s who may be employed 

s h a l l be determined by agreement between the Union and 

the Employer. The .Employer s h a l l give advance w r i t t e n 

n o t i c e t o the Union of i t s i n t e n t t o h i r e t r a i n e e s 

and, upon request, w i l l meet and confer w i t h the Union 

p r i o r t o the appointment of the t r a i n e e s . 

4. The normal t r a i n i n g p eriod required f o r 

q u a l i f i c a t i o n f o r a v a l i d S t a t i o n a r y Engineer's 

lice n s e i s three (3) years. I n c e r t a i n cases when an 

e a r l i e r f u l l q u a l i f i c a t i o n of a Trainee i s agreed t o 

by the Union and the Employer, a shorter t r a i n i n g 

p e riod may be deemed s u f f i c i e n t . 

5. Each person who enters the Trainee Program 

s h a l l attend the Local 399 school at t h e i r own expense 

f o r the f u l l three (3) year period, unless as 

described i n four (4) above they q u a l i f y f o r the 

S t a t i o n a r y Engineer license at an e a r l i e r date. 

6. Trainees s h a l l be exempt, employees and as 

such may be d i s c i p l i n e d , discharged or otherwise 

terminated at the sole d i s c r e t i o n of the Employer. 

7. Trainees who s u c c e s s f u l l y complete t h i s 

program and obtain a v a l i d S t ationary Engineer license 

sha.l 1 not be required to f i l e an a p p l i c a t i o n f o r a 

Career Service' p o s i t i o n as an Operating Engineer Group 

C but w i l l be appointed as Operating Engineer Group C 
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w i t h f u l l Career Service status i f vacancies and funds 

permit, or s h a l l be placed on the r e c a l l l i s t and 

s h a l l be h i r e d f o l l o w i n g p r e v i o u s l y l a i d o f f Operating 

Engineers Group C. 

8. I t i s agreed t h a t Trainees may not work 

alone. 

9. The regular wage ra t e f o r Trainees under the 

previous Agreement were as f o l l o w s : 

S t a r t i n g Rate $10.50 per hr. 

12 months service $11.75 per hr. 

24 months service $13.25 per hr. 

36 months service $14.00 per hr. 

Said rates s h a l l be subject t o the increases and other 

terms provided i n the f o l l o w i n g Sections of t h i s Agreement: 

Section 9.1, P r e v a i l i n g Wage Rates; Section 9.2, P r e v a i l i n g 

Rate Adjustments; and Section 9.5, R e t r o a c t i v i t y . 

10. The Employer acknowledges t h a t the h i r i n g of 

Trainees s h a l l not cause a l a y o f f of Operating Engineers 

"Group C" working f o r the C i t y of Chicago, i t being f u r t h e r 

understood t h a t i n case of l a y o f f . Trainees w i l l be l a i d 

o f f f i r s t and r e h i r e d l a s t . 
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LABOR NEGOTIATIONS BETWEEN , 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 
LMCC REFERRAL 

Agree to the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e depends on, the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 t o explore and recommend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and T r a i n i n g . Program I n i t i a t i v e , i n c l u d i n g , but 

not l i m i t e d t o : 

a. A m u l t i - p r o j e c t labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) 'contractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum number of apprentices on the p r o j e c t as 

permitted under the terms and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n wo.rk on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h 
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the U.S. Department of Labor's Bureau of Apprenticeship and' 

Tr a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: . 

119 
356584.1 

J 



LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive h e a l t h care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, i n c l u d i n g but 

not , l i m i t e d t o the f o l l o w i n g areas: 

.Expanded Disease Management Program 

HRA,and Bio-metric Screening 

Health Fairs 

Weight Management Program 

Imaging Review Service 

L i f e t i m e Maximum 

Subscriber Share f o r Hos p i t a l B i l l s and Co-insurance 

Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 

Comprehensive Communication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Memorandum of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive some or a l l of the monetary 

make whole remedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s . w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order t o conclude n e g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y t o waive 

some or a l l of the monetary make whole remedies. U n t i l such an 

agreement i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be o b l i g a t e d t o implement the monetary make whole 
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remedies i n the Award. I n a d d i t i o n , i f such an agreement i s not 

reached by December 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed amendment t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f from the monetary make whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

INTERNATIONAL ASSOCIATION OF HEAT 
AND FROST INSULATORS AND 

ASBESTOS WORKERS, LOCAL NO. 17 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer") and the I n t e r n a t i o n a l Association of Heat and 

Frost I n s u l a t o r s and Asbestos Workers, Local No. 17 ( h e r e i n a f t e r 

c a l l e d "the Union"), f o r the purpose of e s t a b l i s h i n g , through 

the process of c o l l e c t i v e bargaining c e r t a i n p r o v i s i o n s covering 

wages, and other terms and conditions of employment f o r the 

employees represented by the Union. 

In r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n : 

Asbestos Worker 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect t o rates of pay, wages, hours and other 

terms and conditions of employment. The term "employee" as used 

herein, r e f e r s t o the above job c l a s s i f i c a t i o n , unless s p e c i f i e d 

t o the contrary. 

1 
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ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Employer, except only as. they may be subject to a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. 7\mong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are' a l l 

matters concerning or r e l a t e d t o • the management of the 

Employer's operations and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or o r g a n i z a t i o n of the Employer's operations, or other 

economic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o make and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o determine the services, processes, and 

extent of the Emf^loyer's operation, the types and q u a n t i t i e s of 

machinery, equipment and m a t e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t t o determine the number of employees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y O'f workmanship 

and work required t o insure maximum e f f i c i e n c y of operations; t o 

e s t a b l i s h and enforce f a i r production standards; and to 
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determine the size, number and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the pro v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s . Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

ensure equal employment opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and. nothing in 

this Agreement s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that t h i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect 

a f f e c t the seniority provisions of t h i s Agreement. 

Section 3.2 No Discrimination 

Neither the Employer nor the Union s h a l l d i s c r i m i n a t e 

against any employee covered by t h i s Agreement i n a manner which 

would v i o l a t e any app l i c a b l e laws because of race, c o l o r , 

r e l i g i o n , n a t i o n a l o r i g i n , age, sex, m a r i t a l s t a t u s , mental 

and/or ph y s i c a l handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievance of Alleged Violation 

Grievances by employees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

t h i s Agreement, but s h a l l not be subject t o a r b i t r a t i o n unless 

mutually agreed by the p a r t i e s . 
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Section 3.4 Reasonable Accommodation 

In the event the Employer s h a l l be required to make a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incumbent 

employee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreement, the Employer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the union. The prov i s i o n s of A r t i c l e 11 of 

t h i s Agreement s h a l l , be a v a i l a b l e , and the A r b i t r a t o r may 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreement and the employee's r i g h t s • under t h i s Agreement, 

provided t h a t no incumbent employee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

Effective July 1, 20-0-17, employees covered by this 

Agreement s h a l l continue to receive the hourly rate being paid 

to crafts or job c l a s s i f i c a t i o n s doing similar kinds of work in 

Cook County pursuant to the formula currently used by the United 

States Department of Labor in administering the Davis-Bacon Act 

as currently being paid to said employees as set forth in 

Appendix A appended to and made a part of this Agreement. 

Section 4.2 Prevailing Rate Adjustments 
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E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 20-9-17, through the period ending June 30, 20-4-7-22, 

the wage r a t e r e f e r r e d t o i n the immediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. In the event 

the hourly wage rates e f f e c t i v e July./ of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 4.3 Non-Prevailing Wage Rates Governing F i r s t Fdrve— 
Yoaro of t h i o Agroomont (07/01/2007 t o 06/30/2012): 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l employees who are i n non- p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

• Effective 07/01/2007 •• 1% 01/01/2018 - 2.00% 

• Effective 01/01/2008 2.25°o 01/01/2019 - 2.25% 

Year 2: 

• Effective 01/01/2009 3% 01/01/2020 - 2.00% 

Year 3: 
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• Effective 01/01/2010 ^ 01/01/2021 - 2.25% 

Year 4 :-

• Effective 01/01/2011 3.25°o 01/01/2022 - 2.00% 

Year 5̂ -

• — E f f e c t i v e 01/01/2012 3^-^ 

Section—4^r4 Non-Prevailing—Wage—Rates—Governing—Second—Five-
Year Term (07/01/2012 to 06/30/2017) 

E f f c c t i v G — f e h e — f o l l o v j i n g dates,—fehe—City—will—make—fehe—wage 

adj ustmcnts—below for— a H—employees—whe—ar^e—ifi—non-prevailing 

r a t e — c l a s s i f i c a t i o n s — a n d who are e i t h e r on the payroll—a-s—of tho 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 6^ 

* — E f f e c t i v e 01/01/2013 

Year 7 : 

• — E f f e c t i v e 01/01/2014 ^% 

Year 8: 

•—Effective 01/01/2015 Sr%r 

Year 9: 

• — E f f e c t i v e 01/01/2016 

Year 10: 

• — E f f e c t i v e 01/01/2017 ^% 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees i n 

non-prevailing wage rate c l a s s i f i c a t i o n s * ' * receive an across-

the-board percentage increase i n t h e i r regular base rate of pay 
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i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non- p r e v a i l i n g wage ra t e c l a s s i f i c a t i o n s * * receive 

a lump sum payment i n any contract year, employees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the same lump sum payment i n any such year. The p a r t i e s 

agree t o confer regarding the t i m i n g , amount and implementation 

of any wage adjustment or lump sum payment under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Department 

and uniformed members of the Chicago Fire Department. 

Section 4.5 Retroactivity 

The increases set f o r t h i n A r t i c l e 4, Sections 4.1 and 4.3, 

are payable t o a f f e c t e d employees who, as of August—3-?—2007 the 

date o f f i n a l r a t i f i c a t i o n of t h i s Agreement by the C i t y 

Council, are e i t h e r on the p a y r o l l , or are on approved leave, or 

are on l a y o f f w i t h r e c a l l r i g h t s , or are seasonal employees who 

are e l i g i b l e f o r r e h i r e , or are former employees who r e t i r e d 

e f f e c t i v e between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the C i t y Council, i n c l u s i v e . 
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Section 4.6 Out of Grade Pay 

An employee covered by t h i s agreement who i s d i r e c t e d to 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher r a t e d job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such time from the f i r s t 

day of the assignment. The Employer agrees t h a t i t w i l l make 

such assignments f o r not less than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular pay day, or as 

soon t h e r e a f t e r as i s possible, but i n no event l a t e r than the 

pay period f o l l o w i n g the pay period i n which the payment was 

earned. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days,/ except where a regular 

incumbent i s on leave of absence, in which case the time l i m i t 

for acting into such position may riot exceed one (1) year, and 

no individual employee can act up into that position for more 

than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the parties. I f the one hundred eighty (180) day 

l i m i t i s extended to one (1) year due to a regular incumbent on 

leave of eibsence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein. 
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the position s h a l l be treated as a "permanent vacancy" within 

the meaning of Section - of t h i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" siibject to 

the applicable provisions of that Section. 

Section 4.7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l p e riod i n which i t i s earned. A l l overtime or 

premium pay s h a l l be paid t o employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s to include a l l of the regular 

base, overtime and/or premium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shor-tage 

provided the employee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute t o the Department timekeeper on the "Employee 

Pay r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's submission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 
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i n question exceeds $100.00, the Department w i l l submit a 

supplemental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

,, date a f t e r the timekeeper i s n o t i f i e d of the employee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o the employee the sum of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i m i t e d t o duty d i s a b i l i t y ) , overtime 

earned under the City's emergency snow removal program, and 

inaccuracies due to changes i n p a y r o l l deductions, are 

excluded from the provisions of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect to the payments r e f e r r e d to i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement. 

(e) In order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Committee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's members of the Committee w i l l 
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consist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives t o serve as members of the Committee. The 

Committee w i l l meet not less than q u a r t e r l y , or more 

f r e q u e n t l y as the need may a r i s e , t o review ongoing issues 

regarding payroll', compliance w i t h t h i s Section, or other 

issues of mutual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreement. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from time-to-time a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f meetings w i t h Department heads t o review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t employees. 
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ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 The Workday and Workweek 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The normal work week s h a l l consist of f i v e (5) consecutive 

eight (8) hour days and two (2) consecutive days o f f , except 

where the Employer's operations r e q u i r e d i f f e r e n t scheduling 

needs. The Employer w i l l n o t i f y the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 midnight (one minute a f t e r 11:59 p.m. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. The normal work day s h a l l begin at 8:00 a.m. and end at 

4:30 p.m. as determined by the Employer. 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Employer may change the established s t a r t i n g time of the Monday 

through Friday work day f o r a department, bureau, work u n i t , 

crew or i n d i v i d u a l upon fourteen (14) days' w r i t t e n n o t i c e t o 

the Union and a f f e c t e d employees, and discussion w i t h the Union. 

Said s t a r t i n g times s h a l l not be scheduled more than two (2) 

hours before the regular s t a r t i n g times c u r r e n t l y i n e f f e c t i n 

t h i s Agreement. A l l such changes, unless otherwise agreed to by 

the p a r t i e s , s h a l l be i n e f f e c t f o r a minimum of one (1)' week, 

and s h a l l provide f o r the same s t a r t i n g times each day of t h a t 

period. No employee s h a l l be placed on a s p l i t s h i f t without 

agreement by the Union. F a i l u r e to comply w i t h t h i s p r o v i s i o n 

12 
24b49'/4 . 4 



s h a l l result in the payment of appropriate premium time to 

affected employees. 

Section 5.2 Overtime 

A l l work performed i n excess of f o r t y (40) hours worked per 

week; or i n excess of e i g h t (8) hours worked per day when the 

employee has f o r t y (40) hours of work or excused absences; or on 

Saturday or Sunday as such when Saturday and Sunday are not p a r t 

of the Employee's regular work week; or on the s i x t h or seventh 

consecutive day worked, s h a l l be paid f o r at two (2) times the 

regular s t r a i g h t time hourly r a t e of pay. Such overtime s h a l l 

be computed on the basis of completed f i f t e e n minute segments. 

Employees exempt from the Fair Labor Standards Act s h a l l not be 

e l i g i b l e f o r overtime under t h i s Section. There s h a l l be no 

pyramiding of overtime and/or premium pay. Daily and/or weekly 

overtime and/or premium pay s h a l l not be paid f o r the same hours 

worked. 

A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 

Section 5.3 Overtime Distribution 

A reasonable amount of overtime and/or premium time s h a l l 

be a c o n d i t i o n of continued employment. Overtime and/or premium 

time r e f e r r e d t o i n t h i s Agreement, s h a l l be o f f e r e d f i r s t t o 

the employee doing the job. A l l overtime w i l l be d i s t r i b u t e d as 

equally as f e a s i b l e over a reasonable period of time among the 
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employees w i t h i n the same c l a s s i f i c a t i o n and w i t h i n the same 

work l o c a t i o n . 

Section 5.4 Reporting Pay 

When an employee reports f o r his or her r e g u l a r l y scheduled 

s h i f t , the employee s h a l l receive a minimum of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at le a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g time not to report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Department of h i s or her current telephone 

number. 

I f the employee works more than two (2) hours, he or she 

s h a l l receive a minimum of four (4) hours work or pay for that 

day. I f the employee works more than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay for that day. An 

employee who does not complete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 

option of using a portion of accrued vacation, personal or 

compensatory time for that day upon notice to the Employer. 

Section 5.5 C a l l - I n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a minimum 

of two (2) hours pay at the appropriate overtime r a t e from the 

time t h a t they a r r i v e at t h e i r workplace. 
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The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 

In the event a General Foreman or Foreman i s directed by 

the Employer to respond to emergency c a l l s from home and outside 

of his or her regular working hours, he ,or she w i l l be granted 

compensatory time at the appropriate rate for a l l v e r i f i e d time 

spent responding to the emergency from home, with a minimum of 

15 minutes of compensatory time to be granted in any calendar 

day on which any such emergency responses were required, up to a 

maximum of two hours of compensatory time in any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and/or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may acc\amulate such time up to a maximum of 160 hours. 
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Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. A l l acciamulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees in the 

form of cash at th e i r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 Current Holidays 

(a) F u l l - t i m e hourly employees s h a l l receive eight hours 

s t r a i g h t - t i m e pay f o r the holidays set f o r t h below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Columbus Day 
8. Thanksgiving Day 

9. Christmas Day 

(b) F u l l - t i m e s a l a r i e d employees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Memorial Day 
7. Independence Day 
8. , Labor Day 
9. Columbus Day 

10. Veterans Day 
11. Thanksgiving Day 
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12. Christmas Day 

(c) Employees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreement. At the employee's 

option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Employer. I f the employee i s required 

or allowed t o work on such designated day, the employee s h a l l 

receive the appropriate holiday premium r a t e . An employee may 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Employees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Employer. New employees who 

commence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(d) The b e n e f i t s set f o r t h i n (a) , (b) and (c) above s h a l l 

be paid provided the employee i s i n pay status the f u l l 

scheduled work day immediately preceding and the f u l l scheduled 

work day immediately f o l l o w i n g such holiday, or i s absent from 

work on one or both of those days w i t h the Employer's 

permission; such permission s h a l l not be unreasonably denied. 
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Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1, he/she s h a l l be paid at the r a t e 

of two (2) times (which includes holiday pay) his/her normal 

hourly r a t e f o r a l l hours worked. ' I f the employee i s not 

required to work on a calendar holiday s p e c i f i e d i n Section 6.1, 

such employee s h a l l be paid eight (8) hours at s t r a i g h t time f o r 

such holiday. A l l holiday time s h a l l be considered time worked 

f o r the purposes of computing overtime except where the holiday 

f a l l s on the employee's day o f f . 

Section 6.3 F a i l u r e to Report to Work on Scheduled Holiday 

I f an employee i s scheduled t o work on a holiday and f a i l s 

t o r e p o r t to work, the employee s h a l l f o r f e i t his/her r i g h t t o 

pay f o r t h a t holiday unless his/her absence i s due t o i l l n e s s , 

i n j u r y , or other emergency. 

Section 6.4 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday 'and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For employees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday and/or Sunday w i l l be observed on t h a t 

day. 

Whenever said holiday f a l l s during an employee's vacation 

period the Employer s h a l l have the option of g r a n t i n g the 
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employee an extra day's pay or an extra 'day of vacation at a 

time mutually agreed upon between the employee and the 

department head, provided the employee works the f u l l scheduled 

workday immediately preceding and the f u l l scheduled workday 

immediately f o l l o w i n g such vacation period, unless absence i s 

fo r a reason the Employer f i n d s t o be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

employed. An employee w i l l earn the f o l l o w i n g amounts of paid 

vacation, based on such employee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service P r i o r t o July 1 Vacation 

Less than 6 years 13 days 

6 years or more, but less than 14 years 18 days 

14 years or more 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro ra t a vacation i f : 

1. The employee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

19 
2454974.4 



2. The employee was separated from employment, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 

The amount of pro r a t a vacation i s determined by d i v i d i n g 

the number of months of continuous service the f u l l - t i m e 

employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

amount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole number of days. Employees separated from employment, 

other than f o r cause, w i l l be paid on a supplemental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-time employees who worked at l e a s t 80 hours per month 

earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Employer i n accordance w i t h past 

p r a c t i c e . 
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Section 7.3 F o r f e i t of Vacation 

AH—earned vacation—leave—shall be—forfeited unless—(rh)—the 

employee—was d e n i e d — v a c a t i o n — b y — t h e — e m p l o y e r , e¥ (̂ -) fe^ 

employee—i-s—on an approved leave—of absence,—er—(-3^—feh^e—employee 

elects—in—writing—fe-e—carry—over—up—fe-e—three—such—vacation—days 

#er—use—individually—er—consecutively—during—fe^^^e—next—vacation 

year,—provided—that—notice—ei—such—election—shall—be—given—te-

fehe—employer—before—December—i%—ef—the—vacation—year. Such 

carry over vacation days must be scheduled upon mutual—agreement 

ef^— t h e—employer, w h i c h — a g r e e m e n t — s h a l l — n e t — b e — u n r e a s o n a b l y 

denied or withheld,—and such carry ovor days must be talccn on or 

before—April—3-9—ef— t h e—next—vacation—year—(-er—within— s i - a—(-6-)-

months,—ifi—fehe—case—ef^—afi—employee's—return—from—afi—approved 

leave—e^f—absence) . E m p l o y e e s — e n — d u t y — d i s a b i l i t y — s h a l l — r e t a i n 

a n y — v a c a t i o n l e a v e — e a r n e d — p r i o r fee b e i n g — p l a c e d en duty 

d i s a b i l i t y — l e a v e , t o g e t h e r — w i t h — a i l : — v a c a t i o n — t i m e — e a r n e d — d u r i n g 

fehe—period—ef^—duty—disability—fer—fehe—tvjclvc fiS-) months 

fo l l o w i n g — f e h e — d a t e — i f i ^ — v j h i c h — t h e — p e r s o n — b e c a m e — d i s a b l e d , — a f i d 

s h a l l — b e — e n t i t l e d — f e e — u - s e — s u c h — v a c a t i o n — t i m e — w i t h i n — t w e l v e — ( 1 2 ) 

months—following t h e i r — r e t u r n t o work. 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

employee was .denied vacation by the employer, or (2) the 

employee i s on an approved leave of absence, or (3) the employee 

e l e c t s i n w r i t i n g t o carry over vacation days (up t o three (3) 
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such •vacation days of accrued and .unused vacation days f o r 

employees w i t h less than ten (10) years of s'ervice, and up t o 

f i v e (5) days of accrued and unused vacation days f o r employees 

w i t h ten (10) or more years of service) f o r use i n d i v i d u a l l y or 

consecutively during the next vacation year, provided t h a t 

n o t i c e of such e l e c t i o n s h a l l be given t o the employer before 

December 15 of the vacation year. Carry over days s h a l l not 

count against an employee's maximum number of s i n g l e use 

vacation days provided f o r under t h i s Agreement. Such carry over 

vacation days must be scheduled i n the then c u r r e n t year f o r use 

i n the next year. Cancellation or re-scheduling of c a r r y over 

days s h a l l be c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the 

Agreement under Vacation Picks , upon—mutual—agreement—ef^—fehe 

employer,—vjhich—agreement—shall—nefe—be—unreasonably—denied—er^ 

withheld, and such carry over days must be taken on or before 

A p r i l June 30 of the next vacation year (or w i t h i n s i x (6) 

months, i n the case of an employee's r e t u r n from an approved 

leave of absence). Nothing herein s h a l l l i m i t or p r o h i b i t the 

Employer from a l l o w i n g the employee t o reschedule c a r r y over 

before June 30*̂ *̂ , or approving the rescheduling of c a r r y over 

days beyond June 30^^. Employees on duty d i s a b i l i t y s h a l l r e t a i n 

any vacation leave earned p r i o r t o being placed on duty 

c i i s a b i l i t y leave, together w i t h a l l vacation time earned during 

the period of duty d i s a b i l i t y f o r the twelve (12) months 
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following the date in which the person became disabled, and 

s h a l l be entitled" to use such vacation time within twelve (12) 

months following their return to work. 

Section 7.4 Employees Laid-Off or Discharged 

Employees who are terminated for cause are not e n t i t l e d to 

any vacation pay not taken. An employee' who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay i n th e i r 

bank at the time of resignation. Employees s h a l l not earn 

vacation credit for' any period during which they are on layoff 

or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of t h i s Agreement. 

In the event of the death of an e l i g i b l e employee, the surviving 

widow, widower or estate s h a l l be e n t i t l e d to any vacation pay 

to which the deceased employee was enti t l e d . 

Section 7.5 Rate of Vacation Pay 

The rate of vacation pay s h a l l be computed by multiplying 

the .employee's straight time hourly rate of pay in effect for 

the employee's regular job at the time the vacation i s being 

taken, times 8 hours per day, times the number of days' vacation 

to which the employee i s enti t l e d . Salaried employees s h a l l 

receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 Selection 
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Vacation, picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y 

i n the department, provided however, the Department Head s h a l l 

have the r i g h t t o determine the number and scheduling of crews 

and employees who can be on vacation at any one time without 

hindering the operation of the Department. The Department w i l l 

not designate any time or period during the calendar year when 

e l i g i b l e employees would be p r o h i b i t e d from scheduling and 

t a k i n g vacation time. 

Employees s h a l l make vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

Department w i l l respond to the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days from the' 

date the request i s received by the Department, except i n cases 

where the request i s made f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), a 

severe manpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable t o the immediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment of the vacation pay (thereby 
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reducing the t o t a l of the employee's accrued vacation time) plus 

payment to the employee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the ...vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an employee s h a l l 

occur only in the most extreme emergencies. In the event of 

such cancellation, the Employer w i l l reimburse the employee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Non-Consecutive Vacation Days 

Employees may receive up to five s i x of their 

vacations days one or more days(s) at a time as days off in each 

year. Such days off s h a l l be scheduled pursuant to Section 7.6 

above (Vacation Selection). Such days(s) off s h a l l be approved 

by the employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so late 

in the vacation year that the employee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 
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week and the h o l i d a y f a l l s on Tuesday) the vacation days 

scheduled f o r the week w i l l be considered consecutive vacation 

days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF) . 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side o f the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing h e r e i n s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees may designate and use at t h e i r o ption up to f i v e 

-(-5^ s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreement as si c k days t o cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l include (or 

may be expanded upon by the Ci t y ) : ( i ) mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic partner or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 
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p a r t n e r i s r e g i s t e r e d w i t h the Department of Hiiman Resources. 

The Employer reserves the r i g h t t o ask the employee t o f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g t o use vacation days 

as s i c k days under t h i s p r o v i s i o n s h a l l inform the 

repre s e n t a t i v e of the Employer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . S alaried employees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreement s h a l l be i n e l i g i b l e 

t o use vacation days as sick days while they have a v a i l a b l e 

unused s i c k days. 

Section 7.8 Reciprocity with Other Agencieo 

Afiy employee ef fehe C i t y — e f ^ Chicago h i r o d — p r i o r fee 

February 13, 198 6—whe—ha-s—rendered—service—fee—fehe—County—ef-

Cook,—fehe—Chicago—Park—District,—fehe—Chicago—Housing—Authority, 

the—Forest—Preserve—District,—fehe—Metropolitan—Sanitary—District 

ef—Greater—Chicago,—fehe—State—ef^—Illinois, • the—Chicago—Board—ei 

Education, fehe C i t y — C o l l e g e s ef Chicago, Community—College 

D i s t r i c t — 5 0 8 ,—feh-e—Chicago—Transit—Authority,— t h e—Public—Building 

Commission e i Chicago, . the. Chicago Urban Transportation 

D i s t r i c t , — a n d — f e h e — R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

fehe—right—fee—have—trhe—period—ef—such—service—credited—and 

counted—fer—fehe—purpose—©f^—computing—the—number—ef—years—ef^ 

service—a-s—a-n—omploycc—ef—fehe—City—fer—vacations,—provided—that 

such—service—ha-s—been—continuous—service . However,—vacation 
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t i m e — a c c r u e d — v i / h i l c — w o r k i n g — f e r — a n o t h e r — p u b l i c — a g e n c y — i e — n e f e 

t r a n s f e r a b l e . Employees—hired—after—February—13-7 1986—whe 

render—service—fer—afiy—other—employer—ae—stated—above—shall—have 

fe-he—right—fee—have—fehe—period—ef^—such—service—credited—afl^ 

counted—f-er—fehe—purpose—ef—computing—fehe—number—ef—years— e i 

service—a-s—afi—employee— e i—fehe—City—fer—vacations , — p r o v i d e d — a 

m a j o r i t y of other cmployocs of the Employer receive such c r e d i t . 
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ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service means continuous paid -employment from 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employment. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or le s s ; or 

2. An absence where the employee i s adjudged e l i g i b l e f o r 

duty d i s a b i l i t y compensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal employees who work a minimum of ei g h t y 

(80) hours per month s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) Unpaid leaves of absence f o r more than 30 days or 

l a y o f f f o r more than 30 days, unless employees are allowed t o 

accumulate s e n i o r i t y under t h i s Agreement. 

(b) Seasonal employment of 120 calendar days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the time worked. 
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(c) Seasonal employment in excess of 120 days in any 

calendar year s h a l l be credited toward continuous service. 

Section 8.3 Reciprocity 

Employees h i r e d — p r i o r fee February i^-^ 198 6 whe have 

rendered service fee fe+^e C o u n t y — — C o o k , fehe Chicago Park 

D i s t r i c t , t h e — F o r e s t — P r e s e r v e — D i s t r i c t , fehe—Chicago Housing 

A u t h o r i t y , fehe Metropolitan Sanitary D i s t r i c t ef Greater 

Chicago,—fehe—State—ef—Illinois,—fef^e—Chicago—Board of—Education, 

City—Colleges—ef—Chicago,—Community—College—District—508 ,—the 

Chicago Transit Authority, Public Building Commission ei 

Chicago, fehe—Chicago—Urban—Transportation—District—afid—fehe 

Rcgional—Transportation Authority—shall—have—fehe—period—ef^ such 

service—credited—afid—counted—fer^—fehe—purpose— e i—advancement 

w i t h i f i — l o n g e v i t y — s a l a r y — s c h e d u l e s . However,—employees—hirod 

a f t e r — F e b r u a r y — l ^ - ^ 1986, w h e — r e n d e r — s e r v i c e — f e r — a n y — o t h e r 

employer as—stated above—shall—have t h e — r i g h t — t o have—the period 

ef such service credited—afid counted fer fe-he purpose ei 

advancement '—Vi/ithin l o n g e v i t y salary schedules provided a 

majority of other cmployocs—of the Employer receive—such credit. 

Section 8.4 Break i n Service 

Notwithstanding the pro v i s i o n s of any ordinance or r u l e to 

the contrary, continuous service of an employee i s broken, the 

employment r e l a t i o n s h i p i s terminated, and the employee s h a l l 

have no r i g h t to be r e h i r e d , i f the employee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

days without n o t i f y i n g the employee's authorized Employer 

representative unless the circumstances preclude the Employee, 
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or someone on his behalf, from giving such notice, does not 

activel y work for the' Employer for twelve (12) months (except 

for approved f u l l time Union representative leaves or medical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for more than twelve (12) consecutive months i f the employee has 

less than five (5) years of service at the time of the layoff, 

or i s on layoff for more than two (2) years i f the employee has 

five (5) or more years of service at the time of the layoff. 

Section 8.5 Probationary Employment 

New employees, hired a f t e r r a t i f i c a t i o n of t h i s 

Agreement, w i l l be regarded as probationary employees for the 

f i r s t e i ^ t — t w e l v e (12) months of the i r employment and w i l l 

receive no seniority or continuous service credit during such 

probationary period. Probationary employees continuing in the 

service of the Employer "after eirx—(-&4- twelve (12) months s h a l l 

be career service employees and s h a l l have thei r seniority date 

made retroactive to the date of t h e i r original hiring. 

Probationary employees may be dis c i p l i n e d or discharged as 

exclusively determined by the Employer and such Employer action 

s h a l l not be subject to the grievance procedures, provided 

that, (1) after the f i r s t s i x (6) months of the probationary 

period, i f the Employer intends to impose a d i s c i p l i n a r y 

suspension on the probationary employee where the suspension 

would r e s u l t in a loss of pay, prior to imposing the suspension. 
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except in emergency or where the employee i s unavailable, the 

Employer s h a l l notify the employee and the Union and, upon 

request from the Union, w i l l schedule a meeting with the Union 

and the employee to discuss and allow the employee to respond to 

the accusations, and/or ( 2 ) i f the Employer, within i t s 

discretion, rehires a former employee who did not complete 

his/her probationary period within one year from the employee's 

termination, and said former employee had served 90 days or more 

of his/her probationary period, a l l time previously served in 

the probationary period s h a l l be counted for purposes of 

determining when the said employee completes his/her 

probationary period. A probationary employee who has served 90 

days or more of his/her, probationary period and who i s l a i d off 

s h a l l be given preference over other applicants for employment 

in the same job t i t l e in the department from which he/she was 

l a i d off, so long as he/she does not refuse an offer of 

employment, and does not suffer a break in service under Section 

8.4 of this Agreement. Seasonal employees who have worked 

without a break i n service or who have worked more than twelve 

(12) consecutive months and bid into (or otherwise become) 

career service position/employees, s h a l l not have to serve the 

above twelve (12) month probationary period, but s h a l l have an 

evaluation period not to exceed s i x t y (60) days, to demonstrate 

that he/she can perform the job. I f the Employer has j u s t cause 
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based upon the employee's job performance at any time during the 

evaluation period that the employee cannot perform the job, then 

he/she s h a l l be returned to the seasonal position held j u s t 

prior, displacing, i f necessary, any employee who has been 

placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary employees, s h a l l be compensated at the 

same ra t e as career service employees. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

a) The Employer s h a l l provide t o employees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the same terms and conditions 

applic a b l e t o said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 

b) Employees who p a r t i c i p a t e i n the Employer; medical 

care plan or an' HMO s h a l l make the f o l l o w i n g c o n t r i b u t i o n s 

toward t h e i r health care coverage, based on the 'applicable 

percentage of t h e i r base s a l a r y , subject t o the then-applicable 

s a l a r y cap: 
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IT-) employee medical contributions a^e based en a 

composite—1. 6%—ef—base—salary—for single,—employee—afid—one,—and 

family—levels—ef—coverage—a-s—specified—below. Fer—example,—fehe-

co n t r i b u t i o n s — a r f e — s e l e c t e d — s a l a r y — l e v e l s — p e - r — p a y — p e r i o d — a r ^ — a - s 

f o l l o w s : 

ANNUAL 
"̂ AT APY 

SINGLE EMPLOYEE 11 
-1 c -7 n -7 0, 

FAMILY 
1 nn r)c.o 

X . U O ± tJ ± . J t \j 0 

rin -t-n * T i nnn 1 Rn 1 Q n n n n 
Vy> LCJ ^ ^ yj f Kj u u 

s ̂  n n n 1 
J- .1- . o u 
1 o o c, 

J- J . u u 
1 Q 7 

iL iL . \J 
OA (CO 

^ \J f u u ± 

SAO nnn 
± z.. . o o 
17 1/1 

L J . ID 
0 (C -30 

^ *1 . 0 Jl 
0 0 0 ̂  

V " / u w u 

sRn n00 
-L f . J- 4 
O-I /] o 

c . ̂  0 
-30 n-1 Al ns 

V ̂  ̂  f u u w 

5(^0 oon 
^ L . *1 z_ 

R 7 n • Q /in d 0 fi 
V / w u u 

5 7 0 nnn 
A. J . / U 
o n n n 

^ J - 41? 
i5 0 7 

H J . iL 

S /I 7 
•ŷ  ' ^ f U U U 

<i o 0 nnn n A 0 7 
*i 0 . u / 
R fi fi 

0 / . *4 / 
fi R fio •-^ \^ \ j f \ j \ j \ j 

^ p q q Q Q 
D ^ . iL 1 
00 C C 

0 ̂  - 0 0 
R Q ll 

0 J . 0 0 
7 0 o n 

V o / J J J 

$90,000 1 38.60 59.30 73.95 

Salary 

Single Employee + 1 Family Cap 

July 1, 2017 1.2921% 1.9854% ' 2.4765 $90,000 

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

July 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

July 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

-34- effective—July— h - ,—2006—cmployoc—mcdica-1—contributions 

a^ee—based—en—a composite—2.0% ef^—base s a l a r y — f - e r — s i n g l e , 

employee—aft€i—one,—aftd—family—levels—ef^—coverage—a-s—specified 

belovj-:—Fer—c::amplc,—fehe—contributions—afe—selected—salary—levels 

per pay period arc as—f ollovjs : 
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ANNUAL SINGLE EMPLOYEE t1 FAMILY 
SALARY -.— 1 . 2921"o 1 . 985ro 2 . 4765°o 

UnHr r S '^ n OCiO 1 R 7 1 t o -3 q q * O 7 c 

* n nn 1 
c? X -J . IX 

1 fi 1 R 

V z . 0 0 
c- o ^ q o 

s> zl / 0-t> 

e o n n ic •Y O \J f U U i . 

4n nnn 
V ± O . X u 

'^^1 R /I 
V Z rt . 0 ^1 
e- o o oc\ 

V J U . 17 D 
e- /I -| o o 

•y^ '-1 \J f \J yJ \J 

sRn nnn 
C? iL X . .J *3 
c- o (c: n o 

V ^ . \J J 

<̂  /I 1 fi 

V X . Z o-
e c; -1 c n 

^ -J \J f \J \J \ j 

sfin nnn 
W iL^ . J iL 
t o o O f ) 

9 4 X . J5 O 

/I Q fi /I 

y O X . o y 

f \J <J u 

s 7 n nnn 
V O . Jl u 

<̂  fiO 

y T 17 . O 4 

* R 7 Q l 

S> D ± . 17 X 
e 7 o o o 

•-1- ' w ^ \J KJ KJ 

$ 0 0 o o n l l "5 n 

V ^ ' . 17 X 

<̂  fi fi 1 o 

S> 1 iL ."iL Jr 
C O O c c 

-T* w u ^ u u u 

5 n n 0 0 0 
V *1 O . U / 

/I o /I R 

y O D . X u • • •"-

<̂  7 /I /I R 
^ O iL . D D 
o n o o 7 

*^ J / \ j f \ j \ j \ j 

$100,000 
y *1 O . *4 O 

$53.84 
V / rr . rr O 

$82.73 
9 17 z •.- O r 

$103.19 

Ail—contributions—shall—be—made—efl^—a—pre-tax—basis—a-nd—ar^ 

payable on a per pay period basis. 

C) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 

p r o v i s i o n s of insurance p o l i c i e s between Employers and insurance 

companies. 

d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims not be subject t o the 

grievance procedure provided f o r i n the Agreement between the 

Employer and the Union. 

e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l ' be made a v a i l a b l e t o q u a l i f i e d 

employees. The Employer may o f f e r coverage under more than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject to 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement t o the contrary. 
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f ) Where both husband and wife or other f a m i l y members 

e l i g i b l e under one f a m i l y coverage are employed by the Employer, 

the Employer s h a l l pay f o r only one f a m i l y insurance or fa m i l y 

health plan. 

g) The current p r a c t i c e p e r m i t t i n g employees to use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreement. 

h) Consistent w i t h the terms of the Employer's e x i s t i n g 

Group Health Care Plan, and the app l i c a b l e r u l e s thereof, 

employees who are covered under the Plan s h a l l --not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d to continued medical coverage f o r a 

maximum of 12 weeks, subject t o the terms of the Plan and any 

other a p p l i c a b l e provisions of t h i s Agreement. Employees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terms • of the 

Plan and i t s applicab l e r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, employees must make a l l i n d i v i d u a l medical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terms of 

the Plan and i t s applicable r u l e s . 'In the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

36 
..•:4 54 ?74 . 4 



provided n o t i c e thereof, the form of which may include, but i s 

not l i m i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

communication from the Employer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be subject to an annual deductible of $35 per household. 

E f f e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

s\ibject to an annual deductible of $75 per household. 

Section 9.2 Joint Labor Management Cooperation Committee on 

Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Labor Management Cooperation 

Committee ("LMCC") pursuant t o ap p l i c a b l e s t a t e and f e d e r a l law. 

The purpose of the LMCC i s to research and make recommendations 

and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o the achievement of 

s i g n i f i c a n t and measurable savings i n the cost of employee 

health care during the term of t h i s Agreement. The Parties 

s h a l l memorialize t h e i r i n t e n t t o create t h i s LMCC by executing 

an Agreement and Declaration of Trust ("Trust Agreement") 

contemporaneously w i t h the execution of each C o a l i t i o n Union's 

c o l l e c t i v e bargaining agreement w i t h the C i t y of Chicago. Said 

Trust Agreement s h a l l be attached t o t h i s Agreement as 

Appendix C. 

Section 9.3 
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The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

a. Formation of a Committee t o govern the LMCC 

co n s i s t i n g of up t o twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be 

appointed by the C o a l i t i o n Unions. 

b. Appointment by the C i t y and C o a l i t i o n of a Co-

Chair and Vice-Cochair as designated i n the Trust 

Agreement. 

c. A u t h o r i t y of the LMCC t o make recommendations and 

mod i f i c a t i o n s i n the health plan expected t o 

r e s u l t i n savings and cost containment. 

d. Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d 

p a r t i e s . 

Section 9.4 

For purposes of t h i s A r t i c l e , an "employee" s h a l l mean a 

Ci t y employee represented by signatory labor organizations of 

t h i s Agreement. A " C o a l i t i o n Union" means s i g n a t o r i e s to t h i s 

Agreement which have executed a c o l l e c t i v e bargaining agreement 

w i t h the C i t y . 
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Section 9.5 

The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 
j 

m i l l i o n (as calculated with respect to the Coalition Unions) by 

J 

2020. The parties w i l l work through the LMCC to identify changes 

that w i l l r e s u l t i n the required savings. I f , prior to 

January 1, 2020, the parties have not reached agreement upon the 

proposed changes, each party w i l l submit i t s offer of proposed 

changes and the amount proposed to be reduced, including the 

methodology for estimating the value of the proposed changes, to 

a mutually agreed upon arbitrator, who w i l l be limited to 

selecting either the City's or the Coalition Unions' offer. The 

offer selected by the arbitrator w i l l be binding on the parties 

and on the LMCC. 

Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing their own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender. 
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coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate confidentiality agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

I n the event of a death i n an employee's immediate f a m i l y , 

such employee s h a l l be e n t i t l e d t o a leave of absence up t o a 

maximum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employ'ee s h a l l be e n t i t l e d t o a maximum of f i v e consecutive 

days. During such leave, an hourly employee s h a l l receive 

his/her regular s t r a i g h t time pay f o r such time as she/he i s 

required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not to exceed e i g h t hours per day) . Salaried 

employees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The employee's immediate f a m i l y s h a l l ' be defined as: 

mother, f a t h e r , husband, w i f e , brother . or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -
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law, b r o t h e r - i n - l a w , grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the employee i s 

a court-appointed l e g a l guardian. The Employer may, at i t s 

option, r e q u i r e the employee t o submit s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 Mi l i t a r y Leave 

Any employee who' i s a member of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Employer w i t h the C i t y Comptroller. "Any employee who i s a 

member of the National Guard of the United States or of the 

State of I l l i n o i s and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed f i f t e e n (15) calendar 

days i n any calendar year, provided t h a t the employee deposits 

his/her m i l i t a r y pay f o r a l l days compensated by the Employer 

wi t h the C i t y Comptroller. Any r e s e r v i s t c a l l e d f o r a c t i v e duty 
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on or a f t e r September 11, 2001, s h a l l be e n t i t l e d t o f u l l s a l a ry 

and medical b e n e f i t s , provided t h a t paid leave s h a l l be 

conditioned upon payment of m i l i t a r y pay t o the Comptroller. The 

r i g h t t o t h i s , a d d i t i o n a l paid leave s h a l l a u t o m a t i c a l l y 

terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave b e n e f i t s . 

Section 10.3 Jury Duty Leave/Subpoena 

An employee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the employee i s a p a r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the term of 

such absence, provided t h a t the employee deposits his j u r y duty 

pay w i t h the C i t y Comptroller. 

Section 10.4 Sick Leave 

¥he—City—proposes—fee—change—fehe—salaried—employee—sick—pa-y 

p r o v i s i o n s — o f tho Agreement—as' f o l l o w s : 

Salaried—employees—whe— a ^ e e—granted—paid—sick—leave—ae—ef-

fehe—execution—ef—this—Agreement—shall—continue—fe-e—receive—fehe 

same—sick—leave—provisions—during—fehe—term of—this—Agreement,—ae 

long—a-s—he/she—continued—fee—work—under—a c l a s s i f i c a t i o n — t h a t — w e e 

r e c e i v i n g — s i c k leave—afe—fehe—execution of t h i s Agreement. 

Notwithstanding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and t h e r e a f t e r , said s a l a r i e d employees who receive paid sick 

time s h a l l accrue sick time at the ra t e of one (1) day f o r each 

month of employment. Employees may use up t o s i x (6). days of 
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s i c k time per year f o r the bona f i d e i l l n e s s of f a m i l y members, 

who s h a l l i n c l u d e (or may be expanded upon by the C i t y ) : ( i ) 

mother, f a t h e r , husband, w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g 

blood, step or adopted), f a t h e r - i n - l a w , mother-in-law, daughter-

in-law, son-in-law, grandparents or grandchildren; or ( i i ) 

domestic p a r t n e r or the domestic partner's mother, f a t h e r , son 

or daughter ( i n c l u d i n g blood, h a l f , step or adopted), provided 

t h a t the employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the 

Department of Hiiman Resources. In the event an employee 

experiences a serious h e a l t h c o n d i t i o n w i t h i n the meaning of the 

Family Medical Leave Act, i - s — h o s p i t a l i z e d , upon request of the 

employee, the Employer w i l l make a v a i l a b l e t o said employee up 

to the f u l l amount of s i c k time the employee would have accrued 

f o r the remainder of t h a t calendar year as i f he/she were 

a c t i v e l y employed, •' i n order t o cover the absence r e s u l t i n g from 

the h o s p i t a l i z a t i o n and recovery. Upon his/her r e t u r n to work, 

the employee w i l l begin t o accrue s i c k time w i t h the s t a r t of 

the next calendar year. The Employer reserves the r i g h t t o 

req u i r e an employee t o provide documentation of the i l l n e s s i n 

question. 

Section 10.5 Personal Leaves 

Non-probationary employees may apply f o r leave of absence 

without pay f o r personal reasc.:ins. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 
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S e n i o r i t y s h a l l accumulate f o r employees on said leaves. 

Employees who r e t u r n from said leave s h a l l be r e i n s t a t e d t o 

t h e i r former job c l a s s i f i c a t i o n , i f the Employer determines i t 

i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 

because the employee would have been l a i d o f f i f . the employee 

had not been on a leave of absence, the employee may exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service provisions of t h i s Agreement. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

months of employment and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and medical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) month period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an employee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placement w i t h the employee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) t o care f o r the employee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due, t o a serious health c o n d i t i o n a f f e c t i n g the 

employee. 

Such leave s h a l l be without pay unless the employee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 
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employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's h e a l t h care coverage s h a l l be maintained 

and paid f o r by the employer, as i f the employee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee d e s i r i n g t o take leave under t h i s Section 

s h a l l provide reasonable advance not i c e t o the employer on a 

form provided by the employer, which form s h a l l be approved by 

the Union. Reasonable advance not i c e s h a l l be no less than ten 

(10) days; and where advance n o t i c e cannot be provided, the 

employee s h a l l provide n o t i c e w i t h i n 48 hours a f t e r the employee 

i s able t o do so. F a i l u r e t o provide the n o t i c e provided f o r i n 

t h i s Section s h a l l not a f f e c t the v a l i d i t y of the leave where 

the employer has a c t u a l n o t i c e . Except as may be s p e c i f i c a l l y 

s tated i n t h i s Agreement, employees s h a l l take leave provided 

f o r as permitted by the pr o v i s i o n s of the Family Medical Leave 

Act, i n c l u d i n g i t s ru l e s and r e g u l a t i o n s . Employees s h a l l have 

a r i g h t t o r e t u r n t o t h e i r regular assignment and l o c a t i o n . 

Section 10.6 Duty D i s a b i l i t y Leaves 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e employees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 

den i a l i s l a t e r reversed, the employee s h a l l be paid up t o date 
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the amount the employee was e l i g i b l e t o receive. Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the employee's former ...job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h the subject t o the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreement. 

The Employer w i l l mail the i n i t i a l Duty D i s a b i l i t y payment 

within fourteen (14) days of the Employer's designated medical 

o f f i c e r being advised by the employee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the employee's entitlement to Duty D i s a b i l i t y . 

Section 10.7 Medical Leaves 

Non-probationary employees s h a l l be granted medical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up t o 3 months, provided said leaves s h a l l be 

renewable f o r l i k e 3-month periods. The employer may request 

s a t i s f a c t o r y proof of medical leaves of absence. A f t e r the 

f i r s t year, such medical leaves s h a l l be extended i n up t o one-

year segments. Employees on medical leaves of absence s h a l l 

r e t u r n t o work promptly a f t e r t h e i r doctor releases them to 

r e t u r n t o work. 

Employees who r e t u r n from said medical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former j o b / c l a s s i f i c a t i o n i f i t i s vacant or 
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i f i t i s then occupied by an employee of lower s e n i o r i t y . I n 

a d d i t i o n , the Employer w i l l r e t u r n an employee t o the same 

geographic l o c a t i o n of h i s or her previous job assignment f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

employee's former job i s not a v a i l a b l e because the employee 

would have been l a i d o f f i f the employee had not been on a leave 

of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service p r o v i s i o n s i n t h i s Agreement. 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n t o work promptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) months of such reinstatement 

r i g h t s f o r every year of service to a maximum of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not meet the above e l i g i b i l i t y 

requirements and who returns t o work promptly a f t e r his/her 

doctor's release a f t e r more than one year on a medical lekve of 

absence, s h a l l be returned t o his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up t o one year. A f t e r one year, an employee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 
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The Employer s h a l l grant request f o r leaves" of absence 

f o r up to 2 employees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

dur a t i o n of his/her appointment to the Union, provided 

reasonable advance notice i n w r i t i n g i s given t o the employer. 

While on such leave t o employee s h a l l not inc u r a break i n 

continuous service. An employee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 

Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n from medical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during the i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 
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granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maxim\im amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 Procedure for Department Review of Disciplinary 
Action 

49 
2454974.4 



(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

a p p l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more may be appealed to a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An employee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any impropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not commence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Employer does not have t o wait an unreasonable time and the 

Employer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An employee may be discharged f o r j u s t cause before the 

Personnel Board hearing, provided t h a t said employee s h a l l be 

guaranteed upon request, a f u l l hearing, before said Board, i n 

accordance w i t h the said Board's r u l e s . I t i s fur"ther provided 

t h a t i n the event of non-egregious offenses, not t o include 

v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or t a k i n g i l l e g a l 
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drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given t h i r t y (30) days advance n o t i c e of 

discharge, and has seven (7) days from r e c e i p t of the n o t i c e t o 

appeal. I f the employee does not f i l e an appeal w i t h i n the 

seven (7) day period, the employer may then remove the employee 

from the p a y r o l l . I f the employee appeals, the discharge, the 

Personnel Board s h a l l be requested t o set a hearing date w i t h i n 

the t h i r t y (30) day n o t i c e period and the employee s h a l l remain 

on the pay r o l l f o r the f u l l n o t i c e period, except i f p r i o r t o 

completion of the t h i r t y (30) day n o t i c e p e r i o d ; (1) the Hearing 

O f f i c e r a f f i r m s the discharge; or (2) the employee continues the 

discharge hearing; or (3) the employee withdraws h i s appeal or 

otherwise engages i n conduct which delays the completion of the 

hearing. However, i n no event may the employee r e q u i r e the 

employer t o r e t a i n the employee on the p a y r o l l beyond the t h i r t y 

(30) day period. The Union s h a l l have the r i g h t t o have i t s 

representatives present at e i t h e r of the Board(s) or the 

grievance procedure, i n c l u d i n g a r b i t r a t i o n , and t o a c t i v e l y 

p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i m i t e d t o , the s e v e r i t y of the 

offense or the employee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasc^nable o p p o r t u n i t y to f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Employer i s 
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not o b l i g a t e d t o meet w i t h the employee and Union p r i o r t o 

ta k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n emergency s i t u a t i o n s . 

Demotions s h a l l not be' used as a part of d i s c i p l i n e . 

Transfer s h a l l not be part of an employee's d i s c i p l i n e . 

I n cases of o r a l warnings, the supervisor s h a l l inform the 

employee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's immediate supervisor s h a l l meet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 

the employee an opp o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the employee or Union i s l e g a l l y e n t i t l e d t o receive, 

t o the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

reve r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Employer t o pay back pay to the employee. I n the event 

d i s c i p l i n a r y a c t i o n i s taken, the employee and the Union s h a l l 

be given, i n w r i t i n g , a statement of the reasons t h e r e f o r e . The 

employee s h a l l i n i t i a l a copy, noting r e c e i p t only, which s h a l l 

be placed i n the employee's f i l e . The employee s h a l l have the 

r i g h t to make a response i n w r i t i n g which s h a l l become pa r t of 

the employee's f i l e . 

Any record of d i s c i p l i n e may be re t a i n e d f o r a period of 

time not t o exceed eighteen (18) months and s h a l l t h e r e a f t e r not 

be .'used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 
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a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at le a s t two s u b s t a n t i a l l y s i m i l a r offenses during 

said 18-month period. I f an employee su c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the case of promotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Employer s h a l l n o t i f y the employee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject matter, w i t h i n 30 

calendar days of the employer being made aware of the alleged 

r u l e v i o l a t i o n . For the purposes of thi s . Section, the term 

"non-egregious offense" s h a l l not include i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Co.urt 

of Cook County, or t h e r e a f t e r t o --the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Employer w i l l pay the employee's reasonable attorney's fees 

which he or she has i n c u r r e d i n connection w i t h the court 
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proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The employee s h a l l submit a post-appeal fee 

p e t i t i o n to the Employer, which s h a l l be supported by f u l l 

documentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 

agree on the proper amount of the fees t o be paid t o the 

employee, e i t h e r p a r t y may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s agreement. 

Section 11.2 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1 Within f i v e (5) working days a f t e r an employee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y a c t i o n , 

i n c l u d i n g a suspensions f o r ten (10) days or less which i s not 

appealable t o the Personnel or Police Board, or i n the case of 

suspensions of 11 or more days which may be appealed t o 

a r b i t r a t i o n i n l i e u of the Police or Personnel Board upon the 

w r i t t e n request of the Union, the Employer s h a l l conduct a 

meeting w i t h the union and employee. D i s c i p l i n e s h a l l be 

administered as soon as possible a f t e r the employer has had a 

reasonable o p p o r t u n i t y to f u r t h e r i n v e s t i g a t e the matter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the meeting 

or f u r t h e r i n v e s t i g a t i o n , the employee may request ,in w r i t i n g to 

the Department Head f o r review of said d i s c i p l i n a r y a c t i o n on a 

form provided by the Employer. Said request f o r review s h a l l be 

i n w r i t i n g and submitted w i t h i n three (3) working days or 

re c e i p t of w r i t t e n noti.ce of d i s c i p l i n e . Said review form s h a l l 

be p r i n t e d on the back of or attached t o the n o t i c e or 
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d i s c i p l i n e together w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e 

to submit a w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n 

w i t h i n three (3) working days of r e c e i p t of n o t i c e of 

d i s c i p l i n a r y a c t i o n w i l l preclude the employee's r i g h t t o 

review. 

Step 2 Within three (3) working days or any mutually • agreed 

upon extension a f t e r the Department Head or designee receives 

the employee's request f o r review, the Department Head or 

designee s h a l l conduct a meeting t o review the suspension. 

Fa i l u r e t o conduct said meeting i n three (3) days w i l l r e s u l t i n 

automatic advancement t o Step 3 and the Union s h a l l so n o t i f y 

the Employer. At the meeting, the Department w i l l give the 

basis f o r i t s a c t i o n and the employee and Union r e p r e s e n t a t i v e , 

i f any, w i l l be heard and provided the o p p o r t u n i t y t o ask 

questions. The Department Head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the meeting, 

except where both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s 

required. The absence of such agreement or f a i l u r e t o decide 

and communicate such decision w i l l r e s u l t i n automatic 

advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the employee 

and the Union.' 

Step 3 Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the Department Head or designee 

and the employee and the Union representative t o discuss the 

r e s u l t s of the i n v e s t i g a t i o n . Said meeting s h a l l be conducted 
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w i t h i n f i v e (5) -working days of the close of the Step 2 meeting, 

unless otherwise agreed by the p a r t i e s . 

The Department Head or designee s h a l l render a w r i t t e n 

decision w i t h i n two (2) working^ days of the second meeting. A 

copy of such decision s h a l l be sent t o the employee and the 

Union. I f the p a r t i e s f a i l to meet w i t h i n f i v e (5) working days 

or a w r i t t e n decision i s not submitted' w i t h i n two (2) working 

days, the appeal s h a l l a u t o m a t i c a l l y proceed t o Step 4 and the 

Union s h a l l so n o t i f y the Employer. Except where otherwise 

i n d i c a t e d , the time l i m i t s set f o r t h herein are t o encourage the 

prompt reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e t o comply 

w i t h these time l i m i t s w i l l not a f f e c t the v a l i d i t y of the said 

d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the employee's 

exclusive remedy f o r a l l said d i s c i p l i n a r y a c t i o n , i n c l u d i n g 

suspension f o r ten (10) days or less, or f o r suspensions of 11 

days through 30 days which may be appealed t o a r b i t r a t i o n i n 

l i e u of the Police or Personnel Board upon the w r i t t e n request 

of the Union. 

Step 4 I f the matter i s not s e t t l e d at Steps 2 or 3, the 

Union may submit the matter to a r b i t r a t i o n under the terms of 

t h i s Agreement. The rules governing procedure f o r a r b i t r a t i o n 

s h a l l be the same as i n 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Employer and the Union or any of 
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the employees of the Employer i t represents, a r i s i n g out of the 

circumstances or co n d i t i o n s of employment, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Employer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s t o t h i s Agreement. 

Fa i l u r e of the Employer t o answer a grievance w i t h i n the 

time l i m i t s herein s h a l l permit the Union t o advance the case t o 

the next step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Department Head n o t i f y i n g 

him/her of advancement t o the next Step. 

Before a formal grievance i s i n i t i a t e d , the employee may 

discuss the matter w i t h his/her immediate supervisor. I f the 

problem i s not resolved i n ' discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I ' - IMMEDIATE SUPERVISOR 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by the Employer 

upon request, but i n the absence of such a form, 

employee or the Union may submit the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event 
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which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and pa r t of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fa c t s underlying the grievance, and the requested 

remedy, and submit the grievance to the employee's 

immediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the immediate supervisor w i l l n o t i f y the employee and 

the union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the employee s h a l l have the 

r i g h t to make an appeal i n w r i t i n g t o the Department 

Head or the Department Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

immediate supervisor. The name of the Department 

Head's designee s h a l l be posted and submitted t o the 

Union. F a i l u r e t o post and so n o t i f y the union w i l l 

permit immediate advancement to a r b i t r a t i o n unless 

Ci n 
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corrected w i t h i n two (2) working days of n o t i c e of 

f a i l u r e t o post. 

B. The Department Head or the Department Head's designee 

s h a l l meet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each month t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I meeting w i l l be f o r the Department and the 

Union t o share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at -Step I I , and attempt t o amicably resolve as 

many grievances as possible. The Department Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I meeting. No grievances, w i l l be discussed at 

more than one Step I I meeting, unless the C i t y and the' 

Union mutually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

'the Union from t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C- The Department Head or the Department Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy to the Union of his/her decision w i t h i n seven (7) 
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working days of the completion of the Step I I meeting. 

The response t o the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect to the grievance 

together w i t h a b r i e f statement of the . f a c t s and 

reason (s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved employee or 

employees. Grievances may be withdrawn without 

prejudice at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Employer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t may be presented by a s i n g l e selected 

employee representative o f the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be made applicab l e to a l l of the a f f e c t e d 

employees w i t h i n that group. 
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G. Even though a grievance has been f i l e d , employees - are 

o b l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

employee t h a t i t could cause death or serious p h y s i c a l 

harm. The Employer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the employee does not waive 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Employer, but not an i n d i v i d u a l employee or employees, may 

submit the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative from the 

Employer's operating department, w i t h copies of the request t o 

the designated law department r e p r e s e n t a t i v e and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually may 

agree, the Union s h a l l have the r i g h t to convene a meeting w i t h 

the Employer's designated representative i n an attempt to 
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resolve the grievance p r i o r to any f u r t h e r a c t i o n being taken t o 

advance the matter to a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such mee"ting to resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r p a r t y may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e to the Federal Mediation 

and C o n c i l i a t i o n Service under the rul e s of t h a t t r i b u n a l w i t h a 

copy to the other party. The foregoing s h a l l not prevent the 

Employer and Union from mutually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted must agree as a whole t o 

commencemen.t of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s must 

be by w r i t t e n consent of the Union and the Employer. The 
'\ 

f a i l u r e of e i t h e r side t o agree to an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 
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borne equally between the Union and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

requ i r e the production of p e r t i n e n t documents at the request of 

e i t h e r p a r t y . Each p a r t y s h a l l be responsible f o r compensating 

i t s own representative and witnesses. The cost of a t r a n s c r i p t 

s h a l l be borne by the pa r t y requesting the r e p o r t e r unless the 

p a r t i e s agree to share such costs. 

An a r b i t r a b l e matter must inv o l v e the meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a document incorporated by reference t h e r e t o . The 

pro v i s i o n s of t h i s Agreement and any other document incorporated 

by reference i n t h i s agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o amend, add t o , subtract from, 

or change the terms of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreement and 

apply them to the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s to the dispute. 
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i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure or 

which would become moot due t o the length of time necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the option 

of the grievant/union at Step I I . 

B. PERTINENT WITNESSES.AND INFORMATION 

The Union may request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

urider consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and rul e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 

A Union representative, a g r i e v a n t , and Union steward w i l l 

be permitted a reasonable amount of time without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Employer's reasonable visitat.'i.on r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her immediate 
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supervisor f o r permission t o handle grievances on work time, i t 

being understood t h a t the operation of the Department takes 

precedence unless there i s an emergency, but such permission 

s h a l l not be denied unreasonably. A reasonable number of 

employees may attend the meeting without loss of pay; such 

meetings s h a l l be set by mutual agreement by the Employer and 

the Union. Where the Employer d i r e c t s an employee t o report f o r 

a meeting concerning a grievance at a time when the employee i s 

not scheduled t o work such time s h a l l be considered time worked. 

I f there i s space a v a i l a b l e , the Employer, upon request of 

the Union re p r e s e n t a t i v e , s h a l l provide the use of a room and 

telephone, t o discuss the grievance, subject t o the Employer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 
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C. EXPEDITED ARBITRATION 

The Employer and the Union may,mutually agree t o submit any 

grievance to expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually select an a r b i t r a t o r 

from a' group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' • agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date' of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

66 
24 54 974.4 



D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from .the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing- dates. At 

these meetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disc i p l i n a r y Investigations 

Supplementing a l l r i g h t s and processes due employees 

covered by t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

in t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the employee i s on duty, or i f 

f e a s i b l e , during day s h i f t hours. 

B. , The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the employee's l o c a t i o n of assignment,, normal 

department l o c a t i o n or other appropriate l o c a t i o n . 

C. Pr i o r t o an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n charge of the 

i n v e s t i g a t i o n , the i d e n t i t y of the i n t e r v i e w e r and a l l persons 

present during the i n t e r v i e w . When a formal statement i s being 

taken, a l l questions d i r e c t e d to the employee s h a l l be asked by 

and through one i n t e r v i e w e r at a time. 
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D.' The length of the i n t e r v i e w sessions w i l l be 

reasonable, wi t h reasonable i n t e r r u p t i o n s permitted f o r personal 

n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be informed of the nature of the matters to be discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y a c t i o n , or 

promised a reward, as an inducement to provide i n f o r m a t i o n 

r e l a t i n g t o the matter under i n v e s t i g a t i o n , or f o r e x e r c i s i n g 

any r i g h t s contained i n t h i s Agreement, provided, however, t h a t 

t h i s Section s h a l l not p r o h i b i t or prevent an accurate reading 

of the employee's a d m i n i s t r a t i v e r i g h t s , or the i m p o s i t i o n of 

d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n statement 

the employee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the employee, 

said employee w i l l be given the s t a t u t o r y a d m i n i s t r a t i v e 

proceedings r i g h t s p r i o r t o the commencement of the i n t e r v i e w . 

(2) I f the a l l e g a t i o n i n d i c a t e s t h a t c r i m i n a l prosecution may be 

probable against said employee, the pro v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said employee w i l l be afforded h is 

c o n s t i t u t i o n a l r i g h t s concerning s e l f - i n c r i m i n a t i o n p r i o r to the 

commencement of the i n t e r v i e w . An employee . . w i l l not be read 

his/her a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

int e r v i e w . 
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I . At the request of the employee under i n v e s t i g a t i o n , an 

employee who may be subject t o d i s c i p l i n e s h a l l have the r i g h t 

to be represented i n the i n t e r v i e w by a re p r e s e n t a t i v e of the 

Union. The employee s h a l l be t o l d t h a t he/she has the r i g h t t o 

Union representation before commencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e presentation can be 

obtained, provided the suspension i s not f o r an unreasonable 

time and the Employer does not have the i n t e r v i e w unduly 

delayed. 

- J. The Employer s h a l l not compel an employee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be ques.tioned 

by, any non-governmental agenciy r e l a t i n g t o any matter or issue 

under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an employee i n any forum adverse t o the employee's 

i n t e r e s t s . The Employer w i l l not re q u i r e a polygraph examination 

i f i t i s i l l e g a l t o do so. I f an employee i s asked t o take a 

polygraph examination, he/she w i l l be advised i n w r i t i n g 24 

hours p r i o r t o the a d m i n i s t r a t i o n of the examination. The 

r e s u l t s of any polygraph examination s h a l l be known to the 

employee w i t h i n one week. 

L. This Section s h a l l not apply t o employee witnesses. 

M: The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e t o the media during the course of an 

i n v e s t i g a t i o n u n t i l charges are f i l e d by the Employer and the 

employee has the o p p o r t u n i t y t o ̂ respond t h e r e t o . I f an employee 

i s exonerated a f t e r the C i t y i n i t i a l l y informed the med i.a of the 
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charges against the employee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e to the media where the employee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s Section s h a l l 

be heard i n connection w i t h , and i n the same forum as, 

grievances which protest, said d i s c i p l i n a r y a c t i o n , except as 

provided i n paragraph 0(2) below. I f no d i s c i p l i n a r y a c t i o n i s 

brought against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance concerning the 

conduct of the i n v e s t i g a t i o n s h a l l e x i s t . 

0.,,, (1) Any evidence or i n f o r m a t i o n i n c l u d i n g employee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and s h a l l not be 

used by the Employer f o r any d i s c i p l i n a r y a c t i o n against the 

employee, or i n the case of promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the pro v i s i o n s of paragraph 

N above, at the option of the Union, a claim t h a t the Inspector 

General has v i o l a t e d the provisions of t h i s Section may be 

raised i n a suppression hearing before a member of the permanent 

hearing panel l i s t e d herein, r a t h e r than i n the d i s c i p l i n a r y 

hearing as r e q u i r e d . i n paragraph N above. 

(2) (b) (1) The Union may exercise t h i s option by 

n o t i f y i n g the employee's 'Department Head and the Employer's Law 

Department i n w r i t i n g not l a t e r than ten (10) calendar days 

before an a r b i t r a t i o n or the Personnel or Police Board hearing, 

i n accordance w i t h the foregoing p r o v i s i o n s of t h i s Agreement. 

The appeal s h a l l s p e c i fy the p a r t i c u l a r contract provisions 
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a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l summary of the 

conduct alleged t o have v i o l a t e d the Agreement. I t i s understood 

t h a t by e x e r c i s i n g t h i s o p t i o n , any and a l l time , l i m i t s set 

f o r t h i n Chapter 2-74-060 of the Municipal Code of the C i t y of 

Chicago regarding the Personnel Board hearing s h a l l be t o l l e d 

u n t i l the a r b i t r a t o r renders a decision as provided below. 

(2 ) ( b ) ( 2 ) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s elect i n order of r o t a t i o n one of the three permanent 

hearing panel members who are chosen.as f o l l o w s . To be e l i g i b l e 

f o r service on t h i s panel, members must be w i l l i n g t o convene a 

suppression hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e 

of h i s or her s e l e c t i o n . To select the i n i t i a l panel, or should 

any member of the panel resign or be removed upon mutual 

agreement of the p a r t i e s during the l i f e of t h i s Agreement, the 

p a r t i e s w i l l meet t o reach agreement on new panel member who 

must be an a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, the 

Employer w i l l request a panel of seven (7) a r b i t r a t o r s from 

FMCS, a l l of whom must be members of the National Academy of 

A r b i t r a t o r s . . Thereafter, the p a r t i e s w i l l meet t o s t r i k e names 

from the l i s t , w i t h the Employer s t r i k i n g f i r s t , u n t i l one name 

remains, which person s h a l l be named to. the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the panel member, 

or at such other time as the p a r t i e s may mutually agree. The 

a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l be l i m i t e d to determining i f the 

Inspector General obtained evidence or statements i n v i o l a t i o n 
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of paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o r u l e on 

the merits of any underlying d i s c i p l i n e or take any other a c t i o n 

beyond t h a t s p e c i f i c a l l y set f o r t h i n t h i s subparagraph. 

2(d) The panel member s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the p a r t i e s . I t 

s h a l l not be subject t o c o l l a t e r a l a t t a c k i n any f u r t h e r 

d i s c i p l i n a r y proceeding i n v o l v i n g the employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General w i l l be 

conducted at a p o l i c e s t a t i o n or other c o r r e c t i o n a l f a c i l i t y 

unless the employee works at the p o l i c e s t a t i o n or c o r r e c t i o n a l 

f a c i l i t y , or i f the employee has been incarcerated f o r more than 

72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i m i t e d to 

sympathy s t r i k e s and s t r i k e s t o p r o t e c t Union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 12.2 Union E f f o r t s 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s t o 

prevent any acts forbidden i n t h i s A r t i c l e and t h a t i n the event 

any such acts take place or are engaged i n by any employee i n 

the Union's bargaining u n i t , the Union f u r t h e r agrees i t w i l l 
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use i t s best e f f o r t s t o cause an immediate cessation thereof. 

I f the Union immediately takes a l l necessary steps i n good f a i t h 

t o end any stoppages, s t r i k e s , p i c k e t i n g , i n t e n t i o n a l slowdown 

or suspension of work, i n c l u d i n g : (a) p u b l i c l y d i s c l a i m i n g such 

a c t i o n as not c a l l e d or sanctioned by the Union, and (b) posting 

notices i n conspicuous places which n o t i f y involved employees 

t h a t the a c t i o n was not c a l l e d or sanctioned by the Union, i n 

a d d i t i o n t o i n s t r u c t i n g employees t o immediately cease such 

a c t i v i t y , the Employer agrees t h a t i t w i l l not b r i n g a c t i o n 

against the Union t o e s t a b l i s h r e s p o n s i b i l i t y f o r such 

unauthorized conduct. 

Section 12.3 Dis c i p l i n e 

The Employer may terminate the employment of or otherwise 

d i s c i p l i n e any employees who have been found to have engaged in 

any act forbidden in this A r t i c l e . 

Section 12.4 No Lockout 

The Employer w i l l not lock out bargaining u n i t employees 

during the term of t h i s Agreement. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a semi-monthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be ir r e v o c a b l e unless 
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revoked by w r i t t e n n o t i c e t o the Employer and the Union during 

the f i f t e e n (15) day period p r i o r to the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l .. indemnify, defend and hold the 

Employer harmless against any and a l l claims, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees 

and court and other costs, t h a t s h a l l a r i s e out of, or by 

reason of a c t i o n taken or not taken by the Employer f o r the 

purpose of complying w i t h Sections 13.1, 13.2, 13.3 and 13.4 of 

t h i s A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n 

or assignment furnished under any of such pr o v i s i o n s or i n 

r e l i a n c e upon employee p a y r o l l deduction a u t h o r i z a t i o n cards 

submitted by the Union t o the Employer. 

The Employer s h a l l provide t o the Local Unions w i t h i n seven 

(7) days name, address, c l a s s i f i c a t i o n , r a t e of salary and 

s t a r t i n g date of any new employee h i r e d i n t o the Local Union's 

bargaining u n i t . 

The City and the Coalition Unions w i l l create a committee 

to review and explore the f e a s i b i l i t y of using electronic 

records and/or electronic signatures consistent with state and 

federal law which allows the City and the Union to use 

electronic authorization to v e r i f y union membership and/or 

authorize voluntary deduction of Union dues and fees from wages 

or payments for remittance to the Union. 
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Section 13.2 F a i r Share 

I t i s further agreed that 30 days after the l a t e r of the 

execution of the Agreement or the employee's date of hire, the 

Employer s h a l l deduct from the earnings of employees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the 

Union and s h a l l remit such deductions to the Union at the same 

time that the dues check-off i s remitted. I t i s understood that 

the amount of deductions from said non-member bargaining unit 

employees w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract administration and pursuing matters 

affecting wages, hours and other conditions of employment. 

Section 13.3 Right of Non-Association 

Nothing in this Agreement s h a l l be inconsistent with 

Section 6 (g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such employees are members. 

Section 13.4 Condition of Employment 

Each employee who on the e f f e c t i v e date of t h i s Agreement 

i s a member of the union, and each employee who becomes a member 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employment, maintain 

his/her membership i n the Union during the term of t h i s 

Agreement. 

Any present employee who i s not a member of the Union 

s h a l l , as a c o n d i t i o n of employment, be .required to pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 
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the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n . 

A l l employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not made a p p l i c a t i o n f o r membership s h a l l 

be required, t h i r t y (30) days a f t e r the l a t e r of the execution 

of t h i s Agreement or t h e i r h i r e date, t o pay a f a i r share of the 

cost of the c o l l e c t i v e bargaining process and contract 

a d m i n i s t r a t i o n and pursuing matters a f f e c t i n g wages, hours and 

other conditions of employment. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Employer w i l l notify the Union of any change in job 

t i t l e . I f the Employer makes any substantial change in job 

duties i t w i l l discuss such changes with the Union prior 

thereto. I f the Employer changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not permanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the mutual 

agreement of the Unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue to be 

performed by said employees, except where non-unit employees 

' have i n the past performed u n i t work, or i h emergencies, t o 

t r a i n or i n s t r u c r employees, t o do layout, dem,ons t ra t i o n , 

experimental, or t e s t i n g d u t i e s , t o do troubleshc5oting or where 
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s p e c i a l knowledge i s required, provided however, where employees 

do not report t o work because of vacations, or other absences or 

tardine s s , or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o complete a rush assignment, employees of 

any other u n i t represented by another Union s h a l l not perform 

the work of said' employees. For example, i f an Asbestos Worker 

i s on vacation, a Plumber s h a l l not be assigned as a replacement 

Asbestos Worker. The Employer s h a l l not a r b i t r a r i l y extend the 

period of any emergency beyond the need f o r t h a t emergency. 

Notwithstanding the foregoing, i t i s understood that i t 

s h a l l not be a violation of thi s Agreement i f the following 

functions are performed by members of management, regardless of 

whether they are also performed by the bargaining unit: (a) crew 

assignment and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipment and materials from vendors. Nothing 

herein s h a l l deprive members of the bargaining unit of the right 

to perform h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit employee for the purpose of 

replacing that person with a member of management. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

In the event t h a t the Union f i l e s a grievance claiming t h a t 

the Employer has v i o l a t e d the terms of t h i s Agreement by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Employer receives a grievance from another 

union p r o t e s t i n g the assignment of work to employees covered 

under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e t o 
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the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11.3 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n to the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound to the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the provisions of t h i s .Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t to p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and to present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer to comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as to which of the unions i s e n t i t l e d to 

perform the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Employer s h a l l have the r i g h t to invoke a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 1].3 of t h i s 
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Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l s e l e c t the a r b i t r a t o r . The Employer, the Union and the 

other a f f e c t e d union(s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awardsj the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any time. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded t o a l l employees of the Employer without change during 

the term of t h i s Agreement. 

79 
2454 974.4 



The Employer w i l l make contributions, on a dol l a r - f o r -

dollar basis, under a 401(a) Plan (or any similar successor Plan 

agreed to by the Coalition Unions) up to the maximum t o t a l 

amounts per year shown below based on amounts deferred by each 

employee i n those same years to that employee's 457 Plan, as 

follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions at l e a s t semi-annually, of the 

tot a l contributions i t has made. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes t o i n i t i a t e reasonable changes 

or ad d i t i o n s t o i t s rules of conduct, which could subject 

employees t o d i s c i p l i n e , the Employer s h a l l t r a n s m i t four (4) 

copies of the proposed changes or ad d i t i o n s t o the Union. The 

Union w i l l consider the proposals, and upon request, the 

Employer w i l l meet w i t h the Union w i t h i n twenty (20) calendar 

days of the r e c e i p t of the proposals t o receive the Union's 

comments. Absent an emergency, the Employer w i l l not implement 

i t s proposed changes or add i t i o n s u n t i l the Union has had a 

reasonable op p o r t u n i t y to present i t s views and discuss the 

proposals w i t h the Employer. No such changes or ad d i t i o n s s h a l l 

be implemented without p r i o r p u b l i c a t i o n s and notice to the 

af f e c t e d employees. 
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Section 14.6 Safety 

The Employer s h a l l provide a safe and h e a l t h f u l working 

environment f o r employees covered by t h i s agreement i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l maintain i n good and safe working 

c o n d i t i o n a l l equipment necessary f o r the safe and proper 

performance of the job. 

In furtherance of those e f f o r t s , a j o i n t s a f ety committee 

s h a l l be established which s h a l l be composed of s i x (6) 

representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Employer. The purpose of the committee 

s h a l l be t o discuss, examine and t o make recommendations 

concerning occupational safety and h e a l t h issues a f f e c t i n g 

employees. A l l recommendations of the committee w i t h respect t o 

safety and health issues s h a l l be submitted i n w r i t i n g t o the 

appropriate Department Head w i t h a copy t o the Union and the 

Di r e c t o r of Labor Relations. The Department Head s h a l l promptly 

issue a w r i t t e n response t o the committee concerning the 

Department's views regarding the committee's recommendations. 

The p a r t i e s may decide, from time t o time, to r e f e r c e r t a i n 

safety issues and concerns to the personnel of the a f f e c t e d 

Department(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d employee(s). The Department 

safety personnel w i l l meet and confer w i t h a re p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and r e p o r t back t o the 

Committee on any decisions or recommendations concerning them. 
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The j o i n t safety committee .shall meet at l e a s t once a month, or 

otherwise by mutual agreement. 

The p a r t i e s agree and understand t h a t i f an employee i s 

faced w i t h an unsafe working c o n d i t i o n , the employee i s required 

t o perform the task i n question unless the employee's 

performance of an assigned task presents the strong l i k e l i h o o d 

of s u b j e c t i n g the employee t o imminent danger of death or 

serious i n j u r y . I f the employee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perform t h a t task and 

expose himself t o t h a t dangerous c o n d i t i o n , the employee w i l l 

not be subject t o d i s c i p l i n e . I n order t o avoid d i s c i p l i n e 

under t h i s paragraph, the c o n d i t i o n must be of such a nature 

t h a t a reasonable person, under the circumstances, would 

conclude t h a t there i s a. r e a l , s u b s t a n t i a l , and imminent danger 

of death or serious i n j u r y . I n a d d i t i o n , the employee must also 

have sought from the Employer, and have been unable t o o b t a i n , 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g t o perform the task 

i n question. 
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Section 14.7 Information to Union 
The Employer w i l l provide to the Union Bargaining 

Unit, Dues and Hours reports for i t s bargaining unit employees, 

which w i l l contain, at the minimtim, the following infoinnation: 

Payroll Period 

Payroll Number 

Employee Number 

Name 

T i t l e Code 

Overtime dollar amount per pay period 

Gross pay per pay period 

Contact information ( i . e . , address, phone, email, i f 

available) 

Date of hire and continuous service date 

Base hourly rate 

This information w i l l be sent or provided to the Union 

e l e c t r o n i c a l l y following the conclusion of each pay period. To 

ensure the safety and security of the information the City w i l l 

make a secured f i l e transfer protocol (SFTP) available to the 

Union to receive the information. 

e f t — a — m o n t h l y — b a s i s — a — b a r g a i n i n g — u n i t — r e p o r t — e f — c u r r e n t — a c t i v e 

employees,— t h e—list—fee—include—employee—name,—address,—social 

s e c u r i t y — n u m b e r , — t i t l e , — p a y — s c h e d u l e , — g r a d e , — c u r r e n t — p a y — r a t e , 
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s t a t u s , — c o n t i n u o u s — s e r v i c e — d a t e , — t i m e — i f i — t i t l e , — d a t e — e f — b i r t h , 

race—and sex. 

¥ h e—Employer—shall—also—provide—fee—fel^e—Union—en—a—monthly 

b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t e f ^ — c u r r e n t a c t i v e 

e m p l o y e e s — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R e t i r e m e n t s ; Career 

Service Resignations; Career Service Discharges; Non-Career 

Service Terminations; Leaves e i Absence; Suspensions; 

Reinstatements;—Reappointments;—Transfers—(change—ef^—department 

aftd change e f — p a y r o l l ) ; Appointments (which also includes 

promotions—and demotions);—and Deaths. 

Each—month— t h e—Employer—will—provide—fee— t h e—Union—the 

current—month ' s—bargaining—unit—activity—report—afid—fehe—updated 

report—from the previous month. 

Section 14.8 Subcontracting 

The Employer s h a l l not contract or subcontract out 

bargaining u n i t work to any person, c o n t r a c t o r or employer who 

i s not i n compliance w i t h the area standards established under 

and pursuant t o the formula used by the United States Department 

of Labor i n administering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

notice s h a l l be i n w r i t i n g and s h a l l contain the name and 

address of the p a r t y who w i l l perform the work, a d e s c r i p t i o n of 

the work to be performed and any other relevant data to enable 

the Union to determine compliance wit h t h i s Section. In the 
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event such party i s determined not t o be i n compliance w i t h the 

said area standards, the Employer s h a l l w i t h h o l d payouts and 

s h a l l not contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Employer receive a w r i t t e n and 

enforceable assurance of compliance. 

In the event t h a t the Employer determines t o subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Employer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs' which the Employer has declared t o be vacant i n 

the a f f e c t e d Department, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her t o perform 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the employment of employees subject to layoff. 

During that meeting the Employer w i l l request and urge that the 

sub-contractor hire l a i d off employees. 

Section 14.9 Automobile Reimbursement 

Employees who are required by the Employer t o use t h e i r own 

automobiles i n the performance of t h e i r job s h a l l receive 

mileage reimbursement at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a maximum of $250 per month. 
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On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maximum reimbursement w i l l 

increase t o $350.00 per month. E f f e c t i v e February 1, 2008, the 

maximum reimbursement w i l l increase t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the maximum reimbursement w i l l 

increase t o $550.00 per month. Thereafter, the maximum 

reimbursement w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded to the 

nearest $5 increment. Employees seeking mileage reimbursement 

must submit t h a t request on a form provided by the Employer. 

Payment f o r mileage expenses w i l l be made on a monthly.basis. I n 

the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l implement f o r any group of employees an automobile expense 

reimbursement program which i s more favorable t o employees than 

the p rovisions of t h i s paragraph, upon n o t i c e from the Union, 

the Employer w i l l meet and discuss w i t h representatives of the 
) 

J 

Union the possible a p p l i c a t i o n of said new program t o employees 

covered by t h i s Agreement. -

Upon request by e i t h e r party made no e a r l i e r than January 1, 

2010, the p a r t i e s s h a l l meet to discuss any proposed changes t o 

t h i s Section 14.9. 
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Section 14.10 F i l l i n g of Permanent Vacancies 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

posting. Said vacancy s h a l l be posted for 14 days on the CAREERS 

website. The posting s h a l l contain at l e a s t the following 

information: job t i t l e , q u a l i f i c a t i o n s , days off, s h i f t , hours, 

work location, i f known, and rate of pay. The posting s h a l l also 

identify the number of positions to be f i l l e d . I f the number to 

be f i l l e d changes, the Employer s h a l l promptly notify the Union. 

Prior to the commencement of the selection process, the Employer 

w i l l provide the Union with a l i s t of q u a l i f i e d bidders. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying,, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents considered during the hi r i n g process, 

including documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information stimmary, and h i r i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

2454 974 . 4 



be so n o t i f i e d by the Department Head and informed of the 

reasons f o r non-selection. 

The successful bidder f o r any jobs under t h i s Section s h a l l 

have an e v a l u a t i o n p e r i o d , not t o exceed s i x t y (60) days, t o 

demonstrate t h a t he/she can perform the job. I f the Employer has 

j u s t cause based on the employee's job performance a t any time 

du r i n g t h a t p e r i o d t h a t the successful bidder cannot perform the 

job , then the successful bidder s h a l l be retu r n e d t o the job 

he/she h e l d j u s t p r i o r t o the awarding of the b i d , d i s p l a c i n g , 

i f necessary, any employee who has been placed i n t o s a i d j o b . 

Section 14.11 Fitness f o r Duty 

I f the Employer observes and has reasonable cause t o 

be l i e v e the employee has a medical c o n d i t i o n or s i g n i f i c a n t 

l i m i t a t i o n t h a t prevents the employee from being able t o perform 

the e s s e n t i a l d u t i e s of the p o s i t i o n , an employee may be sent 

f o r a Fitness f o r Duty examination a t the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's ph y s i c i a n 

c e r t i f i e s t h a t the employee i s f i t f o r duty, the employee may 

e l e c t or the Employer may r e q u i r e the employee, a t the 

Employer's sole expense, t o be STibject t o an independent medical 

examination ("IME") t o determine i f the employee i s f i t f o r 

duty. The Union s h a l l s e l e c t an examining independent p h y s i c i a n 
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who w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the independent 

physician and the IME s h a l l be f i n a l and binding. The employee 

s h a l l execute a l l HIPAA waivers and other forms necessary in 

order to permit access to a l l medical records related to his/her 

condition, and the City s h a l l agree to secure and maintain the 

confidential nature of a l l medical records obtained through t h i s 

process. 

ARTICLE 15 
LAYOFFS/RECALL 

Section 15.1 Layoffs/Recall 

Probationary employees w i t h more than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior employee 

i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t , 

provided the a b i l i t y , q u a l i f i c a t i o n s t o perform the required 

work, and the employee's job performance are equal among the 

other employees i n the job. " S e n i o r i t y " s h a l l mean, f o r 

purposes of t h i s Section, the employee's service i n the job 

t i t l e ( t i m e - i n - t i t l e ) City-Wide. Employees s h a l l be r e c a l l e d i n 

the reverse order they were l a i d o f f . 
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ARTICLE 16 
SEPARABILITY 

Section 16.1 Separability 

I n the event any ef^—fehe p r o v i s i o n e of t h i s Agreement s h a l l 

be or become in v a l i d or unenforceable by reason of any f i n a l and 

b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such 

i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the remainder of 

the provisions hereof, which s h a l l remain i n f u l l force and 

effect. The i n v a l i d or unenforceable provision s h a l l be subject 

to re-negotiation by the Parties within a reasonable period of 

time . The—parties—agree—fee—meet—aftd—adopt—revised—provisions 

vjhich would be i n conformity w i t h the law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Employer i n w r i t i n g , of the names 

of the Stewards i n each Department or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Employer promptly of any changes. 

Stewards w i l l be permitted to handle and process grievances 

r e f e r r e d by employees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not e.xceed a reasonable period of time, 

or unreasonably i n t e r r u p t the work of employees. Stewards s h a l l 

n o t i f y t h e i r immediate supervisors i n advance of t h e i r i n t e n t i o n 

to handle and process grievances. Supervisors may not 

unreasonably withhold permission t o the Stewards t o engage i n 

such a c t i v i t i e s . 
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Employees a c t i n g as Union Stewards s h a l l not be 

d i s c r i m i n a t e d against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or Departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards from t h e i r 

job c l a s s i f i c a t i o n s or Departments, other than i n an emergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 

Section 17.2 Union Rights 

The Union s h a l l have the right and re s p o n s i b i l i t y to 

represent the interests of a l l employees in the Unit, to present 

i t s views to the City on matters of concern, either o r a l l y or in 

writing, and to consult and be consulted with, in respect to the 

formulation, development and implementation of p o l i c i e s and 

programs affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal working hours, t o enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing c o n d i t i o n s under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not t o i n t e r f e r e w i t h normal operations. The 

employer may be able t o change or set ru l e s of access, provided 

t h a t any change i n current p r a c t i c e s ' must be reasonable and 

subject to the grievance procedures. 
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ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services t o i t s c i t i z e n s i n a safe and economic manner.; The 

p a r t i e s to t h i s Agreement recognize t h a t drug and alcohpl abuse 
( 

i n the workplace has a de l e t e r i o u s e f f e c t on the hea l t h and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y and the employees under t h i s Agreement serve. Furthermore, 

the economic cost of pr o v i d i n g health care services t o employees 

who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 

The Employer and the Union maintain a strong commitment t o 

pr o t e c t people and property, and t o provide a safe working 

environment. To t h i s end, the Employer has also e s t a b l i s h e d i t s 

c o n f i d e n t i a l Employee Assistance Program f o r employees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s ' to t h i s Agreement urge employees who have such 

problems t o u t i l i z e the Program's services. 

To maintain a workplace which provides a safe and health 

work environment for a l l employees, the following drug and 

alcohol program i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) Prohibitecj Items & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 
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paraphernalia i n the possession of, or being used by, an 

employee on the job or the premises of the Employer. 

(c) Employer Premises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other ve h i c l e s 

owned, leased or used by the Employer as job s i t e s or work 

lo c a t i o n s and over which the Employer has a u t h o r i t y as Employer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage to 

property to which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

( f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under -the Influ e n c e : any mental, emotional, sensory 

or p h y s i c a l impairment due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l employees must report t o work i n a ph y s i c a l 

c o n d i t i o n that w i l l enable them to perform t h e i r jobs i n a safe 
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manner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or alcohol. 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an employee i s under the influence of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t t o subject t h a t employee t o a 

drug and' alcohol t e s t . At the Employer's d i s c r e t i o n , the 

employee may be placed on a d m i n i s t r a t i v e leave with' pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove .negative, 

the employee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Employer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse to cooperate w i t h t e s t i n g 

procedures; 

( i i i ) are found t o be under the i n f l u e n c e of 

drugs or alcohol while on duty and on the 

Employer's premises; 

( i v ) are found i n possession of a l c o h o l , drugs 

or drug paraphernalia, or are found s e l l i n g 

or d i s t r i b u t i n g drugs or drug 

paraphernalia, on the Employer's premises. 
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(c) A l l adverse employment action taken against an 

employee under thi s program s h a l l be subject to the grievance 

and arbitration procedures of t h i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer may r e q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event 

t h a t two supervisors have reasonable cause 

to b e lieve t h a t an employee has reported t o 

work under the i n f l u e n c e of or i s at work 

under the i n f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t may be required i f an employee i s 

involved i n a workplace accident or 

f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a f o l l o w -

up t o counseling or r e h a b i l i t a t i o n f o r 

substance abuse f o r up t o a one year 

period. 

(b) Employees to be t e s t e d w i l l be required t o sign a 

consent form and chain of custody form, assuring proper 

documentation and accuracy. I f an employee refuses to sign a 

consent form a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

t e r m i n a t i o n . 
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(c) ' Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and may consist of e i t h e r blood or urine t e s t s , or both. 

The Employer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

test' f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conform t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g programs, dated A p r i l 11, 1988 and as may 

be amended here a f t e r by the relevant agency of the Department of 

Health and Human Services. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they may be amended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presumptively e s t a b l i s h t h a t the te s t e d 

employee was under the infl u e n c e of drugs. 

(f ) I n i t i a l and .confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the te s t e d 

employee was under the influence of alcohol. 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be 

borne by the Employer. 
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(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Commissioner of Personnel or his designee i n the manner t o be 

prescribed by the Commissioner. The app l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissioner w i l l inform the 'applicable Department Head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urin e or' blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 

ret e s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Commissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample t o the 

second lab o r a t o r y . P o s i t i v e r e s u l t s of said, r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

to take a s u f f i c i e n t sample, or to preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal from 

e l i g i b i l i t y of an' app l i c a n t or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No lab o r a t o r y repo r t or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are part of a 

r 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 
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s p e c i a l locked f i l e maintained by the Commissioner of Personnel, 

except as such discl o s u r e may be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or 

alcohol problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y 

matter and may p a r t i c i p a t e i f they wish i n the v o l u n t a r y 

Employee Assistance Program. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree to create a J o i n t Apprenticeship and T r a i n i n g 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i m i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

and • t r a i n i n g programs and t o provide expanded post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s f o r such 

graduates. In conjunction w i t h the execution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreement w i t h the C i t y of 

Chicago, the Parties s h a l l enter i n t o a supplemental memorandum 

of understanding regarding the s t r u c t u r e , implementation. 
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monitoring and enforcement of t h i s I n i t i a t i v e . Said memorandum 

sh a l l be attached to t h i s Agreement as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l g e n e r a l l y include the f o l l o w i n g : 

a. A commitment by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

,b. A commitment by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

• t r a i n i n g programs. In p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and to expand post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure th a t the p a r t i e s take 
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appropriate steps to f u l f i l l the commitments set f o r t h i n 

t h i s A r t i c l e and supplemental memorandum attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t from said date to June 30, 2 017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year t o 

year unless at l e a s t 60 days and not more than 120 days p r i o r t o 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o amend, add t o , subtract from or 

terminate t h i s Agreement. 

In the event such notice of a desire t o amend, add t o , or 

subtract from the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t iations concerning the request. I f the p a r t i e s are unable 

to agree upon a successor Agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreemient. The notices r e f e r r e d t o s h a l l be 

considered to have been given as of the date shown on the 
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postmark, w r i t t e n notices may be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date of r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e c ontract between the 

..Employer and the Union and s e t t l e s a l l demands and issues w i t h 

respect t o a l l matters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any matter which i s subject t o 

c o l l e c t i v e bargaining whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such matter may not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 

I n the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

v o l u n t a r y unpaid time o f f w i t h any ' other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreement, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

employees covered by t h i s Agreement. 
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ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be e f f e c t i v e from the date upon which 

i t i s r a t i f i e d by the C i t y Council of the C i t y of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l remain i n e f f e c t 

through 11:59 p.m. on June 30, 2017 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t to reopen t h i s Agreement i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the applicabl e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care program mandating s i g n i f i c a n t changes 

i n health insurance b e n e f i t s t h a t becomes law and 

i s e f f e c t i v e during the term of t h i s Agreement; 

2. The lack of achievement of hea l t h care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishment and a d m i n i s t r a t i o n 

of the Labor-Management Cooperation Committee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y ' of approving Plan changes 

that ' w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by aft a 
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p r o j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no more than 8 -5 i n 

Fi s c a l Year 2009 and each f i s c a l year 

t h e r e a f t e r when compared to hea l t h care 

costs i n Fi s c a l Year 2008 and each previous 

f i s c a l year t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l to r e s u l t i n such cost containment or 

savings as ' stated i n subsection (a) above, 

the LMCC s h a l l make such adjustments t o the 

Plan as are necessary, i n c l u d i n g but not 

l i m i t e d t o adjustments i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase from exceeding 8% as measured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y may e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 
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• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—hovjcver,—each—party—reserves— t h e—right—fee—reopen—this 

Agreement—ifi^—order—fee—negotiate—fel^e—Health—Plan—s-efe—forth—ift 

A r t i c l e — 9 — n e — l a t e r — t h a n — J u n e — 3 # 7 - — 2 0 1 1 — a f t d — J u n e — — 2 0 1 5 , — e r — i n 

fel^ie—event—the C i t y of Chicago—ie—awarded the—2016 Olympic Games, 

June 30, 201'!. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of t h i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y to t h i s Agreement has t h i r t y (30) days to n o t i f y 

the other p a r t y of i t s i n t e n t t o reopen t h i s Agreement i n order 

t o negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t t o reopen ne g o t i a t i o n s pursuant t o t h i s 

p r o v i s i o n , i t s h a l l submit w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ninety (90) days w i t h i n which t o 

reach agreement on the A r t i c l e . I f the p a r t i e s f a i l t o reach 

agreement at the conclusion of t h a t ninety (90) day period, each 

par t y reserves the r i g h t to reopen the e n t i r e Agreement. 

Non P r e v a i l i n g Wage Rate Reopener 
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Four-Year : This—Agreement—may—be—reopened—fee—further 

n e g o t i a t e — f e h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g tho—second 

f i v e year fe^rm (07/01/2012 fee 06/30/2017)— under A r t i c l e 4, 

Section—4-^—in the—event—that—(-a^—the C i t y n o t i f i e s — t h e C o a l i t i o n 

that—ife—hee—nefe—reached—a—successor—agreement—fee—a—then—current 

four-year—agreement—expiring—en^—June—S-Q-? 2011 r e g a r d i n g — a f i 

across—thc-board percentage increase f e r other unionized 

employees—ifi—non-prevail i n g — w a g e — r a t e — c l a s s i f i c a t i o n s — d e f i n e d — i n 

ihe—^^Me—^Fee—Clause"—by M a r c h — — 2 0 1 2 ; — e r — { h ^ — f e f ^ e — C o a l i t i o n 

n o t i f i e s — t h e C i t y o f — i f e r s — i n t e n t — t o terminate—fehe—"Me Too Clause" 

by March 31, 2012. 

Five-Year: This—Agreement—may—be—reopened—fee—further 

negotiate— t h e—non-prevailing—wa-ge—rates—governing—fehre—second 

f i v e - y e a r term (07/01/2012 t o 06/30/2017) under A r t i c l e 4, 

Section—4-?—in t h e — e v e n t — t h a t — ( a ) t h e — C i t y n o t i f i e s — f e h e — C o a l i t i o n 

that—ife—hee—nefe—reached—a—successor—agreement—fee—a—then—current 

five-year—agreement—expiring— e n - ^—June 3̂-7 2012 r e g a r d i n g — a f i 

across-the-board percentage increase f-er other unionized 

employees—ift—non-prevailing v j a g c — r a t e — c l a s s i f i c a t i o n s — d e f i n e d i n 

the—"Mc Too Clause" by October—Si^—2 0 1 2 ; — e r — f b ^ — t h e C o a l i t i o n 

n o t i f i e s — f e h e — C i t y of—ife-s—intent—fee—terminate—fehe—"Mc Too Clause" 

by October 31, 2012. 

I f . any—en-e—ef—fehe—forogoing—events—occurs,—either—party—fee 

t h i s Agreement—ha-s—thirty—( 30 )—days—fee—notify—fehe—other—party of 
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ife-s—intent—fee—reopen—this—Agreement—ift—order—fee—negotiate the 

non-prevailing—wage—rates—governing—fehe—second—five—year—term 

(07/01/2012—fee—06/30/2017)—sefe—forth—in A r t i c l e 4, Section—4-T-

Should—either—party—elect—fee—reopen—negotiations—pursuant—-fe-e 

t h i s — p r o v i s i o n , i f e — s h a l l — s u b m i t — w r i t t e n — n o t i c e — f e e — f e h e — o t h e r 

party—afid—fehe—City—shall—nefe—be—obligated—fee—make—fehe—wage 

adj ustments—sefe—forth—ifi—Article—4-7—Section—4-. Thereafter,—the 

parties—have—ninety—(-9-0^—days—within which to—reach agrocmont—efi 

fehe—Article . H—fehe—parties—fail—fee—reach—agreement—afe—fehe 

conclusion—e-f—that—ninety—(-9-9^—day—period,—each—party—roscrvcs 

the r i g h t t o reopen the e n t i r e Agreement. 

Other Reopener 

In the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t to reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed thi s document as of 

the day of , 2018. 

CITY OF CHICAGO INTERNATIONAL ASSOCIATION OF 

HEAT AND FROST INSULATORS AND 

ASBESTOS WORKERS, LOCAL NO. 17 
.) 

By: , By: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree to the f o l l o w i n g i n a Side L e t t e r to t h i s Agreement: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase, the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 19 t o explore and recommend the con s i d e r a t i o n of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i m i t e d t o : 

a. A m u l t i - p r o j e c t labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c ontractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum number of apprentices on the p r o j e c t as 

permitted under the terms and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h 
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the U.S. Department of Labor's Bureau of Apprenticeship and 

Tra i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 

lOi 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree to d i r e c t the LMCC t o evaluate 

'and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive h e a l t h care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, i n c l u d i n g but 

not l i m i t e d t o the f o l l o w i n g areas: 

• Expanded Disease Management Program 

• HRA and Bio-metric Scireening 

• Health Fairs 

• Weight Management Program 

• Imaging Review Service 

• L i f e t i m e Maximum 

• Subscriber Share f o r Hospital B i l l s and Co-insurance 

• Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 
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• Comprehensive Communication and Outreach St r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO; 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g in'a side l e t t e r t o t h i s Agreement: 

Sihce the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g . t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Memorandum of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive some or a l l of the monetary 

make whole remedies d i r e c t e d by the A r b i t r a t o r i n his Award. 

Although the C i t y i s w i l l i n g to amend Section 3(a) as requested 

by the Unions i n order t o conclude neg o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y t o waive 

some or a l l of the monetary make whole remedies. U n t i l such an 

agreement i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be ob l i g a t e d to implement the monetary make whole 
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remedies i n the Award. In a d d i t i o n , i f such an agreement i s not 

reached by December 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed amendment t o Section 3(a) to r e f l e c t the 

Unions' p r e f e r r e d approach to the four 10-hour workweek and the 

City's proposed r e l i e f from the monetary make whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 

.12 
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CITY OF CHICAGO 
AGREEMENT WITH 

PIPE FITTERS' ASSOCIATION 
LOCAL UNION 597 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer") and the Pipe F i t t e r s ' Association Local Union 

597 ( h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose of 

e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages, and .- other terms and 

conditions of employment f o r the employees represented by the 

Union. 

In r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

A ssistant Chief Cooling Plant Inspector 

Cooling Plant Inspector 

Supervising Cooling Plant Inspector 

Chief Mechanical Equipment Inspector 

Gas Meter Inspector 

Supervising Gas Meter Inspector 

S t e a m f i t t e r 



Foreman of St e a m f i t t e r s 

General Foreman of St e a m f i t t e r s 

The Union i s authorized to bargain c o l l e c t i v e l y f o r such 

employees w i t h respect to rates of pay, wages, hours and other 

terms and conditions of employment. The term "employee" as used 

herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, ^and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Employer, except only as they may be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the management of the 

Employer's operations and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or orga n i z a t i o n of the Employer's operations, or other 

economic reasons; to h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; to make and enforce reasonable r u l e s 

and r e g u l a t i o n s , to maintain order and e f f i c i e n c y ; to schedule 



the hours of work; t o determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipment and m a t e r i a l s to be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t t o determine the number of employees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required t o insure maximum e f f i c i e n c y of operations; t o 

e s t a b l i s h and enforce f a i r production standards; and t o 

determine the size, number and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the provisions of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal employment opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and nothing in 

t h i s Agreement s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that t h i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect the 

seniority provisions of t h i s Agreement. 

Section 3.2 No Discrimination 

Neither the Employer nor the Union s h a l l d i s c r i m i n a t e 

against any employee covered by t h i s Agreement i n a manner which 



would violate any applicable laws because of race, color, 

religion, national origin, age, sex, marital status, mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievance of Alleged Violation 

Grievances by employees alleging violations of this A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

thi s Agreement, bu-t s h a l l not be subject to arbitration unless 

mutually agreed by the parties. 

Section 3.4 Reasonable Accommodation 

I n the event the Employer s h a l l be required t o make a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incumbent 

employee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreement, the Employer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the union. The provisions of A r t i c l e 11 of 

t h i s Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r may 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreement and the employee's r i g h t s under t h i s Agreement, 

provided t h a t no incumbent employee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July 1, 2 00-17, employees covered by t h i s 

Agreement s h a l l continue t o receive the hourly r a t e being paid 



to c r a f t s or job c l a s s i f i c a t i o n s doing similar kinds of work in 

Cook County pursuant to the formula currently used by the United 

States Department of Labor in administering the Davis-Bacon Act 

as currently being paid to said employees as set forth in 

Appendix A appended to and made a part of this Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s - Agreement 

beginning i n 20-0-17, through the period ending June 30, 20i^22, 

the wage r a t e r e f e r r e d t o i n the immediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—First—Five-
Yeara of th i s AgrcGmcnt (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l employees who are i n non-prevailing 

ra t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 



• Effective 07/01/2007 1% 01/01/2018 - 2.00% 

• Effective 01/01/2008 2 . 25°o 01/01/2019 - 2.25% 

Year 2H-

• Effective 01/01/2009 •—3^ 01/01/2020 - 2.00% 

Year 3H-

• Effective 01/01/2010 • 3°o 01/01/2021 - 2.25% 

Year 4: 

• Effective 01/01/2011 3.25°o 01/01/2022 - 2.00% 

Year 5: 

E f f e c t i v e 01/01/2012 • — 3 ^ r ^ 

Section—4-;r-4 Non-Prevailing—Wage—Rates—Governing Second—Five-

Yoar Term (07/01/2012 to 06/30/2017) 

Effective—fehe—following—dates,— t h e—City—will—make—fehe—vjage 

adj ustments—below—fer—ail—employees—whe—a^?e—ifi^—non-pre v a i l i n g 

r a t e — c l a s s i f i c a t i o n s — a n d who—ar^e—either—en—fehe—payroll—a-s—ef—fehe-

e f f e c t i v e date—or o n — l a y - o f f w i t h — r e c a l l — r i g h t s : 

Year 6-̂  

• — E f f e c t i v e 01/01/2013 

Year 7: 

•—Effective 01/01/2014 2% 

Year 8: 

• — E f f e c t i v e 01/01/2015 24-

Year 9: 

•—Effective 01/01/2016 2^ 

Year 10: 



• — E f f e c t i v e 01/01/2017 2% 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees 

i n n o n - p r e v a i l i n g wage ra t e c l a s s i f i c a t i o n s ' * * receive an across-

the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non- p r e v a i l i n g wage ra t e c l a s s i f i c a t i o n s * * receive 

a lump sum payment i n any contract year, employees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the same lump sum payment i n any such year. The p a r t i e s 

agree t o confer regarding the t i m i n g , amount and implementation 

of any wage adjustment or lump sum payment under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Department 

and uniformed members of the Chicago Fire Department. 

Section 4.5 Retroactivity 

The increases set f o r t h i n A r t i c l e 4, Sections 4.1 and 4.3, 

are payable t o a f f e c t e d employees who, as of August—2r-,—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the C i t y 

Council, are e i t h e r on the payroll', or are on approved leave, or 



are on layoff with r e c a l l rights, or are seasonal employees who 

are e l i g i b l e for rehire, or are former employees who- re t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the City Council, inclusive. 

Section 4.6 

The Assistant Chief Cooling Plant Inspector w i l l 

receive $1.00 per hour more than the General Foreman and 

the Chief Mechanical Equipment Inspector w i l l receive $2.00 

per hour more than the General Foreman i n accordance w i t h 

Sections 4.1 and 4.2 and set f o r t h i n Appendix A attached 

hereto. 

The Cooling Plant Inspector w i l l receive $1.00 more 

than the Journeyman prevailing wage rate and the 

Supervising Cooling Plant Inspector w i l l receive $2.00 per 

hour more than the Journeyman prevailing wage rate with 

rates to continue to be adjusted i n accordance with the 

prevailing wage language in A r t i c l e 4 of the CBA and past 

practice. The Supervising Cooling Plant Inspector receives 

$2.00 per hour more than the Journeyman prevailing wage. 

Eff e c t i v e 1/1/2019 the Supervising Cool Plant Inspector 

w i l l receive $3.00 per hour more than the Journeyman 

prevailing wage rate with rates to continue to be adjusted 

thereafter i n accordance with the prevailing wage language 

in A r t i c l e 4 of the CBA and past practice. 



Section 4.7 Out of Grade Pay 

: An employee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

c onsistent w i t h h i s own tenure f o r a l l such time from the f i r s t 

day of the assignment. The Employer agrees t h a t i t w i l l make 

such assignments-, f o r not less than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than 'the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The time l i m i t s f p r such i n d i v i d u a l assignments to a c t i n g 

i n t o h i g h e r - r a t e d jobs s h a l l not exceed one hundred e i g h t y (180) 

days be ninety—(-9-0-)—days, except where a regular incumbent i s on 

leave of absence, i n which case the time l i m i t f o r a c t i n g i n t o 

such p o s i t i o n may not exceed one (1) year b e — s - t x — — m o n t h s and 

no i n d i v i d u a l employee can a c t i n t o t h a t p o s i t i o n f o r more than 

n i n e t y (90) days. The time l i m i t s may be extended by mutual 

agreement of the p a r t i e s . I f the one hundred e i g h t y (180) day 

time l i m i t i s extended t o one year due t o a regul a r incumbent on 

leave of absence or by mutual agreement of the p a r t i e s , 

i n d i v i d u a l employees s h a l l not a c t i n t o higher r a t e d jobs f o r 

more than n i n e t y (90) days per employee. To the extent the 

Employer continues to requ i r e the performance of the duties of 



the higher-rated job beyond the time li m i t s set forth herein, 

the assignment position s h a l l be treated as a "permanent 

vacancy" within the meaning of Section 14.10 of t h i s Agreement— 

and the employer s h a l l be subject to the applicable posting- and 

f i l l the job as a "permanent vacancy" STobject to the applicable 

provisions of that Section. 

Section 4.8 Payment of Wages 

(a) A l l regular base wages w i l l be paid to employees not' l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtime or 

premium pay s h a l l be paid t o employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check,- at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s to include a l l of the regular 

base, overtime and/or premium pay to which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the employee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute t o the Department timekeeper on the "Employee 

Pa y r o l l I n q u i r y Form" attached hereto as Appendix B. The 
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employee's submission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute-. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Department w i l l submit a 

supplemental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the employee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an employee not receive this supplemental check (for 

a sum greater than $100.00) within the aforementioned 

check/deposit advice delivery date period, the Employer 

will pay to the employee the sum of $5.00 for every pay 

period thereafter until the full supplemental check is 

received. ' 

(d) I t i s understood t h a t pay shortages r e l a t i n g to newly-hired 

employees,' persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i m i t e d to duty d i s a b i l i t y ) , overtime 

earned under the City's emergency snow removal program, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the provisions of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 
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w i t h respect t o the payments r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement. 

In order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l " p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Committee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's members of the Committee w i l l 

c onsist of representatives from . the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives t o serve as members of the Committee. The 

Committee w i l l meet not less than q u a r t e r l y , or more 

f r e q u e n t l y as the need may a r i s e , to review ongoing issues 

regarding p a y r o l l , compliance w i t h t h i s Section, or other 

issues of mutual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreement. In a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from time-to-time a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f meetings w i t h Department heads to review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t employees. 
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ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 The Work Week 

This A r t i c l e s h a l l be to c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The norm'al work week s h a l l consist of 5 consecutive 8-hour 

days Monday through Friday and 2 consecutive days o f f , Saturday 

and Sunday, except where the Employer's operations r e q u i r e 

d i f f e r e n t scheduling needs. The Employer w i l l n o t i f y the Union 

of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 midnight (one minute a f t e r 11:59 p.m. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. The normal work day s h a l l begin at 8:00 a.m. and end at 

4:30 p.m. w i t h a one-half (1/2) hour unpaid lunch period, except 

where other hours are c u r r e n t l y i n e f f e c t . 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Employer may change the established s t a r t i n g time of the Monday 

through Friday work day f o r a department, bureau, work u n i t , 

crew or i n d i v i d u a l upon fourteen (14) days w r i t t e n n o t i c e t o the 

Union and a f f e c t e d employees, and discussion w i t h the Union. 

Said s t a r t i n g times s h a l l not be scheduled more than two (2) 

hours before the regular s t a r t i n g times c u r r e n t l y i n e f f e c t i n 

t h i s Agreement. A l l such changes, unless otherwise agreed t o by 

the p a r t i e s , s h a l l be i n e f f e c t f o r a minimum of one (1) week, 

and s h a l l provide f o r the same s t a r t i n g times each day of th a t 

period. No employee s h a l l be placed on a s p l i t s h i f t without 

agreement by the Union. F a i l u r e t o comply w i t h t h i s p r o v i s i o n 
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s h a l l result in the payment of appropriate premium time to 

affected employees. 

Section 5.2 Overtime 

A l l work performed i n excess of 8 hours worked i n any 24 

hour period s h a l l be considered overtime and paid f o r at one and 

one-half (1 & 1/2) times the regular s t r a i g h t time hourly r a t e 

of pay. 

Work performed on Saturday or Sunday, when Saturday or 

Sunday i s not part of the employee's regular work week; or on 

the s i x t h or seventh day worked i n the Employer's work week, 

s h a l l be paid f o r at " two (2) times the regular s t r a i g h t time 

hourly r a t e of pay. Such overtime s h a l l be computed on the 

basis of completed f i f t e e n minute segments. Employees exempt 

from the Fair Labor Standards Act s h a l l not be e l i g i b l e f o r 

overtime under t h i s Section. There s h a l l be no pyramiding of 

overtime and/or premium pay. Daily and/or weekly overtime and/or 

premium pay s h a l l not be paid f o r the same hours worked. 

A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 

Section 5.3 Overtime Distribution 

(a) Overtime and/or premium time r e f e r r e d to i n t h i s 

Agreement s h a l l be o f f e r e d f i r s t t o the employee performing the 

job and t h e r e a f t e r by s e n i o r i t y to the most senior employee i n 

the c l a s s i f i c a t i o n at the work l o c a t i o n being given the 

oppo r t u n i t y to work, provided the employee has the present 

a b i l i t y t o perform the work to the s a t i s f a c t i o n of the Employer 

without f u r t h e r t r a i n i n g . A reasonable amount of overtime s h a l l 
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be a c o n d i t i o n of continued employment, provided however, t h a t 

i n the event such o f f e r s of overtime are not accepted by such 

employees, the Employer may mandatorily assign such overtime by 

reverse s e n i o r i t y . 

(b) Employees in the c l a s s i f i c a t i o n at the work location 

who have been given the option to work the overtime and/or 

premium time, whether the option was accepted or rejected, w i l l 

not be afforded the option to work subsequent overtime and/or 

premium time u n t i l a l l employees in the c l a s s i f i c a t i o n at the 

work location have been reasonably afforded the opportunity to 

work the overtime and/or premium time, subject to the same 

provision as in Section 5.3(a). 

Section 5.4 Reporting Pay 

When an employee repor t s f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the employee s h a l l receive a minimum of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Department of his or her current telephone 

number. 

I f the employee works more than two (2) hours, he or she 

s h a l l receive a minimum of four (4) hours work or pay f o r t h a t 

day. I f the employee works more than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay f o r t h a t day. An 

employee who does not complete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 
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option of using a portion of accrued vacation, personal or 

compensatory time for that day upon notice to the Employer. 

Section 5.5 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have acc\imulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out in 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period in which i t i s earned or 

may accumulate such time up to a maximtim of 160 hours. 

Use of compensatory time s h a l l be siibject to the 

operational needs of the Employer. A l l accumulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at thei r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

Section 5 .f6 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive, a minimum 

of two (2) hours pay at the appropriate overtime rate from the 

t..ime th a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

to an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r to any s i t u a t i o n where the 
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employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.7 Emergency C a l l Pay 

In the event a General Foreman or Foreman i s d i r e c t e d by 

the Employer t o respond t o emergency, c a l l s from home and outside 

of h is or her regular working hours, he or she w i l l be granted 

compensatory time at the appropriate r a t e f o r ' a l l v e r i f i e d time 

spent responding t o the emergency from home, w i t h a minimum of 

15 minutes of compensatory time t o be granted i n any calendar 

day on which any such emergency responses were required, up t o a 

maximum of two hours of compensatory time i n any calendar day. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 Current Holidays 

(a) F u l l - t i m e hourly, employees s h a l l receive eight hours 

s t r a i g h t - t i m e pay f o r the holidays set f o r t h below: 

1. New Year ' s- Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Columbus Day 
8. Thanksgiving Day 

9. Christmas Day 

(b) F u l l - t i m e s a l a r i e d employees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday . 
6. Memorial Day 
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7. Independence Day 
8. .Labor Day 
9. Columbus Day 
10. Veterans Day 
11. Thanksgiving Day 

12. Christmas Day 

(c) Employees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreement. At the employee's 

option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Employer. I f the employee i s required 

or allowed t o work on such designated day, the employee s h a l l 

receive the appropriate holiday premium r a t e . An employee may 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Employees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule-, unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Employer. New employees who 

commence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(d) The b e n e f i t s set f o r t h i n (a), (b) and (c) above s h a l l 

be paid provided the employee i s i n pay status the f u l l 

scheduled work day immediately preceding and the f u l l scheduled 

work clay immediately f o l l o w i n g such holiday, or i s absent from 
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work on one or both of those days with the Employer's 

permission; such permission s h a l l not be unreasonably denied. 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1 he/she s h a l l be paid at the r a t e of 

two (2) times (which includes holiday pay) his/her normal hourly 

r a t e f o r a l l hours worked. 

I f the employee i s not required t o work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such employee s h a l l be paid 

eight hours at s t r a i g h t time f o r such holiday. 

A l l holiday time s h a l l be considered time worked f o r the 

purposes of computing overtime except where the holiday f a l l s on 

the employee's day o f f . 

Section 6.3 Fail u r e to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s , 

to report to work, the employee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other emergency. 

Section 6.4 Holiday.Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For employees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on that day. 

Whenever said holiday f a l l s during an employee's vacation 

period the Employer s h a l l have the option of granting the 
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employee an extra day's pay or an extra day of vacation at a 

time mutually agreed upon between the employee and the 

department head, provided the employee works the f u l l scheduled 

workday immediately preceding and the f u l l scheduled workday 

immediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Employer f i n d s t o be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of ea.ch year f o l l o w i n g the year i n which they were 

employed. An employee w i l l earn the f o l l o w i n g "'amounts of paid 

vacation, based on such employee's continuous service as of 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service P r i o r t o July Vacation 

Less than 6 years 13 days 

6 years or more, but less 

than 14 years 18 days 

14 years or more 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 
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Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro rata vacation i f : 

1. The employee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The employee was separated from employment, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 

The amount of pro r a t a vacation i s determined by d i v i d i n g 

the number of months of continuous service the f u l l - t i m e 

employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by_the 

amount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole number of days. Employees separated from employment, 

other than f o r cause, w i l l be paid on a supplemental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-time employees who work at l e a s t 80 hours per month 

earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Employer i n accordance w i t h past 

practice. 
Section 7.3 

A l l earned vacation leave s h a l l be forfeited unless (1) the 

employee was denied vacation by the employer, or (2) the employee 

i s on an approved leave of absence, or (3) the employee elects in 

writing to carry over vacation days (up to three (3) such 

vacati.on days of accrued and unused vacation days for employees 
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w i t h less than ten (10) years of service, and up t o f i v e (5) days 

of accrued and unused vacation days f o r employees w i t h ten (10) 

or more years of service) f o r use i n d i v i d u a l l y or consecutively 

during the next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given to the employer before December 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximum nijmber of s i n g l e use vacation days provided 

f o r under t h i s Agreement. Such carry over vacation days must be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

Cancellation or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks , upon—mutual—agreement—ef—fehe—employer,—which 

agreement—shall—nefe^—be—unreasonably—denied—er^ v j i t h h c l d , and such 

carry over days must be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) months, i n the case of an 

employee's r e t u r n from an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30̂ *̂ , or approving 

the rescheduling of c a r r y over days beyond June 30̂ *̂ . Employees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

to being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation time earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) months f o l l o w i n g the date i n which the person became 

disabled, and s h a l l be e n t i t l e d to use such vacation time w i t h i n 

twelve (12) month's f o l l o w i n g t h e i r r e t u r n to work. 
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Section 7.4 Employees L a i d - o f f or Discharged ^ 

Employees who are terminated for cause are not e n t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay in th e i r 

bank at the time of resignation. Employees s h a l l not earn 

vacation credit for any period during which they are on layoff 

or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of th i s Agreement. 

In the event of the death of an e l i g i b l e employee, the surviving 

widow, widower or estate s h a l l be en"titled to any vacation pay 

to which the deceased employee was entitled. 

Section 7.5 Rate of Vacation Pay 

The rate of vacation pay s h a l l be computed by multiplying 

the employee's straight time hourly rate of pay in effect for 

the employee's regular job at the time the vacation i s being 

taken, times 8 hours per day, times the number of days' vacation 

to which the employee i s e n t i t l e d . Salaried employees s h a l l 

receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 Selection 

Vacation picks w i l l be granted by s e n i o r i t y i n bargaining 

u n i t t i t l e ( s ) i n the department, provided however, the 

Department Head s h a l l have the r i g h t t o determine the number and 

scheduling of crews and employees who can be on vacation at any 

one time without hindering the operation of the Department. The 

Department w i l l not designate any time or period during the 
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calendar year when e l i g i b l e employees would be p r o h i b i t e d from 

scheduling and t a k i n g vacation time. 

Employees s h a l l make vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

Department w i l l respond to the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days from the 

date the request i s received by the Department, except i n cases 

where the request i s made f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe manpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable to the immediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payment t o the employee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

C ancellation of approved vacation requests which would 

r e s u l t i n serious provable f i n a n c i a l loss t o an employee s h a l l 

occur only i n the most extreme emergencies. In the event of such 

c a n c e l l a t i o n , the Employer w i l l reimburse the employee f o r 

reasonable losses incurred as a d i r e c t r e s u l t of the 
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c a n c e l l a t i o n , (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit f o r f e i t u r e s , and the l i k e ) . 

Section 7.7 Reciprocity With Other Agencies 

Afiy employee ef fehe C i t y e i Chicago h i r e d p r i o r fee 

February 13, 1986—whe—ha-s—rendered—service—fee— t h e—County—ei 

Cook,—fehe—Chicago—Park—District,—fehe—Chicago—Housing—Authority, 

fe4^e—Forest—Preserve—District,—the M e t r o p o l i t a n — S a n i t a r y — D i s t r i c t 

ei—Greater—Chicago,—fel^e—State—ef—Illinois,—fehe—Chicago—Board—ei 

Education, fehe C i t y — C o l l e g e s e i Chicago, Community—College 

District—508,—feh-e—Chicago—Transit Authority,—fehe—Public—Building 

Commission ef Chicago, the Chicago Urban Transportation 

D i s t r i c t , — a n d — f e h e — R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

fehe—right—fee—have—fehe—period—ei—such—service—credited—afi^ 

counted—f-er—fel^e—purpose—of c o mputing— t h e—number—ei—years—ei 

service—a-s— a n—employee—ei—fehe—City—f-er—vacations,—provided—that 

s u c h — s e r v i c e — h a e — b e e n — c o n t i n u o u s — s e r v i c e . However,—vacation 

t i m e — a c c r u e d — w h i l e — w o r k i n g — f e r — a n o t h o r — p u b l i c — a g e n c y — i s not 

t r a n s f e r a b l e . E m p l o y e e s — h i r e d — a f t e r — F e b r u a r y — I ^ - T 198 6—whe 

render—service—for any other—employer as—stated above—shall—have 

fe^^e—right—fee—have—fehe—period—e-f—such—service—credited—afi^ 

counted—ier— t h e—purpose—ei—computing—fehe—number—ei—years—ei 

service—ae—afi—employee—ei—fehe—City—fer—vacations,—provided— a 

majority of other employees—of the—Employer receive—such—credit. 

Section 7.7 Non-Consecutive Vacation Days 

Employees may receive up t o f i v e s i x (6) of t h e i r vacations 

days one or more day(s) at a time as days o f f i n each year. 

Such days o f f s h a l l be scheduled pursuant t o Section 7.6 above 

(Vacation S e l e c t i o n ) . Such day(s) o f f s h a l l be approved by the 
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employee's s u p e r v i s o r and such a p p r o v a l s h a l l not be 

unreasonably w i t h h e l d . I f t h e employee seeks such days so l a t e 

i n t h e v a c a t i o n year t h a t t h e employee's s u p e r v i s o r cannot 

re a s o n a b l y g r a n t t h e employee's r e q u e s t , such days s h a l l be 

scheduled by t h e Employer p r i o r t o t h e year-end. I f an employee 

schedules a week-long v a c a t i o n and a h o l i d a y f a l l s w i t h i n t h e 

week ( f o r example, t h e employee works a Monday - F r i d a y work 

week and t h e h o l i d a y f a l l s on Tuesday) t h e v a c a t i o n days 

scheduled f o r t h e week w i l l be c o n s i d e r e d c o n s e c u t i v e v a c a t i o n , 

days ( f o r example, Monday w i l l be c o n s i d e r e d c o n s e c u t i v e w i t h 

Wednesday, Thursday and F r i d a y ) , and t h e employee would n o t be 

charged w i t h a s i n g l e , n o n - c o n s e c u t i v e v a c a t i o n day ( W F ) . 

Furth e r m o r e , i f an employee schedules two (2) o r more v a c a t i o n 

days on e i t h e r s i d e o f h i s / h e r r e g u l a r l y scheduled days o f f and 

th e n schedules a s i n g l e v a c a t i o n day on t h e o p p o s i t e s i d e o f t h e 

r e g u l a r l y scheduled days o f f , t h e n t h e s i n g l e day s h a l l be 

c o n s i d e r e d c o n s e c u t i v e w i t h t h e o t h e r v a c a t i o n days and t h e 

employee s h a l l n o t be charged w i t h a s i n g l e v a c a t i o n day. 

N o t h i n g h e r e i n s h a l l l i m i t o r p r o h i b i t t h e Employer f r o m 

a p p r o v i n g a d d i t i o n a l s i n g l e v a c a t i o n days. 

Employees may designate and use at t h e i r option up to f i v e 

(5) s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreement as s i c k days to cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of family members, who s h a l l i n c l u d e (or 

may be expanded upon by the C i t y ) : (i)mother, f a t h e r , husband, 

wife, brother or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 
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grandchildren; or ( i i ) domestic partner or the domestic 

partner's mother, father, son or daughter (including blood, 

half, step or adopted), provided that the employee's domestic 

partner i s registered with the Department of Hxaman Resources. 

The Employer reserves the r i g h t t o ask the employee t o f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g t o use vacation days 

as s i c k days under t h i s p r o v i s i o n s h a l l inform the 

repre s e n t a t i v e of the Employer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . Salaried employees who c u r r e n t l y 

are r e c e i v i n g s i c k days under t h i s Agreement s h a l l be i n e l i g i b l e 

t o use vacation days as si c k days while they have a v a i l a b l e 

unused s i c k days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service means continuous paid employment from 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employment. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or les s ; or 

2. An absence where the employee i s adjudged 

e l i g i b l e f o r duty d i s a b i l i t y compensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal employees who work a minimum of eighty 

(80) hours per month s h a l l be c r e d i t e d w i t h continuous service 
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f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due to suspension 

(3) Unpaid leave of absence f o r more than 30 days or 

l a y o f f f o r more than 30 days, unless employees 

are allowed t o accumulate s e n i o r i t y under t h i s 

Agreement. 

(b) Seasonal employment of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the time worked. 

(c) Seasonal employment in excess of 120 days in any 

calendar year s h a l l be credited toward continuous service. 

Section 8.3 Reciprocity 

Employees h i r e d p r i o r to—February— i ^ ,—1986 who have 

rendered service t o the County of Coolc,—the Chicago—Park 

D i s t r i c t , — f e h e — F o r e s t — P r e s e r v e — D i s t r i c t , — t h e Chicago Housing 

A u t h o r i t y , — t h o Metropolitan Sanitary D i s t r i c t of Greater 

Chicago,—the State of I l l i n o i s , — t h e Chicago Board of Education, 

C i t y Colleges of Chicago,—Community College D i s t r i c t — 5 0 8 ,—fehe 

Chicago T r a n s i t A u t h o r i t y , — P u b l i c B u i l d i n g Commission of 

Chicago,—the Chicago Urban Transportation D i s t r i c t and the 

Regional Transportation A u t h o r i t y shall—have—the period of—such 

ecrvice c r e d i t e d and counted f o r the purpose of advancement 

w i t h i n — l o n g e v i t y salary schedules. Hovjcv^cr,—omployccs—hired 
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after—February 13,—1986 who ren d e r — s e r v i c e — f o r any other 

employer as—stated above s h a l l have the r i g h t t o have the period 

of ouch ocrvicc c r e d i t e d and counted .for the purpose of 

advancement w i t h i n — l o n g e v i t y salary schedules provided a 

majority^ of other employees of the Employer receive such c r e d i t . 

Section 8.3 Break i n Service 

Notwithstanding the pr o v i s i o n s of any ordinance or r u l e t o 

the contrary, continuous service of an employee i s broken, the 

employment r e l a t i o n s h i p i s terminated, and the employee s h a l l 

have no r i g h t t o be r e h i r e d , i f the employee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

days without n o t i f y i n g the employee's authorized Employer 

representative unless the circumstances preclude the Employee, 

or someone on h i s behalf, from g i v i n g such n o t i c e , does not 

a c t i v e l y work f o r the Employer f o r twelve (12) months (except 

f o r approved medical leaves of absence and duty d i s a b i l i t y 

leaves), or i s on l a y o f f f o r more than twelve (12) consecutive 

months i f the employee has less than 5 years of service at the 

time of the l a y o f f , or i s on l a y o f f f o r more than 2 years i f the 

employee has 5 or more years of service at the time of the 

l a y o f f . 

Section 8.4 Probationary Employment 

New employees, hired after r a t i f i c a t i o n of thi s Agreement, 

w i l l be regarded as probationary employees for the f i r s t twelve 
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(12)/ six—(-6-)- months of t h e i r employment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary employees continuing i n the service of the 

Employer a f t e r twelve (12) s i ^ (-6-) months s h a l l be career 

service employees and s h a l l have t h e i r s e n i o r i t y date made 

•retroactive t o the date of t h e i r o r i g i n a l h i r i n g . Probationary 

employees may be d i s c i p l i n e d or discharged as e x c l u s i v e l y 

determined by the Employer and such Employer a c t i o n s h a l l not be 

subject to the grievance procedures, provided t h a t , (1) a f t e r the 

f i r s t s i x (6) months of the probationary p e r i o d , i f the Employer 

intends t o impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss o f pay, 

p r i o r t o imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l n o t i f y the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting w i t h the Union and the employee t o discuss 

and allow the employee t o respond t o the accusations, and/or (2) 

i f the Employer, w i t h i n i t s d i s c r e t i o n , r e h i r e s a former 

employee who d i d not complete his/her probationary period w i t h i n 

one year from the employee's t e r m i n a t i o n , and said former 

employee had served 90 days or more of his/her probationary 

period, a l l time p r e v i o u s l y served i n • the probationary period 

s h a l l be counted f o r purposes of determining when the said 

employee completes his/her probationary period. A probationary 

employee who has served 90 days or more of his/her p.robationary 

period and who i s l a i d o f f s h a l l be given preference over other, 

applicants f o r employment i n the same job t i t l e i n the 

department from which he/she was l a i d o f f , so long as he/she 
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does not refuse an offer of employment, and does not suffer a 

break in service under Section 8.4 of t h i s Agreement. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cvimulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary employees s h a l l be compensated at the 

same ra t e as career service employees. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Employer s h a l l provide t o employees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the same terms and conditions 

a p p l i c a b l e to said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost to employees and t h e i r e l i g i b l e 

dependents. 
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(b) Employees who participate in the Employer; medical 

care plan or an HMO s h a l l make the following percentage 

contributions toward their health care coverage based on the 

applicable percentage of thei r base pay salary (not including 

overtime) limited by the salary cap: 

July 1, 2017 

July 1, 2018 

Jan. 1, 2019 

Jan. 1, 2020 

Single Employee +1 Family 

1.2921% 1.9854% 2.4765% 

1.7921% 2.4854% 2.9765% 

2.2921% 2.9854% 3.4765% 

2.7921% 3.4854% 3.9765% 

Salary Cap 

$90,000 

$100,000 

$115,000 

$130,000 

(1) • — e m p l o y e e — m e d i c a l — c o n t r i b u t i o n s — a r e — b a s e d — e n — a 

composito—1. 6°o—ei—base—salary—fer—single,—employee—afi^ 

one,—afid—family—levels—ei—coverage—a-s—specified below. 

Fer—example, fehe—contributions—ai s e l e c t e d — s a l a r y 

l e v e l s per pay period are as—follows: 

ANNUAL 
AT ''̂  n Y 

SINGLE 
-1 n n o -\ 0. 

EMPLOYEE 1 1 — 
-1 c, -7 r> -7 q-

FAMILY 
1 an ncQ. 

X . U iL O X h 1 . O / y / I j — ± - . J 1 U D C 

rin \-n nnn 1 ̂  s n 10 n n T ^ n n 

s^n nn"! 
1 . J u 

1 o o c; 

1 1? . u u iL z - - ; - u - y -

O A /ZO 
V ^ ^ , tJ W -L 

s 4 n nnn 
X iL . O J) 

1 '̂  I d 
X J . 1 z> 

O f o o 

i L H - . O - ^ 

OO Q A 
•Y ^ ^ f w w * J 

sn nnn 
X 1 . X H 

O 1 AO 

iL ^ . Jl 3 

1 -3 o n -1 

Jl iL . o rt 

A 1 n c; 
o \ j f V \ j 

sfin nnn 
i. L . 4 z l 

O C T f ) 

-3 iL . J X 

"5 0 A Q 
r l ± . U 3 

AD, O (Z 
Y ^ ^ f u u u 

•s^n nnn 
iL D . 1 \J 

o n n n i i f . n T 

r t 1^ . z l D 

S"? An 
V ' ^ f u u u 

son nnn 
i.^ J) . J) J *5 O . U / 

CO C f 

J t . H 1 

f C. CQ 
Y \J f \J \J 

e o n q n n 
J} ^ . iL 1 

T O c; c 

D iL . 

SO ^ A 
D 3 . O o 

n o o n 
•Y y f -y -y -y 

$ 9 0 , 000 1 3 8 . 6 0 
D J . iL*i 

5 9 . 3 0 
1 Jj . O J 

7 3 . 9 5 

Ail—contributions—shall—be—made—en—a—pre—fea^^—basis—and—ar^ 

payable on a per pay period basis. 
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-(-3̂  e f f e c t i v e — J u l y — h , — 2 0 0 6 — e m p l o y e e — m e d i c a l — c o n t r i b u t i o n s 

e r ^ — b a s e d — e n — a — c o m p o s i t e — 2 . 0 % — e i — b a s e — s a l a r y — f e ^ 

s i n g l e , employee afid one, an4 f a m i l y l e v e l s e i 

coverage a-s specif i o d bclov>f. Fer example, fe-he 

c o n t r i b u t i o n s — a t s e l e c t e d — s a l a r y — l e v e l s — p e r — p a y period 

a-re—a-s—follows : 

ANNUAL 
c 7\ -r 7\ n Y 

SINGLE 
-| o n o -| o. 

EMPLOYEE 1 1 
-1 n o c, /I o. 

FAMILY 
o An a<^°r 

, - l L i l j l \ L \ 1 X . iL J iL X -L . 1? O 3 *4 0 iL . H / O 3 t j 

rinHnr- n nnn S I S 7 1 i O O OO S ' ' ' ' fiS 
U i i t _ l C i . v O U , U t J U 

^•'n nm 
c^ X D . IX 

S1 fi I S 
V Z 3 . O O 

t:o A oo 
c? iL 1 . O 3 

s ^ n 0 fi 
V _ j u , u u ± 

s 4 n nnn 
c? X <J . X 3 

S ''' 1 S ll 
V *1 • o z 

coo no 
V 3 U . 1? D 

e / 1 o o 
V 4 U , \J U \J 

sn nnn 
c? iL X . O *i 

e o (C n o 
V 3 3 . 1^ 

S d 1 "5 fi 
V 1 X . iLO 

S S I s o 
V 3 tJ , \J \J KJ 

sfin nnn 
c? iL V . J iL 

q-30 Of) 
V n X . 3 o 
S /I 0 fi /] 

V 3 X . 3 1^ 

S fii 0 1 
V U U , tJ t j u 

<j T n' nnn 
^ O i ^ . o u 

con c n 
V *1 ..7 . O *1 

S S 7 01 
V O X . J X 

cn o oo 
c? ' u , u u u 

s°n nnn 
^ o / - O y 
s /I "̂ i n T 

9 3 / . 1̂  X 
S fi fi 1 o 

^ 1 iL . iL 3 

C O O q, C 
V O L> , U U U 

son nnn 
1^ *i 3 . \J 1 

S d o /I c 
V O . X o 

* T 4 d S 
^ O iL . 3 3 

i ; n o o -7 
9 ^ , u u u 

$ 1 0 0 , 0 0 0 

s> * i u . 1 3 
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A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

subject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

subject t o an annual d e d u c t i b l e of $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject to standard 

p r o v i s i o n s of insurance p o l i c i e s between Employers and insurance 

companies. 
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(d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e t o q u a l i f i e d 

employees. The Employer may o f f e r coverage under more than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject to 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement t o the contrary. 

(f ) Where both husband and wife or other f a m i l y members 

e l i g i b l e under one f a m i l y coverage are employed by the Employer, 

the Employer s h a l l pay f o r only one f a m i l y insurance of f a m i l y 

health plan. 

(g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreement. 

(h) Consistent w i t h the terms of the Employer's e x i s t i n g 

Group Health Care Plan, and the applicab l e r u l e s thereof, 

employees who are covered under the Plan- s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 

maximum of 12 weeks, subject t o the terms of the Plan and any 

other app l i c a b l e provisions of t h i s Agreement. Employees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terms of the 
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Plan and i t s applicab l e r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, employees must make a l l i n d i v i d u a l medical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terms of 

the Plan and i t s app l i c a b l e r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the form of which may include, but i s 

not l i m i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

communication from the Employer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o croate maintain a J o i n t Labor Management 

Cooperation Committee ("LMCC") pursuant t o appl i c a b l e s t a t e and 

fe d e r a l Law. The purpose of the LMCC i s t o research and make 

recommendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achievement of s i g n i f i c a n t and measurable savings i n the 

cost of employee health care during the term of t h i s Agreement. 

The Parties s h a l l memorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreement and Declaration of Trust ("Trust 

Agreement") contemporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 

of Chicago. Said Trust Agreement s h a l l be attached to t h i s 

Agreement as Appendi.x C. 
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Section 9.3 

The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

(a) Formation of a Committee t o govern the LMCC c o n s i s t i n g 

of up t o twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointment by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreement. 

(c) A u t h o r i t y of the LMCC t o make recommendations and 

mod i f i c a t i o n s i n the health plan expected t o r e s u l t i n savings 

and cost containment. 

(d) Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of this A r t i c l e , an "employee" s h a l l mean a 

City employee represented by signatory labor organizations of 

thi s Agreement. A "Coalition Union" means signatories to th i s 

Agreement which have executed a co l l e c t i v e bargaining agreement 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design changes 

that w i l l r e s u l t i n estimated savings of at l e a s t $3 million (as 

calculated with respect to the Coalition Unions bargaining 

units) by 2020. The parties w i l l work through the LMCC to 
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identify changes that w i l l r e s u l t i n the required savings. I f , 

prior to January 1, 2020, the parties have not reached agreement 

upon the proposed changes, each party w i l l submit i t s offer of 

proposed changes and the amount proposed to be reduced, 

including the methodology for estimating the value of the 

proposed changes, to a mutually agreed upon arbitrator, who w i l l 

be limited to selecting either the City's or the Coalition 

Union's offer. The offer selected by the arbitrator w i l l be 

binding on the parties and on the LMCC. 

Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing t h e i r own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate con f i d e n t i a l i t y agreements necessary for the 

release of such information. The parties understand and agree 
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that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

I n the event of a death i n an -employee's immediately 

f a m i l y , such employee s h a l l be e n t i t l e d to,a leave of absence up 

to a maximum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a maximum of f i v e consecutive 

days. During such leave, an hourly employee s h a l l receive 

his/her regular s t r a i g h t time pay f o r such time as she/he i s 

required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not to exceed e i g h t hours per day) . Salaried 

employees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The employee's immediate f a m i l y s h a l l be defined as: 

mother, f a t h e r , husband, wi f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

.in-law, mother-in-law, daughter-in-law, daughter-in-law, son-in-

law, s i s t e r - i n - l a w , b r other-in-law, grandparents, grandchildren, 

court-appointed l e g a l guardian, and a person f o r whom the 

employee i s a court-appointed l e g a l guardian. The employer may, 

at i t s option, r e q u i r e the employee t o submit s a t i s f a c t o r y proof 

of death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 M i l i t a r y Leave 
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Any employee who i s a member of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Employer w i t h the C i t y Comptroller. 

Any employee who i s a member of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s t o attend a t r a i n i n g program or 

perform other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the employee deposits his/her m i l i t a r y pay f o r a l l days 

compensated by the Employer w i t h the C i t y Comptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r September 11, 2001, 

s h a l l be e n t i t l e d to f u l l s a l a ry and medical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payment of m i l i t a r y 

pay t o the Comptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l a u t o m a t i c a l l y terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Subpoena 
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An employee who serves on a j u r y or i s subject to a proper 

subpoena (except i f the employee i s a p a r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the term of 

such absence, provided t h a t the employee deposits his j u r y duty 

pay w i t h the C i t y Comptroller. 

Section 10.4 Sick Leave 

Salaried—employees—whe—ar^e—granted—paid—sick—leave—e n—fehe 

execution—ei—this—Agreement—shall—continue—fe-e—receive—fehe—same 

sick—leave provisions—during—fehe—term of t h i s Agreement,—s-e—long 

a - s — h e / s h e — c o n t i n u e s — f e e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w a - e 

receiving—sick—leave—afe—fel^e—execution—ei—thio—Agreement. This 

provision—will—nefe—affect—any—accumulated—sick—leave—employees 

may—have—afe— t he—execution—ei—this—Agreement. An—employee—shall 

have—fehe—option—fee—use up t o oix days—ei—sick leave per year—fer^ 

the i l l n e s s of an immediate—family member. 

No t v j i tho funding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and thereafter, said s a l a r i e d employees who receive paid sick 

time s h a l l accrue sick time at the rate of one (1) day for each 

month of employment. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 

blood, step or half) , son or daughter (including blood, step or 

adopted), father-in-law, mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic partner or 
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the domestic partner's mother, f a t h e r , son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department of 

Hviman Resources. I n the event an employee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

A c t , i e — h o s p i t a l i z e d , upon request of the employee, the Employer 

w i l l make a v a i l a b l e t o said employee up t o the f u l l amount of 

si c k time the employee would have accrued f o r the remainder of 

t h a t calendar year as i f he/she were a c t i v e l y employed, i n order 

to cover the absence r e s u l t i n g from the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n — a f i d — r e c o v e r y . Upon his/her r e t u r n t o 

work, the employee w i l l begin t o accrue s i c k time w i t h the s t a r t 

of the next calendar year. The Employer reserves the r i g h t t o 

requ i r e an employee t o provide documentation of the i l l n e s s i n 

question. 

Section 10.5 Personal Leave 

Non-probationary employees may apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accumulate f o r employees on said leaves. 

Employees who r e t u r n from said leave s h a l l be r e i n s t a t e d t o 

t h e i r former job c l a s s i f i c a t i o n , i f the Employer determines i t 

i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 

because the employee would have been l a i d o f f i f the employee 

had not been on a leave of absence, the employee may exercise 
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s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreement. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

months of employment and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and medical leave f o r a period of up to twelve (12) work weeks 

during any twelve (12) month period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an employee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placement w i t h the employee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) t o care f o r the employee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 

employee. 

Such leave s h a l l be without pay unless the employee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's health care coverage s h a l l be maintained 

and paid f o r by the employer, as i f the employee was working and 

s e n i o r i t y s h a l l atccrue. 

Any employee d e s i r i n g to take leave under t h i s Section 

s h a l l provide reasonable advance not i c e t o the employer on a 

form provided by the employer, which form s h a l l be approved by 

the Union. Reasonable advance not i c e s h a l l be no less than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l prov.ide notice w i t h i n 48 hours a f t e r the employee 



i s able to do so. Failure to provide the notice provided for in 

this Section s h a l l not affect the v a l i d i t y of the leave where 

the employer has actual notice. Except as may be s p e c i f i c a l l y 

stated in thi s Agreement, employees s h a l l take leave provided 

for as permitted by the provisions of the Family Medical Leave 

Act, including i t s rules and regulations. Employees s h a l l have 

a right to return to their regular assignment and location. 

Section 10.6 Duty D i s a b i l i t y Leaves 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e employees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 

den i a l i s l a t e r reversed, the employee s h a l l be paid up t o date 

the amount the employee was e l i g i b l e t o receive. Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the employee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreement. 

The Employer w i l l mail the i n i t i a l Duty D i s a b i l i t y payment 

w i t h i n fourteen (14) days of the Employer's designated medical 

o f f i c e r being advised by the employee or his physician of the 
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occurrence of a job-related injury, provided that there i s no 

dispute as to the employee's entitlement to Duty D i s a b i l i t y . 

Section 10.7 Medical Leaves 

Non-probationary employees s h a l l be granted medical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up t o 3 months, provided said leaves s h a l l be 

renewable f o r l i k e 3-month periods. The employer may request 

s a t i s f a c t o r y proof of medical leaves of absence. A f t e r the 

f i r s t year, such medical leaves s h a l l be extended i n up t o one-

year segments. Employees on medical leaves of absence s h a l l 

r e t u r n t o work promptly a f t e r t h e i r doctor releases them t o 

r e t u r n t o work. 

Employees who r e t u r n from said medical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former j o b / c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an employee of lower s e n i o r i t y . I n 

a d d i t i o n , the Employer w i l l r e t u r n an employee t o the same 

geographic l o c a t i o n of h i s or her previous job assignment f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

employee's former job i s not a v a i l a b l e because the employee 

would have been l a i d o f f i f the employee had not been on a leave 

of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and sub.ject to l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s i n t h i s agreement. 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n t o work promptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according to 
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the f o l l o w i n g formula: three (3) months of such reinstatement 

r i g h t s f o r every year of service t o a maximum of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not meet the above e l i g i b i l i t y 

requirements and who returns t o work promptly a f t e r his/her 

doctor's release a f t e r more than one year on a medical leave of 

absence, .s h a l l be returned t o his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up to one year. A f t e r one year, an employee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 

Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n from medical leaves 

of absence. 

Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up to 2 employees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

dur a t i o n of his/her appointment . t o the Union, provided 

reasonable advance not i c e i n w r i t i n g i s given t o the employer. 

While on such leave to employee s h a l l not incur a break i n 

continuous service. An employee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 
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Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n from medical leaves 

of absence. 

Union Pension Fund Trustees who have been duly e l e c t e d 

and/or appointed t o a City/Mu n i c i p a l Pension Fund ( i n c l u d i n g but 

not l i m i t e d t o the Municipal and Laborers' Funds) s h a l l be 

granted leave w i t h o u t loss of pay t o att e n d Pension Fund Trustee 

meetings t h a t take place d u r i n g t h e i r r e g u l a r l y scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing t o take p a i d p a r e n t a l leave must apply 

and be e l i g i b l e f o r Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e f o r FMLA leave i f he or she has been 

employed by the C i t y f o r a t l e a s t twelve (12) months before 

t a k i n g the leave and has worked a t l e a s t 1250 hours dur i n g the 

12-month p e r i o d p r i o r t o the leave. E l i g i b l e employees may be 

granted the f o l l o w i n g p a i d p a r e n t a l leaves, i n conjunction w i t h 

and as p a r t of an approved FMLA leave: 

• Up t o fo u r (4) weeks p a i d m a t e r n i t y leave t o a b i r t h 

mother t o recover from a non-surgical d e l i v e r y ; or 

• Up t o s i x (6) weeks p a i d m a t e r n i t y leave t o a b i r t h 

mother t o recover from a C-section d e l i v e r y ; or 

• Up t o two (2) weeks p a i d p a r e n t a l leave f o r the b i r t h 

of a c h i l d or c h i l d r e n by an employee spouse or 

domestic partner of the b i r t h mother; or 
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• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of t h i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

app l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more may be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure provisions herein and the 
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Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both-. 

(b) An employee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any. impropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not commence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Employer does not have t o wait an unreasonable time and the 

Employer does not have to have the i n t e r r o g a t i o n unduly delayed. 

An employee may be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said employee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board', i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance n o t i c e of discharge, and 

has seven (7) days from r e c e i p t of the n o t i c e t o appeal. I f the 

employee does not f i l e an appeal w i t h i n the seven (7) day appeal 

period, the Employer may then remove the employee from the 

p a y r o l l . I f the employee appeals the discharge, the Personnel" 

Board s h a l l be requested to set a hearing date w i t h i n the 30-day 

noti c e period and the employee s h a l l remain on the p a y r o l l f o r 

the f u l l n o t i c e period, except i f p r i o r t o completion of the 30-

day not i c e period (1) the Hearing O f f i c e r a f f i r m s the discharge; 

or (2) the employee continues the discharge hearing; or (3) the 

employee withdraws his/her appeal or otherwise engages i n 
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conduct which delays the completion of the hearing. However, i n 

no event may the employee req u i r e the Employer t o r e t a i n the 

employee on the p a y r o l l beyond the 30-day period. The Union 

s h a l l have the r i g h t to have i t s representatives present at. 

e i t h e r of the Board(s) or the grievance procedure, i n c l u d i n g 

a r b i t r a t i o n , and t o a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i m i t e d t o , the s e v e r i t y of the 

offense or the employee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d t o meet w i t h the employee and Union p r i o r t o 

ta k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n emergency s i t u a t i o n s . 

Demotions s h a l l not be used as a pa r t of d i s c i p l i n e . 

Transfer s h a l l not be pa r t of an employee's d i s c i p l i n e . 

In cases of o r a l warnings, the supervisor s h a l l inform the 

employee t h a t he/she i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's immediate supervisor s h a l l meet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 

the employee an op p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the employee or Union i s l e g a l l y e n t i t l e d to receive, 
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t o the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y thi-s Section 11..1 s h a l l not i n ' and of i t s e l f r e s u l t i n a 

re v e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Employer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union s h a l l be given, i n w r i t i n g , a statement of the reasons 

t h e r e f o r e . The employee s h a l l i n i t i a l a copy, noting r e c e i p t 

only, 'which s h a l l be placed i n the employee's f i l e . The 

employee s h a l l have the r i g h t t o make a response i n w r i t i n g 

which s h a l l become pa r t of the employee's f i l e . 

In the event that a discharged employee appeals an adverse 

decision, of the Personnel or Police Board to the C i r c u i t Court 

of Cook County, or thereafter to the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or remanded resulting in restoration of the job, the 

Employer w i l l pay the employee's reasonable attorney's fees 

which he or she has incurred in connection with the court 

proceeding, excluding fees incurred before the Personnel or 

Police Board. The employee s h a l l submit a -post-appeal fee 

petition to the Employer, which s h a l l be supported by f u l l 

documentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the parties be unable to 

agree on the proper amount of the fees to be paid to the 

employee, either party may refer the dispute to arbitration 

under the relevant provisions of this Agreement. 

Section 11.2 D i s c i p l i n e and Grievance/Arbitration 

Any record of di.scipline may be r e t a i n e d f o r a period of 

time not to exceed eighteen (18) months and s h a l l t h e r e a f t e r not 
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be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i m i l a r offenses during 

said 18-month period. I f an employee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her ''file s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the case of promotions or t r a n s f e r s . 

I n any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Employer s h a l l n o t i f y the employee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject matter, w i t h i n 30 

days of the employer being made aware of the a l leged r u l e 

v i o l a t i o n . For the purposes of t h i s Section, the term "non-

egregious offense" s h a l l not include c r i m i n a l offenses, gross 

in s u b o r d i n a t i o n , residency issues, or drug and alcohol 

v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and v o i d. 

Section 11.3 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1. Within f i v e (5) working days a f t e r an employee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not appealable to the Personnel or Police Board, 
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or i n the case of suspensions of 11 or more days which may 

be appealed t o a r b i t r a t i o n i n l i e u of the Police or 

Personnel Board upon the w r i t t e n request of the Union, the 

Employer s h a l l conduct a meeting w i t h the Union and 

employee. D i s c i p l i n e s h a l l be administered as soon as 

possible a f t e r the Employer has had a reasonable 

o p p o r t u n i t y t o f u r t h e r i n v e s t i g a t e the matter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 

meeting or f u r t h e r i n v e s t i g a t i o n , the employee may request 

i n w r i t i n g t o the Department Head f o r review of said 

d i s c i p l i n a r y a c t i o n on a form provided by the Employer. 

Said request f o r review s h a l l be i n w r i t i n g and submitted 

w i t h i n three (3) working days or r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review form s h a l l be p r i n t e d on the 

back of or attached to the no t i c e or d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e t o submit a 

w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n w i t h i n 

three (3) working days of r e c e i p t of no t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the employee's r i g h t t o review. 

Step 2. Within three (3) working days or any mutually agreed 

upon extension a f t e r the department head or designee 

receives the employee's request f o r review, the department 

head or designee s h a l l conduct a meeting t o review the 

suspension. F a i l u r e t o conduct said meeting i n three (3) 

days w i l l r e s u l t i n automatic advancement to Step 3 and the 
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Union s h a l l so n o t i f y the Employer. At the meeting, the 

Department w i l l give the basis f o r i t s a c t i o n and the 

employee and Union r e p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the o p p o r t u n i t y to ask 'questions. The 

department head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the meeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreement or f a i l u r e t o decide and 

communicate such decision w i l l r e s u l t i n automatic 

advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the 

employee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting •- s h a l l be held between the department head or 

designee and the employee and the Union r e p r e s e n t a t i v e t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said meeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 meeting, unless otherwise agreed by the 

p a r t i e s . The department head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

meeting. Â copy of such decision s h a l l be sent t o the 

employee and the Union. I f the p a r t i e s f a i l t o meet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o m a t i c a l l y proceed t o Step 4 and the Union s h a l l so 
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• n o t i f y the Employer. Except where otherwise i n d i c a t e d , the 

time l i m i t s set f o r t h herein are to encourage the prompt 

reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e t o comply 

w i t h these time l i m i t s w i l l not a f f e c t the v a l i d i t y of the 

said d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the 

employee's exclusive remedy f o r a l l said d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g suspension f o r ten (10) days or less, or 

, f o r suspensions of 11 days through 30 days which may be 

appealed t o a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the w r i t t e n request of the Union. 

Step 4. I f the matter i s not s e t t l e d i n Steps 2 or 3, the 

Union may submit the matter t o a r b i t r a t i o n under the terms 

of t h i s Agreement. The r u l e s governing procedure f o r 

a r b i t r a t i o n s h a l l be the same as i n 11.3, Step I I I . 

Section 11.4 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o visions of Sections • 11.1-11.3 

above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r c a l l e d a 

grievance) between the Employer and the Union or any of the 

employees of the Employer i t represents, a r i s i n g out of the 

circumstances or conditions of employment, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n bf the operation of the 

Employer. I t i s agreed tha t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 
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grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s t o t h i s Agreement. 

F a i l u r e of the Employer to answer a grievance w i t h the time 

l i m i t s herein s h a l l permit the Union t o advance the case t o the 

next step. The Union w i l l be informed of and allowed t o be i n 

attendance at a l l grievance or d i s c i p l i n a r y hearings. The Union 

s h a l l send w r i t t e n n o t i c e t o the Department Head n o t i f y i n g 

him/her of automatic advancement t o the next Step. 

Before a formal grievance i s i n i t i a t e d , the employee may 

discuss the matter w i t h his/her immediate supervisor. I f the 

problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

S.tep I - Immediate Supervisor 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by the Employer 

upon request, but i n the absence of such a form, 

employee or the Union may submit the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and part of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

remedy, and submit the grievance t o the employee's 

immediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 



not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the immediate supervisor w i l l n o t i f y the employee and 

the Union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

Representative and/or the employee s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g t o the Department 

Head or the Department Head's designee w i t h i n seven 

(7) working days a f t e r the date of the r e c e i p t of the 

decision or the date i t was due under Step I , by the 

immediate supervisor. The name of the Department 

Head's designee s h a l l be posted f o r employees i n areas 

where employee notices are normally posted and 

submitted to the Union. F a i l u r e t o post and so n o t i f y 

the Union w i l l permit immediate advancement t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of n o t i c e of f a i l u r e t o post. 

B. The Department Head or the Department Head's designee 

s h a l l meet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each month to discuss a l l pending grievances t h a t 

have been advanced to Step I I , The purpose of the 

Step I I meeting w i l l be f o r the Department and the 

Union to share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt to amicably resolve as 

many .grievances as possible. The Department Head or 
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the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y to resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

more than one Step I I meeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Department Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I meeting. 

The response t o the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f statement of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved employee or 

employees. Grievances may be withdrawn without 

p r e j u d i c e at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Employer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or t h e d a t e i t was due. 
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F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t may be presented by a s i n g l e selected 

employee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be made applicab l e t o a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

ob l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

employee t h a t i t could cause death or serious p h y s i c a l 

harm. The Employer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the employee does not waive 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Employer, but not an i n d i v i d u a l employee or employees, may 

submit the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative from the 

Employer's operating department, w i t h copies of the request t o 

the designated law department representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 
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w i t h i n f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually may 

agree, the Union s h a l l have the r i g h t t o convene a meeting w i t h 

the Employer's designated representative i n an attempt t o 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the matter to a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event' the p a r t i e s are unable at such meeting t o resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r p a r t y may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and Co'nciliation Service under the rul e s of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Employer and Union from mutually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted must agree as a whole t o 

commencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s must 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r to s e l e c t i o n and such fees and expenses s h a l l be 
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borne equally between the Union and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

require the production of p e r t i n e n t documents at the request of 

e i t h e r p a r t y . 

Each pa r t y s h a l l be responsible f o r compensating i t s own 

representatives and witnesses. The cost of a t r a n s c r i p t s h a l l 

be borne by the p a r t y reques.ting the r e p o r t e r unless the p a r t i e s 

agree t o share such costs. 

An a r b i t r a b l e matter must inv o l v e the meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a document incorporated by reference t h e r e t o . The 

provisions of t h i s Agreement and any other document incorporated 

by reference i n t h i s agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y may assert i n . a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o amend, add 'to, subtract from, 

or change the terms of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreement and 

apply them t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o him by the p a r t i e s i n the 

presence .of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s to the dispute, 

i n c l u d i n g the employee or employees involved. Where ti m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 
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A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure or 

which would become moot due t o the length of time necessary to 

exhaust the grievance steps, or-'which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the option 

of the grievant/Union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union may request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and rul e s • issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 

A Union representative,, a g r i e v a n t , and Union steward w i l l 

be permitted a reasonable amount of time without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Employer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her immediate 

supervisor f o r permission t o handle grievances on work time, i t 

being understood t h a t the operation of the Department takes 

precedence unless there i s an emergency, but such permission 

s h a l l not be denied unreasonably. A reasonable number of 

employees may attend the meeting without loss of pay; such 

meetings s h a l l be set by mutual agreement by the Employer and 
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the Union. Where the Employer d i r e c t s an employee to report f o r 

a meeting concerning a grievance at a time when the employee i s 

not scheduled t o work such time s h a l l be considered time worked. 

I f there i s space a v a i l a b l e , the Employer, upon request of 

the Union r e p r e s e n t a t i v e , s h a l l provide the use of a room and 

telephone, t o discuss the grievance, subject to the Employer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Employer and the Union may mutually agree t o submit any 

grievance to expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually s e l e c t an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

/• 
possible from the date the p a r t i e s agreed t o submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law department and 

counsel f o r ' the C o a l i t i o n Unions s h a l l meet at le a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at le a s t one pre-
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established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.5 Conduct of D i s c i p l i n a r y Investigation 

Supplementing a l l r i g h t s and processes due employees 

covered by, t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the employee's l o c a t i o n of assignment, 

normal department l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y Of the 

i n t e r v i e w e r and a l l persons present during the-

i n t e r v i e w . When a formal statement i s being taken, 

a l l questions d i r e c t e d t o the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 

D. The length of the i n t e r v i e w sessions w i l l be 

-reasonable, w i t h reasonable i n t e r r u p t i o n s p ermitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be informed of the nature of the matters t o be 

discussed. 



F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y 

a c t i o n , or promised a reward, as an inducement t o 

provide i n f o r m a t i o n r e l a t i n g t o the matter under 

i n v e s t i g a t i o n , or f o r ex e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, ~ however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the employee's a d m i n i s t r a t i v e r i g h t s , or 

the i m p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

statement the employee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e .is probable against the 

employee, said employee w i l l be given the s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution may be probable 

against said employee, the prov i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said employee w i l l be 

afforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r ' to the commencement of the 

in t e r v i e w . An employee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during 'the same 

in t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

employee who may be subject to d i s c i p l i n e s h a l l have 

the r i g h t to be represented i n the i n t e r v i e w by a 
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representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union repr e s e n t a t i o n 

before commencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n , s h a l l be suspended u n t i l r e p r e s e n t a t i o n 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Employer does not have the 

i n t e r v i e w unduly delayed. 

J. The Employer s h a l l not compel an employee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governmental agency r e l a t i n g t o 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an employee i n any forum adverse t o the 

employee's i n t e r e s t s . The Employer w i l l not r e q u i r e a 

polygraph examination i f i t i s i l l e g a l t o do so. I f 

an employee i s asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d m i n i s t r a t i o n of the examination. The*results of 

any polygraph examination s h a l l , be known to the 

employee w i t h i n one week. 

L. This Section s h a l l not apply t o employee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e to the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the employee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y informed the media of the charges 
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against the employee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e t o the media where the employee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

same forum as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or i n f o r m a t i o n i n c l u d i n g employee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the employee, or i n the case of 

promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the provisions of paragraph N 

above, at the option of the Union, a claim t h a t the 

Inspector General has v i o l a t e d the pro v i s i o n s of t h i s 

Section may be raised i n a suppression hearing before 

a member of the permanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s option by 

n o t i f y i n g the employee's Department Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than 
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ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing p r o v i s i o n s of t h i s Agreement. The appeal 

s h a l l s p e c ify the p a r t i c u l a r contract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l summary of 

the conduct alleged t o have v i o l a t e d the Agreement. I t 

i s understood t h a t by e x e r c i s i n g t h i s o p t i o n , any and 

a l l time l i m i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s elect i n order of r o t a t i o n one of the three 

permanent hearing panel members who are chosen as 

follows.'' To be e l i g i b l e f o r service on t h i s panel, 

members must be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any member of the panel resign or be removed 

upon mutual agreement of the p a r t i e s during the l i f e 

of t h i s Agreement, the p a r t i e s w i l l meet t o reach 

agreement on new panel member who must be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, 

the Employer w i l l request a panel of seven (7) 

a r b i t r a t o r s from FMCS, a l l of-whom must be members of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l meet t o s t r i k e names from the l i s t , w i t h 
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the Employer s t r i k i n g f i r s t , u n t i l one name remains, 

which person s h a l l be named to the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel member, or at such other time as the p a r t i e s may 

mutually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i m i t e d t o determining i f the Inspector General 

obtained evidence or statements i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the merits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2(d) The panel member s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

employee i n question. 

Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l . f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r more than 72 hours. 
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ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i m i t e d t o 

sympathy s t r i k e s and s t r i k e s to p r o t e c t union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 12.2 Union E f f o r t s 

The Union agrees that i t w i l l use i t s best efforts to 

prevent any acts forbidden in t h i s A r t i c l e and that in the event 

any such acts take place or are engaged in by any employee or 

group of employees in the Union's bargaining unit, the Union 

further agrees i t w i l l use i t s best efforts to cause an 

immediate cessation thereof. I f the Union immediately takes a l l 

necessary steps in good f a i t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclaiming such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to immediately cease such a c t i v i t y , the Employer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 D i s c i p l i n e 

The Employer may terminate the .employmient of or otherwise 

d i s c i p l i n e any employee or employees who have been found t o have 

engaged i n any act forbidden i n t h i s A r t i c l e . 
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Section 12.4 No Lockout 

The Employer w i l l not lock out bargaining u n i t employees 

during the term of t h i s Agreement. 

ARTICLE 13 
DUES CHECK OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a semi-monthly basis to the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o the Employer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l indemnify, defend and hold the 

Employer harmless against any and a l l claims, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

ac t i o n taken or not taken by the Employer f o r the purpose of 

complying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any such pr o v i s i o n s or i n r e l i a n c e 

upon employee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union t o the Employer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y bf using electronic records 

and/or electronic signatures consistent with state and ' federal 

law which allows the City and the Union to use electronic 
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authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. . 

Section 13.2 F a i r Share 

I t i s f u r t h e r agreed t h a t 30 days a f t e r the l a t e r of the 

execution of the Agreement or the employee's date of h i r e , the 

Employer s h a l l deduct from the earnings of employees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions t o the Union on a semi-monthly 

basis. I t i s understood t h a t the amount of deductions from said 

non-member bargaining u n i t employees w i l l not exceed the regular 

monthly union dues and represents the employee's f a i r share cost 

of the c o l l e c t i v e bargaining process, contract a d m i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other conditions 

of employment. 

Section 13.3 Right of Non-Association 

Nothing i n t h i s Agreement s h a l l be i n c o n s i s t e n t w i t h 

Section 6(g) of the I l l i n o i s Public Labor Relations Act i n 

p r o t e c t i n g the r i g h t of non-association of employees based upon 

the bona f i d e r e l i g i o u s tenets or teachings of a Church or other 

r e l i g i o u s body of which such employees are members. 
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Section 13-4 Condition of Employment 

Each employee who on the e f f e c t i v e date of t h i s Agreement 

i s a member of the Union, and each employee who becomes a member 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employment, maintain 

his/her membership i n the Union during the term of t h i s 

Agreement. 

Any present employee who i s not a member of the Union 

s h a l l , as a c o n d i t i o n of employment, be required to pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n . 

A l l employees hirecd on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not made a p p l i c a t i o n f o r membership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreement or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other conditions 

of employment. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Employer makes any s u b s t a n t i a l change i n job 

duties i t v / i l l discuss such changes v;ith the Union p r i o r 

t h e r e t o . I f the Employer changes a job t i t l e without 

s u b s t a n t i a l l y changing the du t i e s of the .job, the Union w i l l 

r e t a i n i t s e x i s t i n g j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not permanently assign bargaining u n i t work t o the 
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j u r i s d i c t i o n of another bargaining unit without the mutual 

agreement of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue to be 

performed by said employees, except where non-unit employees 

have i n the past performed u n i t work, or i n emergencies, t o 

t r a i n or i n s t r u c t employees, t o do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , t o do tr o u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where employees 

do not report t o work because of vacations, or other absences or 

tardiness, or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o complete a rush assignment, employees of 

any other u n i t represented by another Union s h a l l not perform 

the work of said employees. For example, i f a S t e a m f i t t e r i s on 

vacation, a Laborer s h a l l not be assigned as a replacement 

S t e a m f i t t e r . The Employer s h a l l not a r b i t r a r i l y extend the 

period of any emergency beyond the need f o r t h a t emergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n of t h i s Agreement i f the f o l l o w i n g 

functions are performed by members of management, regardless of 

whether they are also performed by the - bargaining u n i t : (a) crew 

assignment and scheduling; (b) work i n s p e c t i o n ; (c) ' d i s c i p l i n e ; 

(d) ordering of equipment and ma t e r i a l s from vendors. Nothing 

herein s h a l l deprive members of the bargaining u n i t of the r i g h t 

t o perform h i s t o r i c a l and t r a d i t i o n a l u n i t work; nor s h a l l the 
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City lay-off a -bargaining unit employee for the purpose of 

replacing that person with a member of management. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance claiming t h a t 

the Employer has v i o l a t e d the terms of t h i s Agreement by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Employer receives a grievance from another 

union p r o t e s t i n g the assignment of work t o employees covered 

under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e to 

the- Union, and on the other a f f e c t e d union ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the pr o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o 'the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the op p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l ' p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the pro v i s i o n s of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s to the dispute s h a l l have 

the r i g h t to p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and to present evidence t h e r e i n . Should the a r b i t r a t o r i n 
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the second proceeding determine t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer t o comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perform the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Employer s h a l l have the r i g h t t o , invoke a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l s e l e c t the a r b i t r a t o r . The Employer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s to t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d u n i o n ( s ) . No other evidence dr testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l p a r t i e s to the dispute 

from v o l u n t a r i l y r e s o l v i n g i t at any time. 
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Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded to a l l employees of the Employer without change during 

the term of t h i s Agreement. 

The Employer w i l l make contributions, on a dollar - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximum t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the t o t a l contributions i t has made. 

The C i t y agrees t o provide representatives from C o a l i t i o n 

Unions i n f o r m a t i o n , such as the claims experience from the C i t y 

r e t i r e e h e a l t h plans, and other r e l e v a n t d a t a / i n f o r m a t i o n so 

t h a t C o a l i t i o n Unions can explore the f e a s i b i l i t y of 

e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h plan separate and 

independent from the Cit y ' s plans t h a t could cover c e r t a i n C i t y 

r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be provided w i l l 

i n c l u d e , but not be l i m i t e d t o , a census f o r the c u r r e n t non-

Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, coverage t i e r 

( s i n g l e , couple, f a m i l y , etc.) , and z i p code of residence, as 

w e l l as the claims i n f o r m a t i o n and enrollment counts f o r the 

l a s t three (3) years. The Unions agree t o execute any 

appropriate confidentiality agreements necessary for the release 
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of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

Employees to d i s c i p l i n e , the Employer s h a l l transmit four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Employer w i l l meet with the Union within twenty (20) calendar 

days of the receipt of the proposals to receive the Union's 

comments. Absent an emergency, the Employer w i l l not implement 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Employer. No such changes or additions s h a l l 

be implemented without prior publication and notice to the 

affected employees. 

Section 14.6 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l 

working environment f o r employees covered by t h i s agreement 

i n c l u d i n g i n accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e 

occupational safety and health laws, and s h a l l maintain i n good 

and safe working c o n d i t i o n a l l equipment necessary f o r the safe 

and proper performance of the job. 

(b) In furtherance of those e f f o r t s , a j o i n t safety 

committee s h a l l be established which s h a l l be composed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 
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representatives of the Employer. The purpose of the committee 

s h a l l be t o discuss and t o make recommendations concerning 

occupational safety and health issues a f f e c t i n g employees. A l l 

recommendations of the committee w i t h respect t o safety and 

health issues s h a l l be submitted i n w r i t i n g to the appropriate 

Department Head w i t h a copy t o the Union and the D i r e c t o r of 

Labor Relations. The Department Head s h a l l promptly issue a 

w r i t t e n response to the committee concerning the Department's 

views regarding the committee's recommendations. 

The p a r t i e s may decide, from time t o time, to r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Department(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d employee(s). The Department 

safety personnel w i l l meet and confer w i t h a r e p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and report back t o the 

Committee on any decisions or recommendations concerning them. 

(c) The j o i n t safety committee s h a l l meet at l e a s t once a 

month, or otherwise by mutual agreement. 

(d) , The p a r t i e s agree and understand t h a t i f an employee 

i s faced w i t h an unsafe working c o n d i t i o n , the employee i s 

required to perform the task i n question unless the employee's 

performance of an assigned task presents the strong l i k e l i h o o d 

of s u b j e c t i n g the employee to imminent danger of death or 

serious i n j u r y . I f the employee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perform that task and 

expose himself t o t h a t dangerous c o n d i t i o n , the employee w i l l 

not be subject t o d i s c i p l i n e . In order t o avoid d i s c i p l i n e 

under t h i s paragraph, the c o n d i t i o n must be of such a nature 
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t h a t a reasonable person, under the circumstances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and imminent danger 

of death or serious i n j u r y . I n a d d i t i o n , the employee must also 

have sought from the Employer, and have been unable t o ob t a i n , 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g t o perform the task 

i n question. 

Section 14.7 Information to Union 

The Employer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimvim, the following information: 

• Payroll period 

• Payroll Niomber 

• Employee nximber 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the s a f e t y and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r m a t i o n . -en—a—monthly—basis—a—bargaining—unit 

report—ei—current—active—employees,—fehe—list—fee—include—employee 

name, address, s o c i a l security—number, t i t l e , pay—schedule, 
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g r a d e , — c u r r e n t — p a y — r a t e , — s t a t u s , — c o n t i n u o u s — s e r v i c e — d a t e , — t i m e 

i n t i t l e , — d a t e of b i r t h , — r a c e and sex. 

The—Employer—shall—also—provido—fee— t h e—Union—efi^—a—monthly 

b a s i s — a — b a r g a i n i n g — u n i t a c t i v i t y — r e p o r t e i — c u r r e n t a c t i v e 

e m p l o y e e s — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R e t i r e m e n t s ; Career 

Service Resignations; Careor Sorv^icc Diochargoo; Non-Career 

Service Terminations; Leaves— of Absence;—•.—Suspensions; 

Reinstatements;—Rcappointmont s;—Transfers—(change—ei—department 

afid change e i p a y r o l l ) ; Appointments (which also includes 

promotions—and demotions);—and Deaths. 

Each—month—fehe—Employer—will—provide—fee—fehe—Union—fehe 

current—month ' s — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a f i d — f e h e — u p d a t e d 

report—from the previous month. 

Section 14.8 Subcontracting 

The Employer s h a l l not contract or subcontract out 

bargaining u n i t work to any person, c o n t r a c t o r or employer who 

i s not i n compliance w i t h the area standards established under 

and pursuant to the formula used by the United States Department 

of Labor i n administering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given to the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

not i c e s h a l l be i n w r i t i n g and s h a l l contain the name and 

address of the p a r t y who w i l l perform the work, a d e s c r i p t i o n of 

the work to be performed and any other relevant data to enable 

the Union to determine compliance w i t h t h i s Section. I n the 

event such party i s determined not to be i n compliance w i t h the 

said area standards, the Employer s h a l l w i t h h o l d payouts and 
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s h a l l not contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Employer receive a w r i t t e n and 

enforceable assurance of compliance. 

In the event t h a t the Employer determines t o subcontract 

u n i t work under t h i s Agreement, and'i as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Employer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Department, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her t o perform 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the employment of employees subject to layoff. During 

that meeting the Employer w i l l request and urge that the sub

contractor hire l a i d off employees. 

Section 14.9 Automobile Reimbursement 

Employees who are required by the Employer t o use t h e i r own 

automobiles i n the performance of t h e i r job s h a l l receive 

mileage reimbursement at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a maximum of $250 per month. 

On the e f f e c t i v e date of t h i s 'Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maximum reimbursement w i l l 

increase t o $350.00 per month. E f f e c t i v e February 1, 2008, the 

maximum reimbursement w i l l increase t o $450.00 per month. 
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E f f e c t i v e February 1, 2009, the maximum reimbursement w i l l 

increase t o $550.00 per month. Thereafter, the maximum 

reimbursement w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. • Employees seeking mileage reimbursement 

must submit t h a t request on a form provided by the Employer. 

Payment f o r mileage expenses w i l l be made on a monthly basis. I n 

the event th a t during the l i f e of t h i s Agreement the Employer 

s h a l l implement f o r any group of employees an automobile expense 

reimbursement program which i s more favorable t o employees than 

the p r o v isions of t h i s paragraph, upon n o t i c e from the Union, 

the Employer w i l l meet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program to employees 

covered by t h i s Agreement. 

Upon request by e i t h e r p a r t y made no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l meet t o discuss any proposed 

changes t o t h i s Section 14.9. 

Section 14.10 Telephone Expense Reimbursement 

The current p r a c t i c e of reimbursing employees f o r j o b -

r e l a t e d telephone expenses s h a l l continue. 

Section 14.11 F i l l i n g of Permanent Vacancies 

The Employer s h a l l determine i f there i s a permanent 

vacancy to be f i l l e d , and at any time before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 
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The Employer w i l l post vacancy vacancies e l e c t r o n i c a l l y on 

the City of Chicago CAREERS website. A copy of the posting w i l l 

be provided to the Union at l e a s t 72 hours prior to the 

electronic posting. Said vacancies s h a l l be posted for fourteen 

(14) days on the CAREERS WEBSITE. The posting s h a l l contain at 

l e a s t the following information: job t i t l e , q u a l i f i c a t i o n s , days 

off, s h i f t , hours, work location, i f known, and the rate of pay. 

The posting s h a l l also identify the number of positions to be 

f i l l e d . I f the nvimber to be f i l l e d changes, the Employer s h a l l 

promptly notify. Prior to the commencement of the selection 

process, the employer w i l l provide the Union with a l i s t of 

q u a l i f i e d bidders . announcements—fei—fourteen (14) days, aad 

provide—the Union with a copy of—the announcement at tho—time—it 

i s posted. 

Q u a l i f i e d bargaining u n i t employees s h a l l be given an 

o p p o r t u n i t y t o b i d on permanent vacancies declared by the 

Employer. In making s e l e c t i o n s , the Employer s h a l l give 

preference t o bargaining u n i t a p plicants over non-bargaining 

u n i t a p p l i c a n t s , except where non-bargaining u n i t a p p l i c a n t s 

have demonstrably greater s k i l l and a b i l i t y t o perform the work. 

In making a s e l e c t i o n 'between two or more bargaining u n i t 

applicants who are equally q u a l i f i e d , the Employer s h a l l select 

the most senior bidder. For purposes of t h i s Section, s e n i o r i t y 

s h a l l be determined by the employee's continuous service i n the 

bargaining u n i t . 



Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information sxammary, and h i r i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

The successful bidder f o r any job under t h i s Section s h a l l 

have an evaluation period, not t o exceed s i x t y (60) days, t o 

demonstrate t h a t he or she can perform the job. I f the Employer 

has j u s t cause based upon the employee's job performance at any 

time during t h a t period to believe t h a t the successful bidder 

cannot perform the job, then the successful bidder s h a l l be 

returned to the job he/she held j u s t p r i o r to the awarding of' 

the b i d , d i s p l a c i n g , i f necessary, any employee who has been 

placed i n t o said job. 

Section 14.12 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 
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limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination that the 

employee i s u n f i t for duty and the employee's physician 

c e r t i f i e d that the employee i s f i t for duty, the employee may 

e l e c t or Employer may require the employee, at the Employer's 

sole expense, to be svibject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 

duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and binding. 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order to permit access to a l l medical records 

related to his/her condition, and the City s h a l l agree to secure 

and maintain the confidential nature of a l l medical records 

obtained through the process. 



ARTICLE 15 
LAYOFF AND RECALL 

Section 15.1 

Probationary employees w i t h more than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior employee 

i n the affected- job c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t , 

provided the a b i l i t y , q u a l i f i c a t i o n s t o perform the required 

work, and the employee's job performance are equal among the 

other employees i n the job i n the department. " S e n i o r i t y " s h a l l 

mean, f o r purposes of t h i s Section, the employee's continuous 

service i n the bargaining u n i t . 

A l a i d - o f f employee may displace (bump) the l e a s t senior 

employee, i f any, i n the most recent lower job t i t l e the 

employee t o be l a i d o f f has held w i t h i n the bargaining u n i t , 

provided the employee t o be l a i d o f f has the then present 

a b i l i t y t o perform the job to the Employer's s a t i s f a c t i o n 

without f u r t h e r t r a i n i n g . 

Employees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f . 

' ARTICLE 16 
SEPARABILITY 

Section 16.1 

In the event any e-f—tihe provisions of t h i s Agreement s h a l l 

be or become i n v a l i d or unenforceable by reason of any f i n a l and 

binding court decision, as well as any Federal or State Law or 

Local Ordinance now existing or hereinafter enacted, such 

i n v a l i d i t y or unenforceability s h a l l not a f f e c t the remainder of 

the provisions hereof, which s h a l l remain in f u l l force and 
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e f f e c t . The i n v a l i d or unenforceable provision s h a l l be subject 

to re-negotiation by the Parties within a reasonable period of 

time. The—parties—agree—fee—meefe^—and—adopt—revised—provisions 

which would be i n conformity with the law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

Should the Union choose t o e s t a b l i s h Stewards, the Union 

w i l l advise the Employer i n w r i t i n g , of the names of the 

Stewards i n each department or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Employer promptly of any changes. 

Stewards w i l l be permitted t o handle and process grievances 

r e f e r r e d by employees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of time, 

or unreasonably i n t e r r u p t the work of employees. Stewards s h a l l 

n o t i f y t h e i r immediate supervisors i n advance of t h e i r i n t e n t i o n 

t o handle and process grievances. Supervisors may not 

unreasonably withhold permission t o the stewards t o engage i n 

such a c t i v i t i e s . 

Employees a c t i n g as Union Stewards s h a l l not be 

dis c r i m i n a t e d • against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards from t h e i r 

job c l a s s i f i c a t i o n s or departments, other than i n an emergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 
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Section 17.2 

The Union s h a l l have the right and resp o n s i b i l i t y to 

represent the interests of a l l employees in the Unit, to present 

i t s views to the City on matters of concern, either or a l l y or in 

writing, and to consult and-'be consulted with, in respect to the 

formulation, development and implementation of p o l i c i e s and 

programs affecting working conditions. 

Section 17.3 Right of Access 

•Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal working hours, t o enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing c o n d i t i o n s under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not to i n t e r f e r e w i t h normal operations. The 

Employer may be able t o change or set r u l e s of access, provided 

t h a t any change i n current p r a c t i c e s must be reasonable and 

subject t o the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services to i t s c i t i z e n s i n a safe and economic manner. The 

p a r t i e s to t h i s Agreement recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of employees, as w e l l as the morale and p r o d u c t i v i t y , a l l 

of which creates an undue burden on the persons which the C i t y 

and the employees covered by t h i s Agreement serve. Furthermore, 

88 



the economic cost of p r o v i d i n g health care services t o employees 

who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 

The Employer and the Union maintain a strong commitment t o 

pr o t e c t people and property, and t o provide a safe ' working 

environment. To t h i s end, the employer has also e s t a b l i s h e d i t s 

c o n f i d e n t i a l Employee Assistance Program f o r employees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreement urge employees who have such 

problems t o u t i l i z e the Program's services. 

To maintain a workplace which provides a safe and health 

work environment for a l l employees, the following drug and 

alcohol program i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Items & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

employee on the job or the premises of the Employer. 

(c) Employer Premises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other vehicles 

owned, lease or used by the Employer as job s i t e s or work 

lo c a t i o n s and over which the Employer has a u t h o r i t y as employer. 

(d) Employee: a l l persons covered by t h i s Agreement,. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage t o 

property to which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

89 



( f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

emplo.yee, i n c l u d i n g but not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s to conclude t h a t the employee i s under 

the influence of drugs and/or a l c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or physical impairment due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , or ' i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l employees must report t o work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable them t o perform t h e i r jobs i n a safe 

manner. Further, employee s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause- to, b e lieve t h a t 

an employee i s under the influence of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t t o subject t h a t employee t o a 

drug and alcohol t e s t . The Employer's d i s c r e t i o n , the employee 

may be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l t e s t 

r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, the 

employee s h a l l be r e i n s t a t e d . In a l l other cases, the Employer 

w i l l terminate a l l employees who: 

90 



/ 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse to cooperate w i t h t e s t i n g procedures; 

( i i i ) are found to be under the i n f l u e n c e of drugs or 
alcohol while on duty and on the Employer's 
premises; 

(i v ) are found i n possession of a l c o h o l , drugs or drug 
paraphernalia, or are found s e l l i n g or d i s t r i b u t i n g 
drugs or drug paraphernalia, on the Employer's 
premises. 

(c) A l l adverse employment action taken against an 

employee under thi s program s h a l l be subject to the grievance 

and arbitration procedures of th i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer may require drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two 
supervisors have reasonable cause t o believe t h a t an 
employee has reported t o work under the i n f l u e n c e of 
or i s at work under the i n f l u e n c e of drugs or 
al c o h o l . 

( i i ) a t e s t may be required i f an employee i s involved i n 
a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a follow-up t o 
counseling or r e h a b i l i t a t i o n f o r substance abuse f o r 
up to a one year period. 

(b) Employees t o be tested w i l l be required t o sign a 

consent form and chain of custody form, assuring proper 

documentation and accuracy. I f an employee refuses t o sign a 

consent form a u t h o r i z i n g the t e s t , he or she w i l l be subject to 
) 

t e r m i n a t i o n . 
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(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and may consist of e i t h e r blood or urine t e s t s , or both. 

The Employer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conform t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r Federal 

workplace t e s t i n g programs dated A p r i l 11, 1988 and as maybe 

amended he r e a f t e r by the relevant agency of the Department of 

Health and Human Services. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s or drugs set f o r t h i n the NIDA 

guidelines (and as they may be amended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presumptively e s t a b l i s h t h a t the t e s t e d 

employee was under the influence of drugs. 

(f) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the test e d 

employee was under the influence of al c o h o l . 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be 

borne by the Employer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Commissioner of Personnel or his designee i n the manner to be 

prescribed by the Commissioner. The app l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissioner w i l l inform the applicab l e department head of any 
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employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 

re t e s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Commissioner of Personnel, provided "that the Employer's 'testing 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample t o the 

second la b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

t o take s u f f i c i e n t samples, or to preserve such sample, t o allow 

f o r r e t e s t i n g , s h a l l not a f f e c t the removal from e l i g i b i l i t y of 

an applicant or personnel a c t i o n , i n c l u d i n g discharge, of any 

employee. 

( j ) No l a b o r a t o r y r e p o r t or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e they are p a r t of a personnel 

a c t i o n under t h i s program, but s h a l l be placed i n a s p e c i a l 

locked f i l e maintained by the Commissioner of Personnel, except 

as such discl o s u r e may be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

may p a r t i c i p a t e i f they wish i n the v o l u n t a r y Employee 

Assistance Program. 

ARTICLE 19 
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JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The City of Chicago and each Coalition Union • (the 

"Parties") agree to create a Joint Apprenticeship and Training 

Program I n i t i a t i v e • ("I n i t i a t i v e " ) in conjunction with certain 

third parties including, but without limitation, the Chicago 

Public Schools ("CPS"), the City Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 

and training programs and to provide expanded post-

apprenticeship and training employment opportunities for such 

gradua"tes. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreement with the City of 

Chicago, the Parties s h a l l enter into a supplemental memorandum 

of understanding regarding the structure, implementation, 

monitoring and enforcement of this I n i t i a t i v e . Said memorandum 

sh a l l be attached to this Agreement as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A commitment by each C o a l i t i o n Union 'to e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by- the C o a l i t i o n t o f i l l at 

leas t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 
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and/or City College students and graduates by June 30 of 

each year of this Agreement. ! 

b. A commitment by the C o a l i t i o n and the C i t y t o 

co l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students to enter Union apprenticeship and 

t r a i n i n g programs. I n p a r t i c u l a r , the C o a l i t i o n and the 

Ci t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors to p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; to consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and t o expand post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps t o f u l f i l l the commitments set f o r t h i n 

t h i s A r t i c l e and supplemental memorandum attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t from said date to June 30, 3-Gi^ 2022, both i n c l u s i v e . 
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Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year t o 

year unless at l e a s t 60 days and not more than 120 days p r i o r t o 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o amend, add t o , subtract from, or 

terminate t h i s Agreement. 

In the event such no t i c e of a desire t o amend, add t o , or 

subtract from the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t iations concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d t o s h a l l be 

considered to have been given as of the date shown on the 

postmark, w r i t t e n notices may be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e c ontract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h 

respect to a l l matters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect to any matter which i s subject t o 

c o l l e c t i v e bargaining whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d to herein, and even though such matter may not have 
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been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

voluntary unpaid time o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreement, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

employees covered by t h i s Agreement. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be effective from the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l remain in effect 

through 11:59 p.m. on June 30, 2017 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order to f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r . t h e f o l l o w i n g reasons: 

1. Any change (s) i n the app l i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d to a u n i v e r s a l , n a t i o n a l or s t a t e 

health care program mandating s i g n i f i c a n t changes 

i n h ealth insurance b e n e f i t s that becomes law and 

i s e f f e c t i v e during the term of t h i s Agreement; 

2. The lack of achievement of health care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishment and a d m i n i s t r a t i o n 
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of the Labor-Management Cooperation Committee on 

health care, as defined below,: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 

projected increase of costs f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l make such adjustments t o the 

Plan as are necessary, i n c l u d i n g but not 

l i m i t e d to adjustments i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase from exceeding 8% as measured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l to achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 
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p a r t y may e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party—reserves—fehe—right—fee—reopen—this 

A g r e e m e n t — i f i — o r d e r — t o n e g o t i a t e — f e h e — H e a l t h — P l a n — s e f e — f o r t h — i f i 

Articlc—9—fie—later—than—June—3-0-7—2011—afid—June—3-9-j—2015,—er—ifi 

fei^e—event the C i t y of Chicago—i-s—awarded the—2016 Olympic Games, 

Juno 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of t h i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreement has t h i r t y (30) days t o n o t i f y 

the other party of i t s i n t e n t to reopen t h i s Agreement i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r party e l e c t t o reopen ne g o t i a t i o n s pursuant t o t h i s 

p r o v i s i o n , i t s h a l l submit w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ninety (90) days w i t h i n which t o 

reach agreement on the A r t i c l e . I f the p a r t i e s f a i l t o reach 
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agreement at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreement. 

Non-Prevailing Wage Rate Reopener 

Four-Year : Thio—Agreement—may—be—reopened—fee f u r t h e r 

negotiate—fehe—non-prevailing—wage—rates—governing—fel^e—second 

f i v e -year fee^fi (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e 4-r 

Section 4.4, ifi—fehe—cvont—that (-a^ feie—City notifies—the 

Coalition—that—ife—hae—nefe;—reached—a—successor—agreement—to a 

t h e n — c u r r e n t four-year—agreement—expiring—efi—June—S-O-^ 2011 

regarding— a n—across—thc-board—percentage increase f - e r — o t h e r 

unionized—employees— i n—non-prevail i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the—"Mc Too Clause" by March—31, 2012;—er—fb^—fehe 

Coalition—notifies—fehe—City—ei—ifens—intent—fee—terminate—fehe—^^-Me 

Too Clauoc" by March 31, 2012. 

Five-Year: This—Agreement—may—be—reopened—fe-e—further 

negotiate—fehe—non-prevailing—wage—rates—governing—fehe—occond 

f i v e year fee^^R (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4.4, i n — f e h e — e v e n t — t h a t (a) t h e ' — C i t y — n o t i f i e s — f e h e 

Coalition—that—ife—ha-s—nefe—reached—a—successor—agreement—fee—a 

t h e n — c u r r e n t — f ivc-ycar—agreement—expiring—en—June—3-9-7 2012 

regarding an across-the-board—percentage increase f e r other 

unioni z e d — e m p l o y e e s — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the "Mc Too Clauoc" by Octobor 31,—2 012;—er—(^^—fehre 

Coali tion—notifies— t h e—City—e>i—ifes—intent—fee—terminate—fehe—^^-E4e 

Too Clau-sc" by October 31, 2012. 
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i i — a f i y — e n e — e i — f e l ^ e — f o r e g o i n g — e v e n t s — o c c u r s , — c i t h e r — p a r t y — f e e 

t h i s Agreement has thirty—(-5^-^—days t o n o t i f y the othor p a r t y of 

iferS—intent—fee—reopen—this—Agreement— i n—order—fee—negotiate—fehe 

non-prevail ing—vjuge—rates—governing—fehe—second—five—year—term 

(07/01/2012 t o 06/30/2017) set f o r t h i n A r t i c l e 4,—Section 1.4. 

S h o u l d — e i t h e r — p a r t y — e l e c t — f e e — r e o p e n negotiations—pursuant—fe-e 

t h i s — p r o v i o i o n , i f e — s h a l l — s u b m i t — w r i t t e n — n o t i c e — f e e — f e h e — o t h e r 

p a r t y — a f i d — f e h e — C i t y — s h a l l — f i e f e — b e — o b l i g a t e d — f e e — m a kc—fehe—wage 

a d j u s t m e n t s — s e f e — f o r t h — i f i — A r t i c l e — 4 - 7 — S e c t i o n — 4 . 4 . Thereafter, 

trhe p a r t i e s have ni n e t y (-9#̂  days w i t h i n — w h i c h fee reach 

a g r e e m e n t — e n — i h e — A r t i c l e . l i — f e h e — p a r t i e s f a i l — f e e — r e a c h 

agrccmont—afe^—fehe—conclusion of that ninety—(-9-0^—day period,—each 

party reserves the right to reopon tho entire Agreement. 

Other Reopener 

I n the event of an emergency, cataclysmic event or , other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

party reserves the r i g h t t o reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed th i s document as of 

the day of , ̂ ^#7- 2018. 

CITY OF CHICAGO PIPE FITTERS' ASSOCIATION 
LOCAL UNION, 597 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 
LMCC REFERRAL 

Agree to the following i n a Side Letter to t h i s Agreement: 

The parties recognize that the success of the Joint 

Apprenticeship and Training Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and creation of opportunities to increase the use 

of apprentices in area construction projects. The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 to explore and recommend the consideration of 

such opportunities to the City and other governmental e n t i t i e s 

within the City of Chicago i n connection with the Joint 

Apprenticeship and Training Program I n i t i a t i v e , including, but 

not limited to: 

a. A multi-project labor agreement. 

b. A standard provision in Construction Contracts that 

(i) contractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum number of apprentices on the project as 

permitted under the terms and conditions of th e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l contractor and 

svib-contractors performing construction work on the project 

s h a l l participate in an apprenticeship program registered with 

103 



the U.S. Department of Labor's Bureau of Apprenticeship and 

T r a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree to the following i n a Side Letter to th i s Agreement: 

The City and Coalition agree to d i r e c t the LMCC to evaluate 

and i n i t i a t e changes to the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 in areas that w i l l f a c i l i t a t e 

the s h i f t to a preventive health care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, including but 

not limited to the following areas: 

• Expanded Disease Management Program 

• HRA and Bio-metric Screening 

• Health F a i r s 

• Weight Management Program 

• Imaging Review Service 

• Lifetime Maximum 

• Subscriber Share for Hospital B i l l s and Co-insurance 

• Exclusion for S e l f - i n f l i c t e d I n j u r i e s . 

• Comprehensive Communication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y o f 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3 (a) of the Memorandum of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the f o u r 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive some or a l l o f the monetary 

make whole remedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order t o conclude n e g o t i a t i o n s a t the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y t o waive 

some or a l l of the monetary make whole remedies. U n t i l such an 

agreement i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be o b l i g a t e d t o implement the monetary make whole 

remedies i n the Award. I n a d d i t i o n , i f such an agreement i s not 
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reached by December 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed amendment t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the f o u r 10-hour workweek and the 

Cit y ' s proposed r e l i e f from the monetary make whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

CHICAGO JOURNEYMEN PLUMBERS 
LOCAL UNION 130, U.A. 

AGREEMENT , 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer") and the Chicago Journeymen Plumbers' Local Union 

120 U.A., ( h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose of 
r-. 

e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages, and other terms and 

conditions of employment f o r the employees represented by the 

Union. 

In r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLEi1 
RECOGNITION 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

D i s t r i c t Superintendent of Water D i s t r i b u t i o n 

A s s i s t a n t D i s t r i c t Superintendent of Water D i s t r i b u t i o n 

D i s t r i c t Foreman 'Of Water Pipe Construction 

Foreman of Water Pipe Construction 

Pipe Location Machine Operator 

Caulker 

Hydrant Inspector 

D i r e c t o r of Plumbing Test Laboratory 



Chief Plumbing Inspector 

Assistant Chief Plumbing Inspector 

Plumbing Inspector I n Charge 

Plumbing Inspector 

Chief Water Rate Taker 

Supervisor of Water Rate Takers 

Water Rate Taker 

Water Meter Assessor 

General Foreman of Plumbers 

Foreman of Plumbers 

Plumber 

Plumber (sub-Foreman) 

D i s t r i c t Superintendent of Sewers 

Foreman of Sewer Cleaning 

Assistant Foreman of Sewer Cleaning 

Supervising House Drain Inspector 

House Drain Inspector 

The Union i s authorized to bargain c o l l e c t i v e l y f o r such 

employees w i t h respect to rates of pay, wages, hours and other 

terms and conditions of employment. The term "employee" as used 

herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d to the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

The Union, recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y to and are e x c l u s i v e l y vested i n 

the Employer, except only as they may be subject to a s p e c i f i c 



and express o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the management of the 

Employer's operations and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or org a n i z a t i o n of the Employer's operations, or other 

economic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o make and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipment and ma t e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t to determine the number of employees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required to insure maximum e f f i c i e n c y of operations; 

to e s t a b l i s h and enforce f a i r production standards; and t o 

determine the size, number and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the prov i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 



ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal employment opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and nothing in 

thi s Agreement s h a l l be interpreted to cause a negative effect 

on said efforts. I t i s understood and agreed that th i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely affect the 

seniority provisions of this Agreement. 

Section 3.2 No Discrimination 

Neither the Employer nor the Union s h a l l discriminate 

against any employee covered by this Agreement in a manner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, marital status, mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievance of Alleged Violation 

Grievances by employees alleging violations of this A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

thi s Agreement, but s h a l l not be subject to arbitration unless 

mutually agreed by the parties. 

Section 3.4 Reasonable Accommodation 

I n the event the Employer s h a l l be required t o make a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") to the d i s a b i l i t y of an applicant or incumbent 

employee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreement, the Employer s h a l l b r i n g t h i s matter to 



the a t t e n t i o n of the union. The pr o v i s i o n s of A r t i c l e 11 of 

t h i s Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r may 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreement and the employee's r i g h t s under t h i s Agreement, 

provided t h a t no incumbent employee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July 1, 2017, employees covered by t h i s Agreement 
1^ 

s h a l l continue to receive the hourly rate being paid to cra f t s 

or job c l a s s i f i c a t i o n s doing similar kinds of work in Cook 

County pursuant to the formula currently used by the United 

States Department of Labor in administering the Davis-Bacon Act 

as currently being paid to said employees as set forth in 

Appendix A appended to and made a part of th i s Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 2017, through the period ending June 30, 2022, the 

wage ra t e r e f e r r e d t o i n the immediately preceding section s h a l l 

be adjusted to r e f l e c t the hourly wage rates e f f e c t i v e on such 

dates being paid to c r a f t s or job c l a s s i f i c a t i o n s doing s i m i l a r 

work i n Cook County pursuant t o the formula s p e c i f i e d i n Section 

4.1 above and as set f o r t h i n Appendix A. In the event the 

hourly wage rates e f f e c t i v e July of each year covered by t h i s 



Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such rates, when established, s h a l l be paid as of 

said e f f e c t i v e date. In no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 4.3 Non-Prevailing Wage Rates Governing J u l y 1, 2017-
June 30, 2022 -

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l employees who are i n non-prevailing 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year . 1: 

• Effective 07/01/2007—01/01/2018 - 2.00% 

• Effective 01/01/2008 - 2.25°o 01/01/2019 - 2.25% 

Year 2: . 

• Effective 01/01/2009 3* 01/01/2020 - 2.00% 
Year 

• Effective 01/01/2010 ^ 01/01/2021 - 2.25% 

Year 4 

• Effective 01/01/2011 3 . 2 5 °o 01/01/2022 - 2.00^ 

Year 5 

E f f e c t i v e 01/01/2012 3 ^ 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees i n 

non-prevailing wage ra t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base rate of pay 



i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non- p r e v a i l i n g r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non- p r e v a i l i n g wage ra t e c l a s s i f i c a t i o n s * * receive 

a lump sum payment i n any contract year, employees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the same lump sum payment i n any such year. The p a r t i e s 

agree t o confer regarding the t i m i n g , amount and implementation 

of any wage adjustment or lump sum payment under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Department 

and uniformed members of the Chicago Fire Department. 

Section 4.4 Retroactivity 

The increases set f o r t h i n A r t i c l e 4, Sections 4.1 and 4.3, 

are payable t o a f f e c t e d employees who, as of the date of f i n a l 

r a t i f i c a t i o n of t h i s Agreement by the C i t y Council, are e i t h e r 

on the p a y r o l l , or are on approved leave, or are on l a y o f f w i t h 

r e c a l l r i g h t s , or are seasonal employees who are e l i g i b l e f o r 

r e h i r e , or are former employees who r e t i r e d e f f e c t i v e between 

Jul y 1, 2017 and the date of f i n a l r a t i f i c a t i o n of the Agreement 

by the C i t y Council, i n c l u s i v e . 
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Section 4.5 Out of Grade Pay 

An employee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher r a t e d job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such time from the f i r s t 

day of the assignment. The Employer agrees t h a t i t w i l l make 

such assignments f o r not less than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days, except where a regular 

incumbent i s on leave of absence, in which case the time l i m i t 

for acting into such position may not exceed one (1) year, and 

no individual employee can act up into that position for more 

than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the parties. I f the one hundred eighty (180) day 

l i m i t i s extended to one (l)year due to a regular incumbent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein. 



the position s h a l l be treated as a "permanent vacancy" within 

the meaning of Section - of t h i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" svibject to 

the applicable provisions of that Section. 

Section 4.6 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l p e riod i n which i t i s earned. A l l overtime or 

premium pay s h a l l be paid t o employees not l a t e r than•the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

p e riod i n which i t i s earned. I n the event of "an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or premium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the employee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute t o the Department timekeeper on the "Employee 

Pa y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's submission of such Form s h a l l t o l l the period 



f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Department w i l l submit a 

supplemental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the employee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sum greater than $100.00) w i t h i n , the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o . the employee the sum of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hi'red 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i m i t e d to duty d i s a b i l i t y ) , overtime 

earned under the City's emergency snow removal program, and 

inaccuracies due to changes i n p a y r o l l deductions, are 

e.xcluded from the provisions of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 
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w i t h respect t o the payments r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement, 

(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Committee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The C i t y ' s members of the Committee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives t o serve as members of the Committee. The 

Committee w i l l meet not less than q u a r t e r l y , or more 

f r e q u e n t l y as the need may a r i s e , t o review ongoing issues 

regarding p a y r o l l , compliance w i t h t h i s Section, or other 

issues of mutual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreement. In a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from time-to-time a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f meetings w i t h Department heads t o review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t employees. 

ARTICLE 5 
HOURS OF WORK 

Section 5.1 
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This A r t i c l e s h a l l be to calculate overtime and s h a l l not 

be a guarantee of work or hours for any day or week. 

Section 5.2 The Work Week 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 midnight (one.minute a f t e r 11:59 P.M. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. 

The normal work week s h a l l consist of five (5) consecutive 

eight hour days, Monday through Friday, and two (2) consecutive 

days off, except where the Employer's operations require 

different scheduling needs. The Employer w i l l notify the Union 

of these exceptions. 

Section 5.3 The Work Day 

The normal work day s h a l l begin,, at 8:00 a.m. and end at 

4:30 p.m., i n c l u d i n g a one-half (1/2) hour unpaid lunch period, 

except where d i f f e r e n t hours are c u r r e n t l y i n e f f e c t . 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Employer may change the established s t a r t i n g time of the Monday 

through Friday work day f o r a department, bureau, work u n i t , 

crew or i n d i v i d u a l upon fourteen (14) days w r i t t e n n o t i c e t o the 

Union and a f f e c t e d employees, and discussion w i t h the Union. 

Said s t a r t i n g times s h a l l not be scheduled more than two (2) 

hours before the regular s t a r t i n g times c u r r e n t l y i n e f f e c t i n 

t h i s Agreement. A l l such changes, unless otherwise agreed t o by 

the p a r t i e s , s h a l l be i n e f f e c t f o r a minimum of one (1) week, 

and s h a l l provide f o r the same s t a r t i n g times each day of t h a t 

period. No employee s h a l l be placed on a s p l i t s h i f t without 
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agreement by the Union. Failure to comply with thi s provision 

s h a l l result in the payment of appropriate premium time to 

affected employees. 

Section 5.4 Overtime 

Overtime and premium pay f o r employees s h a l l be defined and 

paid i n accordance w i t h the h i s t o r i c a l and t r a d i t i o n a l p r a c t i c e s 

of the Employer and the Union pursuant to the a p p l i c a b l e 

c o l l e c t i v e bargaining agreement which i s negotiated i n the 

p r i v a t e sector and which h i s t o r i c a l l y and t r a d i t i o n a l l y governs 

said payment. The Union s h a l l c e r t i f y and provide evidence t o 

the Employer of said overtime and premium d e f i n i t i o n s and rates 

as described above. 

A l l work performed p r i o r t o the s t a r t of the regular s h i f t 

on a r e g u l a r l y scheduled work day and a l l work performed a f t e r 

e i g ht (8) hours worked i n any 24 hour period; or on Saturday as 

such when Saturday i s not p a r t of the employee's regular work 

week; or on the s i x t h consecutive day worked i n the Employer's 

work week, s h a l l be paid f o r at one and one-half ' (1 1/2) times 

the regular s t r a i g h t time hourly r a t e of pay. A l l work 

performed on Sunday, when Sunday i s not p a r t of the employee's 

regular work week; or the seventh consecutive day worked, s h a l l 

be paid f o r at two (2) times the regular s t r a i g h t time hourly 

rate of pay. Such overtime s h a l l be computed on the basis of 

completed f i f t e e n minute segments. Employees exempt from the 

Fair Labor Standards Act s h a l l be given compensatory time on an 

hour f o r hour basis for- a l l overtime worked Monday through 

Friday, and w i l l continue t o receive overtime on a cash basis 
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for Saturday and Sunday overtime as per the parties' practice. 

There s h a l l be no pyramiding of overtime and/or premium pay. 

Daily and/or weekly overtime and/or premium pay s h a l l not be 

paid for the same hours worked. A l l overtime earned under t h i s 

Section s h a l l be paid to employees, not l a t e r than the second 

regular payday following the end of the payroll period i n which 

i t i s earned. 

Section 5.5 Reporting Pay 

When an employee reports f o r his or her r e g u l a r l y scheduled 

s h i f t , the employee s h a l l receive a minimum of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Department of h i s or her cur r e n t telephone 

number. 

I f the employee works more than two (2) hours, he or she 

s h a l l receive a minimum of four (4) hours work or pay f o r t h a t 

day. I f the employee works more than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay f o r t h a t day. An 

employee who does not complete a normal e i g h t (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 

option of using a p o r t i o n of accrued vacation, personal or 

compensatory time f o r t h a t day upon not i c e to the Employer. 
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Section 5.6 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a minimum 

of two (2) hours pay at the appropriate overtime r a t e from the 

time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required to stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.7 Emergency C a l l Pay 

In the event a General Foreman or Foreman i s d i r e c t e d by 

the Employer t o respond t o emergency c a l l s from home and outside 

of his or her regular working hours, he or she w i l l be granted 

compensatory time at the appropriate r a t e f o r a l l v e r i f i e d time 

spent responding t o the emergency from home, w i t h a minimum of 

15 minutes of compensatory time t o be granted i n any calendar 

day on which any such emergency responses were required, up t o a 

maximum of two hours of compensatory time i n any calendar day. 

Section 5.8 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees in the form of cash within 30 

days following June 1, 2018. 



Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period in which i t i s earned or 

may accumulate such time up to a maximum of 160 hours. 

Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. A l l accumulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at thei r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 Current Holidays 

(a) F u l l - t i m e hourly employees s h a l l receive e i g h t hours 

s t r a i g h t - t i m e pay f o r the holidays-set f o r t h below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Columbus Day 
8. Thanksgiving Day 

9. Christmas Day 

(b) F u l l - t i m e s a l a r i e d employees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
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3. Casimir Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Memorial Day 
7. Independence Day 
8. Labor Day 
9. Columbus Day 
10. 'Veterans Day 
11. Thanksgiving Day 

12. Christmas Day 

(c) Employees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreement. At the employee's 

option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Employer. I f the employee i s required 

or allowed t o work on such designated day, the employee s h a l l 

receive the appropriate h o l i d a y premium r a t e . An employee may 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Employees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Employer. New employees who 

commence work for. the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 
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(d) The benefits set forth in (a) , (b) and (c) above s h a l l 

be paid provided the employee i s in pay status the f u l l 

scheduled work day immediately preceding and the f u l l scheduled 

work day immediately following such holiday, or i s absent from 

work on one or both of those days with the Employer's 

permission; such permission s h a l l not be unreasonably denied. 

Section 6.2 Payment for Holiday 

i I f an employee i s scheduled t o work on any calendar hol i d a y 

as s p e c i f i e d i n Section 6.1 he/she s h a l l be paid at the r a t e of 

two (2) times (which includes holiday pay) his/her" normal hourly 

r a t e f o r a l l hours worked. 

I f the employee i s not required t o work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such employee s h a l l be- paid 

eight hours at s t r a i g h t time f o r such holiday. 

A l l holiday time s h a l l be considered time worked f o r the 

purposes of computing overtime except where the holiday f a l l s on 

the employee's day o f f . 

An employee working on Christmas, New Year's Day and Dr. 

Martin Luther King's Birthday, he/she s h a l l be paid at the r a t e 

of two (2) times his/her reg u l a r , hourly r a t e f o r a l l hours 

worked plus eight hours o f f w i t h pay (compensatory time) i f . the 

employee i s a f u l l time employee and pro r a t a time o f f i f the 

employee i s a par t - t i m e employee. 

Section 6.3 Failure to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to v^ork on a holiday and f a i l s 

t o report t o work, the employee s h a l l f o r f e i t his/her r i g h t t o 
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pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other emergency. 

Section 6.4 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For employees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Sa'turday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an employee's vacation period 

the Employer s h a l l have the option of g r a n t i n g the employee an 

extra day's pay or an ext r a day of vacation at a time mutually 

agreed upon between the employee and the department head, 

provided the employee works the f u l l scheduled workday 

immediately preceding and the f u l l scheduled workday immediately 

f o l l o w i n g such vacation period, unless such absence i s f o r a 

reason the Employer f i n d s t o be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

employed. An employee w i l l earn the f o l l o w i n g amounts of paid 

vacation, based on such employee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service P r i o r to July 1 Vacation 
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Less than 6 years 13 days 
6 years or more, but less than 14 years 18 days 
14 years or more 23 days 
A f t e r 24 years 24 days 
A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The employee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The employee was separated from employment, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 

The amount of pro r a t a vacation i s determined by d i v i d i n g 

the number of months of continuous service the f u l l - t i m e 

employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

amount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole number of days. Employees separated from employment, 

other than f o r cause, w i l l be paid on a supplemental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-time employees who work at least 80 hours per month 

earn vacation on a pro rata basis calculated in accordance with 

the formula used by the Employer in accordance with past 

practice. i 

Section 7.3 F o r f e i t of Vacation 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

employee was denied vacation by the employer, or (2) the employee 
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i s on an approved leave of absence, or (3) the employee e l e c t s i n 

w r i t i n g t o carry over vacation days (up t o three (3) ouch 

vacation days of accrued and unused vacation days f o r employees 

w i t h less than ten (10) years of s e r v i c e , and up t o f i v e (5) days 

of accrued and unused vacation days f o r employees w i t h ten (10) 

or more years of service) f o r use i n d i v i d u a l l y or consecutively 

during the next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given t o the employer before December 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximum number of s i n g l e use vacation days provided 

f o r under t h i s Agreement. Such carry over vacation days must be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

Cancellation or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks, upon—mutual—agreement—ei—fehe—omploycr,—which 

agreement—shall—nefe—be—unreasonably—denied—e^? withheld, and such 

carry over days must be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) months, i n the case of an 

employee's r e t u r n from an approved leave -of absence). Nothing 

herein s h a l l l i m i t - or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30̂ *̂ , or approving 

the rescheduling of c a r r y over days beyond June 30^^. Employees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

to being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation time earned during the period of duty d i s a b i l i t y f o r the 

twelve (.12) months f o l l o w i n g the date i n which the person became 
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disabled, and s h a l l be e n t i t l e d to use such vacation time within 

twelve (12) months following their return to work. 

Section 7.4 Employees Laid-Off or Discharged 

Employees who are terminated for cause are not e n t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay i n t h e i r 

bank at the time of resignation. Employees s h a l l not earn 

vacation credit for any period during which they are on layoff 

or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of th i s Agreement. 

In the event of the death of an e l i g i b l e employee, the surviving 

widow, widower or estate s h a l l be entitled to any vacation pay 

to which the deceased employee was entitled. 

Section 7.5 Rate of Pay 

The rate of vacation pay s h a l l be computed by multiplying 

the employee's straight time hourly rate of pay in effect for 

the employee's regular job at the time the vacation i s being 

taken, times 8 hours per day, times the number of days' vacation 

to which the employee i s enti t l e d . Salaried employees s h a l l 

receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 

determine the number and scheduling of crews and employees who 

can be on vacation at any one time without hindering the 
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operation of the Department. The Department w i l l not designate 

any time or period during the calendar year when e l i g i b l e 

employees would be p r o h i b i t e d from scheduling and t a k i n g 

vacation time. 

Employees s h a l l make vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

'Department w i l l respond t o the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days from the 

date the request i s received by the Department, except i n cases 

where the request i s made f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe manpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable t o the immediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payment to the employee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

r e s u l t i n serious provable f i n a n c i a l loss to an employee s h a l l 

occur only i n the most extreme emergencies. In the event of 
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such .cancellation, the Employer w i l l reimburse the employee for 

reasonable losses incurred as a direct result 'of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Reciprocity With Othor Agoncioa 

Any employee—roi fe4=^e C i t y e-f Chicago h i r e d p r i o r fee 

February—i3-^ 1986—vfhe—ha-s—rendered—service—fee—fehe—County—ei 

Cook,—fehe—Chicago—Park—Diotrict,—fe^^e—Chicago—Housing—Authority, 

fel^e—Forest—Prcs"crvc—Diotrict,—fehe—Metropolitan—Sanitary—Diotrict 

ei—Greater—Chicago,—fel^e—State—ei—Illinois,—fehe—Chicago—Board—ei 

Education, fehe—City—Collogcs—ei—Chicago, Community—College 

D i s t r i c t — 5 0 8 ,— t h e—Chicago—Transit Aut h o r i t y , — f e h e — P u b l i c — B u i l d i n g 

Commission e i Chicago, fehe Chicago Urban Transportation 

D i s t r i c t , — a f t d — f e h e — R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

feite—right—fe-e—have—feie—period—ei—such—service—credited—and 

c ounted—fer—fehe—purpose—ei—computing—fehe—number—ei—years—ei 

sorvice—ae— a n—employee—ei— t h e—City—fer—vacations,—provided—that 

such—service—ha-s—been—continuous—service . Hovi/cver,—vacation 

t i m e — a c c r u e d — w h i l o — w o r k i n g — i e r — a n o t h e r — p u b l i c — a g e n c y — i e — n e f e 

t r a n s f e r a b l e . E m p l o y e e s — h i r e d — a f t e r — F e b r u a r y — i 3 - , 198 6—whe 

render—service—fer—any—other—employer—a-s—stated—above—shall—have 

fel^e—right—fee—have—the—period—ei—such—service—cr'cditcd—and 

counted—fer—fel^e—purpose—ei—computing— t h e—number—ei—years—ei 

service—ae—an—cmployoc—ei—fehe—City—f-er—vacations,—provided—a 

majority of—othor—employees—of the—Employer—receive—ouch credit. 

Section 7.7 Non-Consecutive Vacation Days 
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Employees may receive up t o f i v o s i x (6) of t h e i r vacations 

days one or more day(s) at a time as days o f f i n each year. 

Such days o f f s h a l l be scheduled pursuant t o Section 7.6 above 

(Vacation S e l e c t i o n ) . Such day(s) o f f s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so l a t e 

i n the vacation year t h a t the employee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer p r i o r t o the year-end. I f an employee 

schedules a week-long vacation and a h o l i d a y f a l l s w i t h i n the 

week ( f o r example, the employee works a Monday - Friday work 

week and the h o l i d a y f a l l s on Tuesday) the vacation days 

scheduled f o r the week w i l l be considered consecutive vacation 

days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side of the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees may ^designate and use at t h e i r option up t o f i v e 

(5) s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreement as sick days to cover periods of bonafide medical 
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i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l include (or 

may be expanded upon by the C i t y ) : (i)mother, f a t h e r , husband, 

w i f e , brother or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic par t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

partner i s r e g i s t e r e d w i t h the Department of Hviman Resources. 

The Employer reserves the r i g h t t o ask t h e , employee t o f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g t o use vacation days 

as s i c k days under t h i s p r o v i s i o n s h a l l inform the 

representative of the Employer" who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n to report an i l l n e s s . Salaried employees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreement s h a l l be i n e l i g i b l e 

t o use vacation days as s i c k days while they have a v a i l a b l e 

unused sick days. 
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ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service means continuous paid employment from 

the employee's l a s t " date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employment. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid . leave of absence of one year or less or 
l a y o f f of 30 days or le s s ; or 

2. An absence where the employee i s adjudged e l i g i b l e f o r 
duty d i s a b i l i t y compensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal employees who work a minimum of e i g h t y 

(80) hours per month s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) Unpaid leave of absence f o r more than 30 days or 

l a y o f f f o r more than 30 days, unless employees 

are allowed t o accumulate s e n i o r i t y under t h i s 

Agreement. 

(b) Seasonal employment of 120 days or less i n any calendar 

year s h a l l not be c r e d i t e d toward continuous service f o r the 

time worked. 

(c) Seasonal employment i n excess of 120 days i n any 

calendar year s h a l l be c r e d i t e d toward continuous service. 
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Section 8.3 Reciprocity 

Employees h i r o d p r i o r fee February hi-, 198 6 whe have 

r e n d e r e d — s e r v i c e — f e e — f e h e — C o u n t y — e i — C o o k , fehe—Chicago " Park 

D i o t r i c t , fehe—Forest—Preserve—District, t h e—Chicago—Housing 

A u t h o r i t y , fe^^e Metropolitan Sanitary D i s t r i c t e i Greater 

Chicago,—fefe^e—State—ei—Illinoio,—fehe—Chicago—Board—of Education, 

City—Colleges—ei—Chicago,—Community—College—Diotrict—508,—fehe 

Chicago T r a n s i t A u t h o r i t y , Public B u i l d i n g Commission e i 

Chicago, fehe—Chicago—Urban—Transportation D i s t r i c t — a n d tho 

Re g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y — s h a l l — h a v e — f e i e — p e r i o d — e f — o u c h 

s e r v i c e — c r o d i t o d — a f t d — c o u n t e d — i e r — f e h e — p u r p o s e — e i — a d v a n c e m e n t 

v ^ i t h i n — l o n g e v i t y — s a l a r y — s c h o d u l c o . However,—employeeo—hired 

a f t e r February 1̂ -̂  1986—whe render service f-er any other 

employer as—stated abovo—shall—have—fehe—right—fee—have—the period 

e i ouch service c r e d i t e d afl-d counted f e r fehe purpooo e i 

advancement w i t h i n l o n g e v i t y salary schedules providod a 

majority of other employeeo of the Employer receive ouch credit. 

Section 8.3 Break i n Service 

Notwithstanding the pr o v i s i o n s of any ordinance or r u l e t o 

the contrary, continuous service of an employee i s broken, the 

employment r e l a t i o n s h i p i s terminated, and the employee s h a l l 

have no r i g h t to be r e h i r e d , i f the employee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

ciays without n o t i f y i n g the employee's authorized Employer 

representative unless the circumstances preclude the Employee, 

or someone on his behalf, from g i v i n g such n o t i c e , does not 

.actively work f o r the Employer f o r twelve (12) months (except 
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for approved f u l l time Union representative leaves or medical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for more than twelve (12) consecutive months i f the employee has 

less than five (5) years of service at the time of the layoff, 

or i s on layoff for more than two (2) years i f the employee has 

five (5) or more years of service at the time of the layoff. 

Section 8.4 Probationary Employment 

New employees, hired a f t e r r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary employees for the f i r s t twelve 

(12) e-ix (-6i months of t h e i r employment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary employees con t i n u i n g i n the service of the 

Employer a f t e r twelve (12) e-î« (-&) months s h a l l be career 

service employees and s h a l l have t h e i r s e n i o r i t y date made 

r e t r o a c t i v e t o the date of t h e i r o r i g i n a l h i r i n g . Probationary 

employees may be d i s c i p l i n e d or discharged as e x c l u s i v e l y 

determined by the Employer and such Employer a c t i o n s h a l l not be 

subject t o the grievance procedures, provided t h a t , (1) a f t e r the 

f i r s t s i x (6) months of the probationary p e r i o d , i f the Employer 

intends t o impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss o f pay, 

p r i o r t o imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l n o t i f y the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting w i t h the Union and the employee t o discuss 

and allow the employee t o respond t o the accusations, and/or (2) 

i f the Employer, w i t h i n i t s d i s c r e t i o n , r e h i r e s a former 
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employee who did not complete his/her probationary period within 

one year from the employee's termination, and said former 

employee had served 90 days or more of his/her probationary 

period, a l l time previously served in the probationary period 

s h a l l be counted for purposes of determining when the said 

employee completes his/her probationary period. A probationary 

employee who has served 90 days or more of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for employment in the same job t i t l e in the 

department from which he/she was l a i d off, so long as he/she 

does not refuse an offer of employment, and does not suffer a 

break in service under Section 8.4 of t h i s Agreement. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cumulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary employees s h a l l be compensated at the 

same rate as career service employees. 

30 



ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Employer s h a l l provide t o employees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the same terms and conditions 

applicable t o said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 

(b) Employees who participate in the Employer; medical 

care plan or an HMO s h a l l make the following contributions 

toward their health care coverage based on the applicable 

percentage of th e i r base salary (not including overtime) limited 

by the salary cap: 

• Single Employee +1 Family Salary Cap 

July 1, 2017 1.2921% 1.9854% 2.4765% $90,000 

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

Jan. 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

Jan. 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

-<ri) e m p l o y e e — m e d i c a l — c o n t r i b u t i o n s — a r e — b a s e d — e n — a 

composite—1.6%—ei—base—salary—ier—single,—employee—a-nd 

one,—aftd—family—levels—e-f—coverage—a-s—specified—below . 
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F=er—example, fehe—contributions—afe s e l e c t e d — s a l a r y 

l o v c l o per pay period arc as—follows: 

ANNUAL 
c 7\ T A R Y 

SINGLE 
1 n o q -1 o. 

EMPLOYEE +1 
1 c, -7 q T 9-

FAMILY 
1 0 7 n R 9-

X . \J O X V> X . 3 1 J> 1 _L . y 1 \J 3 V 

rir-i t-n '^'^n nnn 1 s n 1 Q n n n n 
u p L.CJ ^ 3 \J , KJ \ J \J 

c o p , f) f) 1 
J . ^ . . J CJ 

1 o o c 
± 1^ . CJ CJ ^ . CJ U 

O d fi "3 
V U , \J \J X 

<̂ dn nnn 
J- ^ . w J 

1 1 ll 

^ 4 . D ^ 

T O q d 
V rt U , \J \J \J 

<=;sn nnn 
J- * . X 4 

O 1 AO 

iL\J . 3 3 

O O q 1 

3 iL . O 

A l n s 
V o u , u u u 

f n nnn 
i^ X . 1 

'"' s 7 n •3 q 4 Q 
*5 ± . CJ J 

4 0 fi 
V \ J , u u VJ 

'^''n nnn 
i^ 3 . t \J 

o n q n 4 f i n ? •̂ 7 4 7 
V ' , \J \J \J 

PO nnn OA o n 

*5 O . CJ / 

1̂  fi fi 

3 1 . H 1 

fi S fiP 
V O CJ , CJ CJ CJ J 4 . / 

T O c; [: 

Q J . O O 

T O o q 
^ O J , J J J 

$90,000 A 
^ ,u . 3 3 

38.60 59.30 
1 ~J . \.l J 

73.95 

Aii—contributions—shall—be—made—en—a—pre—fea^t—basis—and—ar^ 

payable on a per pay period basis. 

-(-3-) c f f o c t i v e — J u l y — h - , — 2 0 0 6 — e m p l o y e e — m e d i c a l — c o n t r i b u t i o n s 

e r ^ e — b a s e d — e f t — a — c o m p o o i t c — 2 . 0 % — e i — b a s e — s a l a r y — i e * 

s i n g l e , cmployoc .—afld one, and f a m i l y l e v e l s e i 

coverage a-s specified below. Fer example, thte 

c o n t r i b u t i o n s — a t — o o l o c t c d — s a l a r y — l e v e l s — p e r — p a y — p e r i o d 

arc as—follows: 

ANNUAL 
C 7\ T A p Y 

SINGLE 
1 o q o -1 o. 

EMPLOYEE + 1 
1 n o Q A o. 

FAMILY 
o 4 7 fi R 9-

\Xj£ \L\ 1 X . i.^ J , i L 0 JU-JU / CJ vJ G 

i inHcr s^n' nnn ' l i s ~>1 t o o ft ft '^">1 fi S 

^n nm 
^ X 3 . IX 

1 fi 1 R 
iL 3 , 

A 
. o o 

ft ''^ 
V ^ / . CJ 

^ ^ n 0 fi 
V J CJ , \ j \ j X 

c, Af) nnn 
^ X 'u . X 3 

' ^ ^ 1 S d 

c? iL H , 

COO 0 Q 

V J ^J . 3 O 

<̂  /I 1 T Fl 
9 " CJ , U CJ CJ 

* sn nnn 
i L . 3 H 

fi 0 "3 
^33, 

Al ? f{ 

V rr X . .c O 

* S 1 SO 
V ^ CJ , CJ CJ CJ 

'^fin nnn 
V ii. O . 3 i^ 

COO o n 

r t 1 . 

* 4 0 A 
V -L . J .J 

fi 1 0 1 
V VJ CJ , CJ \ J VJ 

c 7 n nnn 
^ 3 i ^ . ^ VJ 

"^3 7 cn 
V r l J . 

c c; -7 Q 1 

V Vj ± . J ± 

c 7 0 o q 
V ' CJ , CJ CJ 

CO0 n n n 
^ 3 1 . V J 

4 ^ n T 
Cf 3 1 , 

C C f 1 o 

Cf 1 ^ . i L . 3 

C O O c: R 
V O CJ , CJ CJ CJ 

on nnn 
V 4 ^ . U ( 

/I R / IS 
V o o < 
c n A 

. -L O 

A ^ 

V O -11 . 3 3 

<̂  0 '3 q 7 
V -J CJ , U CJ CJ 

$ 1 0 0 , 0 0 0 
V 4 ^ . ^ 3 

$ 5 3 . 8 4 
Cf 1 H , . rr O 

$103.19 
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A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

s\abject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

subject t o an annual d e d u c t i b l e of $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 

provisions of insurance p o l i c i e s between Employers- and insurance 

companies. 

(d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject to 

the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e t o q u a l i f i e d 

employees. The Employer may o f f e r coverage under more than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject to 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement t o the contrary. 

(f ) Where both husband and wife or other f a m i l y members 

e l i g i b l e under one fa m i l y coverage are employed by the Employer, 

the Employer s h a l I pay f o r only one f a m i l y insurance or f a m i l y 

health plan. 
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(g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreement. 

(h) Consistent w i t h the terms of the Employer's e x i s t i n g 

Group Health Care Plan, and the app l i c a b l e r u l e s thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d to continued medical coverage f o r a 

maximum of 12 weeks, subject t o the terms of the Plan and any 

other app l i c a b l e provisions of t h i s . Agreement. Employees who are 

rec e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terms of the 

Plan and i t s applicable r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, employees must make a l l i n d i v i d u a l medical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terms of 

the Plan and i t s applicab l e r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 
r 

provided notice thereof, the form of which may include, but i s 

not l i m i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

communication from the Employer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 
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Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create maintain a J o i n t Labor Management 

Cooperation Committee ("LMCC") pursuant t o appl i c a b l e s t a t e and 

fed e r a l Law. The purpose of the LMCC i s t o research and make 

recommendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achievement of s i g n i f i c a n t and measurable savings i n the 

cost of employee health care during the term of t h i s Agreement. 

The Parties s h a l l memorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreement and Declaration of Trust ("Trust 

Agreement") contemporaneously w i t h the " execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 

of Chicago. Said Trust Agreement s h a l l be attached t o t h i s 

Agreement as Appendix C. 

Section 9.3 

The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

(a) Formation of a Committee t o govern the LMCC c o n s i s t i n g 

of up to twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the Ci t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointment by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreement. 
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(c) A u t h o r i t y of the LMCC to make recommendations and 

mo d i f i c a t i o n s i n the health plan expected t o r e s u l t i n savings 

and cost containment. 

(d) Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of th i s A r t i c l e , an "employee" s h a l l mean a 

City employee represented by signatory labor organizations of 

this Agreement. A "Coalition Union" means signatories to this 

Agreement which have executed a c o l l e c t i v e bargaining agreement 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 

million (as calculated with respect to the Coalition Unions 

bargaining units) i n 2020. The parties w i l l work through the 

LMCC to identify changes that w i l l r e s u l t i n the required 

savings. I f , prior to January 1, 2020, the parties have not 

reached agreement upon the proposed changes, each party w i l l 

submit i t s offer of proposed changes and the amount proposed to 

be reduced, including the methodology for estimating the value of 

the proposed changes, to a mutually agreed upon arbitrator, who 

w i l l be limited to selecting either the City's or Coalition 



Unions' o f f e r . The o f f e r selected by the a r b i t r a t o r w i l l be 

bin d i n g on the p a r t i e s and on the LMCC. 

Section 9.6 

The C i t y agrees t o provide r e p r e s e n t a t i v e s from the 

C o a l i t i o n Unions i n f o r m a t i o n , such as the claims experienc'e from 

the C i t y r e t i r e e h e a l t h plans, and other r e l e v a n t 

data/information so t h a t the C o a l i t i o n Unions can explore the 

f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h plan 

separate and independent from the Ci t y ' s plans t h a t could cover 

c e r t a i n C i t y r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be 

provided w i l l i n c l u d e , b ut not be l i m i t e d t o , a census f o r the 

cur r e n t non-Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, 

coverage t i e r ( s i n g l e , couple, f a m i l y , e t c . ) , and z i p code o f 

residence, as w e l l as the claims i n f o r m a t i o n and enrollment 

counts f o r the l a s t three (3) years. The Unions agree t o execute 

any appropriate c o n f i d e n t i a l i t y agreements necessary f o r the 

release of such i n f o r m a t i o n . The p a r t i e s understand and agree 

t h a t the i d e n t i t y of any s p e c i f i c i n d i v i d u a l w i l l not be 

ascertainable from the i n f o r m a t i o n supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an employee's immediate f a m i l y , 

such employee s h a l l be e n t i t l e d t o a leave of absence up t o a 

maximum ĉ f three consecutive days i n c l u d i n g the day of. the 
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f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the States contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a maximum of f i v e consecutive 

days. During such leave, an hourly employee s h a l l receive 

his/her regular s t r a i g h t time pay f o r such time as she/he i s 

required to be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed e i g h t hours per day) . Salaried 

employees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The employee's immediate f a m i l y s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, 'son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents, grandchildren, . c o u r t -

appointed l e g a l guardian, and a person f o r whom the employee i s 

a court-appointed l e g a l guardian. The Employer may, at i t s 

option, require the employee t o submit s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 Milita r y Leave 

Any employee who i s a member of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g program or perform other duties 

under the, supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not to exceed fourteen (14) 



calendar days i n any calendar year, provided t h a t the employee 

deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Employer w i t h the C i t y Comptroller. Any employee who i s a 

member of the National Guard of the United States or of the 

State of I l l i n o i s and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perform other d u t i e s 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed f i f t e e n (15) calendar 

days i n any calendar year, provided t h a t the employee deposits 

his/her m i l i t a r y pay f o r a l l - d a y s compensated by the Employer 

w i t h the C i t y Comptroller. Any r e s e r v i s t c a l l e d f o r a c t i v e duty 

on or a f t e r September 11, 2001, s h a l l be e n t i t l e d t o f u l l s a l a ry 

and medical b e n e f i t s , . provided t h a t paid leave s h a l l be 

conditioned upon payment of m i l i t a r y pay t o the Comptroller. The 

r i g h t t o t h i s a d d i t i o n a l paid leave . s h a l l a u t o m a t i c a l l y 

terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Subpoena 

An employee who serves on a jury or i s subject to a proper 

subpoena (except i f the employee i s a party to the l i t i g a t i o n ) 

s h a l l be granted a leave of absence with pay during the term of 

such absence, provided that the"employee deposits his jury duty 

pay with the City Comptroller. 

Section 10.4 Sick Leave 
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Salaried—employees—whe—a^e—granted—paid—sick—leave—e n—fehe-

execution—ei—this—Agreement—shall—continue—fee—receive—fehe—same 

s i c k — l e a v e — p r o v i s i o n s — d u r i n g tho—term o f — t h i o Agreement,—s-e—long 

a - s — h e / s h e — c o n t i n u e s — f e e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a i : — w a s 

receiving—sick—leave—afe—fehe—ocecution—ei—this—Agreement. This 

p r o v i o i o n — w i l l — n e f e — a f f e c t — a n y accumulated—sick—leave—cmployocs 

may—have—afe—fehe—execution—ei—thio—Agreement. An—employee—shall 

have the option t o use up t o — s i x days—ei—sick—leave per y e a r — f e ^ 

feie—illness—of an—immediate—family member. 

Notwithstanding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and thereafter, said s a l a r i e d employees who receive paid sick 

time s h a l l accrue sick time at the rate of one (1) day for each 

month of employment. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 

blood, step or half) , son or daughter (including blood, step or 

adopted) , father-in-law, mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic partner or 

the domestic partner's mother, father, son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department of 

Human Resources. I n the event an employee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

A c t , i s — h o s p i t a l i z e d , upon request of the employee, the Employer 

w i l l make a v a i l a b l e t o said employee up t o the f u l l amount of 

sick time the employee would have accrued f o r the remainder of 
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t h a t calendar year as i f he/she were a c t i v e l y employed, i n order 

to cover the absence r e s u l t i n g from the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n — a f t d — r o c o v o r y . Upon his/her r e t u r n t o 

work, the employee w i l l begin t o accrue s i c k time w i t h the s t a r t 

of the next calendar year. The Employer reserves the r i g h t t o 

requ i r e an employee t o provide documentation of the i l l n e s s i n 

question. 

Section 10.5 Duty D i s a b i l i t y Leave 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave o f , absenie. The Employer w i l l 
(" 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e employees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 

den i a l i s l a t e r reversed, the employee s h a l l be paid up t o date 

the amount the employee was e l i g i b l e t o receive... Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the employee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject to the l a y o f f , r e c a l l and break-in-

service p r ovisions of t h i s Agreement. 

The Employer w i l l mail the i n i t i a l Duty D i s a b i l i t y payment 

w i t h i n fourteen (14) days of the Employer's designated medical 

o f f i c e r being advised by the employee or his physician of the 
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occurrence of a job-related injury, provided that there i s no 

dispute as to the employee's entitlement to Duty D i s a b i l i t y . 

Section 10.6 Personal Leave 

Non-probationary employees may apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accumulate f o r employees on said leaves. 

Employees who r e t u r n from said leave s h a l l be r e i n s t a t e d t o 

t h e i r former job c l a s s i f i c a t i o n , i f the Employer determines i t 

i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 

because the employee would have been l a i d o f f i f the employee 

had not been on a leave of absence, the employee may exercise, 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreement. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

months of employment and who have worked' 1, 250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d to f a m i l y 

and medical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) month period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an employee's c h i l d and to care f o r 

the newborn c h i l d ; 

(2) f o r the placement wit h the employee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) to care f o r the employee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 
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(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 

employee. 

Such leave s h a l l be without pay unless the employee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's health care coverage s h a l l be maintained 

and paid f o r by the employer, as i f the employee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee desiring to take leave under t h i s Section 

s h a l l provide reasonable advance notice to the employer on a 

form provided by the employer, which form s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no l e s s than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide notice within 48 hours after the employee 

i s able to do so. Failure to provide the notice provided for in 

thi s Section s h a l l not affect the v a l i d i t y of the leave where 

the employer has actual notice. Except as may be s p e c i f i c a l l y 

stated in th i s Agreement, employees s h a l l take leave provided 

for as permitted by, the provisions of the Family Medical Leave 

Act, including i t s rules and regulations. Employees s h a l l have 

a right to return to their regular assignment and location. 

Section 10.7 Medical Leave 

Non-probationary employees s h a l l be granted medical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up t o 3 mo.nths, provided said leaves s h a l l be 

renewable f o r l i k e 3-month periods. The Employer may request 

s a t i s f a c t o r y proof of medical leaves of absence. A f t e r the 
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f i r s t year, such medical leaves s h a l l be extended i n up t o one-

year segments. Employees on medical leaves of absence s h a l l 

r e t u r n t o work promptly a f t e r t h e i r doctor releases them t o 

r e t u r n t o work. 

Employees who r e t u r n from said medical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former job c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an employee of lower s e n i o r i t y . I n 

a d d i t i o n , the Employer w i l l r e t u r n an employee t o the same 

geographic l o c a t i o n of h i s or her previous job assignment f o r a 

period of up to one year a f t e r the s t a r t of the leave. I f the 

employee's former job i s not a v a i l a b l e because the employee 

would have been l a i d o f f i f the employee had not been on a leave 

of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service p r ovisions i n t h i s Agreement. 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n t o work promptly a f t e r t h e i r doctor's 

release ' and who meet the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according to 

the f o l l o w i n g formula: three (3) months of such reinstatement 

r i g h t s f o r every year of service to a maximum of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not meet the above e l i g i b i l i t y 

requirements and who returns t o work promptly a f t e r his/her 

doctor's release a f t e r more than one year on a medical leave of 

absence, s h a l l be returned t o his/her former job c l a s s i f i c a t i o n 
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i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up t o one year. A f t e r one year, an employee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up t o 2 employees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

du r a t i o n of his/her appointment t o the Union, provided 

reasonable advance noti c e i n w r i t i n g i s given t o the employer. 

While on such leave t o employee s h a l l not incur a break i n 

continuous service. An employee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 

Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n from medical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during their regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

Paid Parental Leave: An employee wishing to take paid 

parental leave must apply and be e l i g i b l e for Family Medical 
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Leave Act (FMLA) leave. An employee i s e l i g i b l e for FMLA leave 

i f he or she has been employed by the City for at l e a s t twelve 

(12) months before taking the leave and has worked at l e a s t 1250 

hours during the 12-month period prior to the leave. E l i g i b l e 

employees may be granted the following paid parental leaves, i n 

conjunction with and as a part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h mother 

to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h mother 

to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h of a 

ch i l d or children by an employee spouse or domestic partner 

of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the adoption of 

a c h i l d or children by an employee or the spouse or 

domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximiom amount of paid time off from work while taking EMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 
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ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l .be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

appl i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more may be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An employee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any impropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l take 

place at reasonable times and places and s h a l l not commence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Employer does not have t o wait an unreasonable time and the 

Employer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An employee may be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said employee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 
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Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, ins u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance not i c e of discharge, and 

has 7 days from r e c e i p t of the not i c e t o appeal. I f the 

employee does not f i l e an appeal w i t h i n the 7-day appeal period, 

the Employer may then remove the employee from the p a y r o l l . I f 

the employee appeals the discharge, the Personnel Board s h a l l be 

requested to set a hearing date w i t h i n the 30-day n o t i c e period 

and the employee s h a l l remain on the p a y r o l l f o r the f u l l n o t i c e 

•period, except i f p r i o r t o completion of the 30-day n o t i c e 

period (1) the Hearing O f f i c e r a f f i r m s the discharge; or (2) the 

employee continues the discharge hearing; or (3) the employee 

withdraws h i s appeal or otherwise engages i n conduct which 

delays the completion of the hearing. However, i n no event may 

the employee req u i r e the Employer t o r e t a i n the employee on the 

p a y r o l l beyond the 30-day period. The Union s h a l l have the 

r i g h t t o have i t s representatives present at e i t h e r of the 

Board(s) or the grievance procedure, i n c l u d i n g a r b i t r a t i o n , and 

to a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may._ determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i m i t e d t o , the s e v e r i t y of the 

offense or the employee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as scoon as p r a c t i c a l a f t e r the Employer has had 
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a reasonable op p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d t o meet' w i t h the employee and Union p r i o r t o 

ta k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n emergency s i t u a t i o n s . 

Demotions- s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be part of an employee's d i s c i p l i n e . 

I n cases of o r a l warnings, the supervisor s h a l l inform the 

employee • t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's immediate supervisor s h a l l meet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 

the employee an opp o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the employee or Union i s l e g a l l y e n t i t l e d t o receive, 

t o the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

reve r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Employer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union s h a l l be given, i n w r i t i n g , a statement of the reasons 

t h e r e f o r e . The employee s h a l l i n i t i a l a copy, noting r e c e i p t 

only, which s h a l l be placed i n the employee's f i l e . • The 

employee s h a l l have the r i g h t to make a response i n w r i t i n g 

which s h a l l become part of the employee's f i l e . 
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Any record of d i s c i p l i n e may be r e t a i n e d f o r a period of 

time not to exceed eighteen (18) months and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i m i l a r offenses during 

said 18-month period. I f an employee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t fact.- I f 

the appeal f u l l y exonerates the employee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the case of promotions or t r a n s f e r s . 

I n any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Employer s h a l l n o t i f y the employee 

who i s the subject " of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 
,1 

pendency of the i n v e s t i g a t i o n and i t s subject matter, w i t h i n 30 

calendar days of the employer being made aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the term 

"non-egregious offense" s h a l l not include ' i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e - d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board to the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 
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reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Employer w i l l pay the - employee's reasonable attorney's fees 

which he or she has in c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The employee s h a l l submit a post-appeal fee 

p e t i t i o n t o the Employer, which s h a l l be supported by f u l l 

documentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable to 

agree on the proper amount of the fees • t o be paid t o the 

employee, e i t h e r p a r t y may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s agreement. 

Section 11.2 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1. Within f i v e (5) working days ' a f t e r an employee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not appealable t o the Personnel or Police Board, 

or i n the case of suspensions of 11 or more days which may 

be appealed t o a r b i t r a t i o n i n l i e u of the Police or 

Personnel Board upon the w r i t t e n request of the Union, the 

Employer s h a l l conduct a meeting w i t h the Union and 

employee. D i s c i p l i n e s h a l l be administered as soon as 

possible a f t e r the Employer has had a reasonable 

opp o r t u n i t y to f u r t h e r i n v e s t i g a t e the matter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 

meeting or f u r t h e r i n v e s t i g a t i o n , the employee may request 

i n w r i t i n g ' to the department head f o r review of the said 
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d i s c i p l i n a r y a c t i o n on a form provided by the Employer. 

Said request f o r review s h a l l be i n w r i t i n g and submitted 

w i t h i n three (3) working days of r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review form s h a l l be p r i n t e d on the 

back of or attached t o the notice of d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e t o submit a 

w r i t t e n request f o r review, of d i s c i p l i n a r y a c t i o n w i t h i n 

three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the employee's r i g h t t o review. 

Step 2. Within three (3) working days or any mutually agreed 

upon extension a f t e r the department head or designee 

receives the employee's request f o r review, the department 

head or designee s h a l l conduct a meeting t o review the 

suspension. F a i l u r e to conduct said meeting i n three (3) 

days w i l l r e s u l t i n automatic advancement t o Step 3 and the 

Union s h a l l so n o t i f y the Employer. At the meeting, the 

Department w i l l give the basis f o r i t s a c t i o n and' the 

employee and union representative, i f any, w i l l be heard 

and provided the o p p o r t u n i t y t o ask questions. The 

department head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the meeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreement or f a i l u r e t o decide and 

communicate such decision w i l l r e s u l t i n automatic 

advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the 

employee and the Union. 



step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the department head or 

designee and the employee and the Union r e p r e s e n t a t i v e t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . , Said meeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 meeting, unless otherwise agreed by the 

p a r t i e s . The department head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

meeting. A copy of such decision s h a l l be sent t o the 

employee and the Union. I f the p a r t i e s f a i l t o meet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o m a t i c a l l y proceed to Step 4 and the Union s h a l l so 

n o t i f y the Employer. Except where otherwise i n d i c a t e d , the 

time l i m i t s set f o r t h herein are t o encourage the prompt 

reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e t o comply 

w i t h these time l i m i t s w i l l not a f f e c t the v a l i d i t y of the 

said d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the 

employee's exclusive remedy f o r a l l said d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g suspension f o r ten (10) days or less, or 

f o r suspensions of 11 days through 30 days which may be 

appealed to a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the w r i t t e n request of the Union. 

Step 4 . I f the matter i s not s e t t l e d i n Steps 2 or 3, the 

Union may submit the matter to a r b i t r a t i o n under the terms 

of t h i s Agreement. The rules governing procedure f o r 

a r b i t r a t i o n s h a l l be the same as i n 11.3, Step I I I . 
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Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o visions of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

.called a grievance) between the Employer and the Union or any of 

the employees of the Employer i t represents, a r i s i n g out of the 

circumstances or conditions of employment, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Employer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s t o t h i s Agreement. 

F a i l u r e of the Employer to answer a grievance w i t h i n the 

time l i m i t s herein s h a l l permit the Union t o advance the case t o 

the next step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n notice t o the Department Head n o t i f y i n g 

him/her of advancement t o the next Step. 

Before a formal grievance i s i n i t i a t e d , the employee may 

discuss the matter w i t h his/her immediate supervisor. I f the 

problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used to adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR 
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A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by the Employer 

upon request, but i n the absence of such a form, 

employee or the Union may submit the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee "or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and pa r t of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fa c t s underlying the grievance, and the requested 

remedy, and submit the grievance t o the employee's 

immediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance more than 

twelve working days than the Union,, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the immediate supervisor w i l l n o t i f y the employee and 

the Union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the employee s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g t o the Department 

Head/or the Department Head's designee w i t h i n seven 
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(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

immediate supervisor. The name of the Department 

Head's designee s h a l l be posted f o r employees i n areas 

where employee notices are normally posted and 

submitted t o the Union. F a i l u r e t o post and so n o t i f y 

the Union w i l l permit immediate advancement t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of not i c e of f a i l u r e t o post. 

The Department Head or the Department Head's designee 

s h a l l meet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each month to discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I meeting w i l l be f o r the Department and the 

Union to share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o amicably resolve as 

many grievances as possible. The Department Head or 

the Department Head's designee , s h a l l have the 

r e q u i s i t e a u t h o r i t y to resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

more than one Step I I meeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n th.i s 
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paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Department Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days o f t h e completion of the Step I I meeting. 

The response t o the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

. together w i t h a b r i e f statement of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I orv I I s h a l l be binding upon 

the Employer, Union and the aggrieved employee ' or 

employees. Grievances may be withdrawn without 

prejudice at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Employer • may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t may be presented by a s i n g l e selected 
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employee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be made applicab l e to a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

ob l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

employee t h a t i t could cause death or serious p h y s i c a l 

harm. The Employer agrees t h a t by f o l l o w i n g 

• i n s t r u c t i o n s or orders the employee does not waive 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Employer, but not an i n d i v i d u a l employee or employees, may 

submit the dispute to a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative from the 

Employer's operating department, wi t h copies of the request t o 

the designated law department representative and counsel f o r the 

C o a l i t i o n ' Unions, settJ.ng f o r t h the f a c t s and s p e c i f i c r e l i e f 

58 



requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually may 

agree, the Union s h a l l have the r i g h t t o convene a meeting w i t h 

the Employer's designated representative i n an attempt t o 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken to 

advance the matter t o a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contencis 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such meeting t o resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r party may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the rul e s of t h a t t r i b u n a l w i t h a 

copy t o the other party.' The foregoing s h a l l not prevent the 

I 

Employer and Union from mutually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of ar b i t r a - f o r s submitted must agree as a whole t o 

commencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 
1 
j 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 
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the close of hearing. Any extension of those time l i m i t s must 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side to agree to "an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and" the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t to subpoena witnesses and 

r equire the production of p e r t i n e n t documents at the request of 

e i t h e r party. 

Each p a r t y s h a l l be responsible f o r compensating i t s own 

r epresentative and witnesses. The cost of a t r a n s c r i p t s h a l l be 

borne by the p a r t y requesting the r e p o r t e r unless the p a r t i e s 

agree to share such costs. 

An a r b i t r a b l e matter must involve the meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a document incorporated by reference t h e r e t o . The 

p rovisions of t h i s Agreement and any other document incorporated 

by reference i n t h i s agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r party may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power to amend, add to, subtract from, 

or change the terms of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o visions of "fehis Agreement and 
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apply them t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented to him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

i 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the employee orj employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 
i 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues whicli by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure or 

which would become moot due to the length of time necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the opt i o n 

of the grievant/Union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 
! 

The Union may request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not " be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and rul e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 
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A Union representative, a g r i e v a n t , and Union steward w i l l 

be permitted a reasonable amount of time without loss of .pay 

during working hours to i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Employer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her immediate 

supervisor f o r permission to handle grievances on work time, i t 

being understood t h a t the operation of the Department takes 

precedence unless there i s an emergency, but such permission 

s h a l l not be denied unreasonably. A reasonable number of 

employees may attend the meeting without loss of pay; such 

meetings s h a l l be set by mutual agreement by the Employer and 

the Union. Where the Employer d i r e c t s an employee t o report f o r 

a meeting concerning a grievance at a time when the employee i s 

not scheduled t o work such time s h a l l be considered time worked. 

I f there i s space a v a i l a b l e , the Employer, upon request of 

the Union representative, s h a l l provide the use of a room and 

telephone, to discuss the grievance, subject t o the Employer's 

reasonable' r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. . EXPEDITED ARBITRATION 

The Employer and the Union may mutually agree t o submit any 

grievance to expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually select an a r b i t r a t o r 
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from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty ('20) days of the 

date of the hearing. The a r b i t r a t o r ' s d ecision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at le a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at le a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

Supplementing a l l r i g h t s and processes due employees 

covered by t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

int e r v i e w w i l l be conducted i n the f o l l o w i n g manner:" 
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A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

'reasonable time, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the employee's l o c a t i o n of assignment, 

normal department l o c a t i o n or other appropriate 

• l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a formal statement i s being taken, 

a l l questions d i r e c t e d t o the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s p e r m i t t e d 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be informed of the nature of the matters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened wi t h t r a n s f e r , dismissal or d i s c i p l i n a r y 

a c t i o n , or promised a reward, as an inducement t o 

provide i n f o r m a t i o n r e l a t i n g t o the matter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, however, that t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 
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reading of the employee's a d m i n i s t r a t i v e r i g h t s , or 

the i m p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

An employee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

statement the employee has made. 

(1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 

employee, said employee w i l l be given the s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution may be probable 

against said employee, the pro v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said employee w i l l be 

afforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r t o the commencement of the 

in t e r v i e w . An employee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

At the request of the employee under i n v e s t i g a t i o n , an. 

employee who may be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union representation 

before commencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e presentation 

can be obtained, provided the suspension i s not f o r an 
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unreasonable time and~ the Employer does not have the 

int e r v i e w unduly delayed. 

J. The Employer s h a l l not compel an employee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governmental agency r e l a t i n g to 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an employee i n any forum adverse t o the 

employee's i n t e r e s t s . The Employer w i l l not requ i r e a 

polygraph, examination i f i t i s i l l e g a l t o do so. I f 

an employee i s asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 

any polygraph examination s h a l l be known to the 

employee w i t h i n one week. 

L. This Section s h a l l not apply t o employee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e t o the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the employee has the opp o r t u n i t y to 

respond th e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y informed the media of the charges 

against the employee, the Ci t y w i l l make t h a t f a c t 

a v a i l a b l e to the media where the employee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 
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same forum as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or in f o r m a t i o n i n c l u d i n g employee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against -.the employee, or i n the case of 

promotions or t r a n s f e r s . '" 

(2) (a) Notwithstanding the pro v i s i o n s of paragraph N 

above, at the option of the Union, a claim t h a t the 

Inspector General has v i o l a t e d the provisions of t h i s 

Section may be rais e d i n a suppression hearing before 

a member of the permanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may e.xercise t h i s o ption by 

n o t i f y i n g the employee's Department Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreement. The appeal 

s h a l l s p e c ify the p a r t i c u l a r contract p r o v i s i o n s 
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a l l e g e d l y v i o l a t e d , together wi t h a f a c t u a l summary of 

the conduct alleged t o have v i o l a t e d the Agreement. I t 

i s understood t h a t by ex e r c i s i n g t h i s o ption, any and 

a l l time l i m i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d , u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s elect i n order of r o t a t i o n one of the three 

permanent hearing panel members who are chosen as 

f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

members must be w i l l i n g to convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any member of the panel resign or be removed 

upon mutual agreement of the p a r t i e s during the l i f e 

of t h i s Agreement, the p a r t i e s w i l l meet to reach 

agreement on new panel member who must be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, 

the Employer w i l l request a panel of seven (7) 

a r b i t r a t o r s from FMCS, a l l of whom must be members of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l meet to s t r i k e names from the l i s t , w i t h 

the Employer s t r i k i n g f i r s t , u n t i l one name remains, 

which person s h a l l be named tc; the panel. 
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2 (c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel member, or at such other time as the p a r t i e s may 

mutually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i m i t e d t o determining i f the Inspector General 

obtained evidence or statements i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the merits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2 (d) The panel member s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r more than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i m i t e d t o 
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sympathy s t r i k e s and s t r i k e s t o p r o t e c t union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 12.2 Union Efforts 

The Union agrees that i t w i l l use i t s best efforts to 

prevent any acts forbidden in th i s A r t i c l e and that in the event 

any such acts take place or are engaged in by any employee or 

group of employees in the Union's bargaining unit, the Union 

further agrees i t w i l l use i t s best efforts to cause an 

immediate cessation thereof. I f the Union immediately t a k e s - a l l 

necessary steps in good fai t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclaiming such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to immediately cease such a c t i v i t y , the Employer 

agrees that i t w i l l not bring action against the Union to 

establish r e s ponsibility for such unauthorized conduct. 

Section 12.3 D i s c i p l i n e 

The Employer may terminate the employment of or otherwise 

d i s c i p l i n e any employee or employees who have been found to have 

engaged in any act forbidden in th i s A r t i c l e . 

Section 12.4 No Lockout 

The Employer w i l l not lock out bargaining u n i t employees 

during the term of t h i s Agreement. 

70 



ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a semi-monthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be ir r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e to the Employer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l , indemnify, defend and hold the 

Employer harmless against any and a l l claims, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

ac t i o n taken or not taken by the Employer f o r the purpose of 

complying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any such p r o v i s i o n s or i n r e l i a n c e 

upon employee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union t o the Employer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using 'electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 
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voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

Section 13.2 F a i r Share 

I t i s further agreed that 30 days after the l a t e r of the 

execution of the Agreement or the employee's date of hire, the 

Employer s h a l l deduct from the earnings of employees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions to the Union at the same time 

that the dues check-off i s remitted. I t i s understood that the 

amount of deductions from said non-member bargaining unit 

employees w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract administration and pursuing matters 

affecting wages, hours and other conditions of employment. 

Section 13.3 Right of Non-Association 

Nothing in this Agreement s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such employees are members. 

Section 13.4 Condition of Employment 

Each employee who on the e f f e c t i v e date of t h i s Agreement 

i s a member of the Union, and each employee who becomes a member 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employment, maintain 

his/her membership i n the Union during the term of t h i s 

Agreement. 
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Any present employee who i s not a member of the Union 

s h a l l , as a c o n d i t i o n of employment, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n . 

A l l employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not made a p p l i c a t i o n f o r membership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreement or t h e i r h i r e date, to pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other conditions 

of employment. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Employer makes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Employer changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not permanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the mutual 

agreement of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue t o be 
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performed by said employees, except where non-unit employees 

have i n the past performed u n i t work, or i n emergencies, t o 

t r a i n or i n s t r u c t employees, to do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , t o do troubleshooting or where 

special knowledge i s required, provided however, where employees 

do not report t o work because of vacations, or other absences or 

tardiness, or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be occupied' w i t h 

assigned d u t i e s , or t o complete a rush assignment, employees of 

any other u n i t represented by another Union s h a l l not perform 

the work of s a i d , employees. For example, i f a Sheet Metal 

Worker i s on vacation, a Plumber s h a l l not be assigned as a 

replacement Sheet Metal Worker. The Employer s h a l l not 

a r b i t r a r i l y extend the period of any emergency beyond the need 

f o r t h a t emergency. 

Notwithstanding the foregoing, i t i s understood that i t 

s h a l l not be a violation of thi s Agreement i f the following 

functions are performed 'by members of management, regardless of 

whether they are also performed by the bargaining unit: (a) crew 

assignment and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipment and materials from vendors. Nothing 

herein s h a l l deprive members of the bargaining unit of the right 

to perform h i s t o r i c a l and tr a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit employee for the purpose of 

replacing that person with a member of management. 

Section 14.3 J u r i s d i c t i o n a l Disputes 
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In the event t h a t the Union f i l e s a grievance claiming t h a t 

the Employer has v i o l a t e d the terms of t h i s Agreement by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Employer receives a grievance from another 

union p r o t e s t i n g the assignment of work t o employees covered 

under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

I n the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f ; i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

t o t h a t claim as w e l l . A l l p a r t i e s to the dispute s h a l l have 

the r i g h t to p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s the other union (s) ' Agreement, 
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thereby r e q u i r i n g the Employer t o .comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as to which of the unions i s e n t i t l e d t o 

perform the disputed work, the f o l l o w i n g p r ovisions s h a l l apply. 

The Employer s h a l l have i h e r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the provisions of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l select the a r b i t r a t o r . The Employer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have-- the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s to 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any time. 

Section 14.4 Deferred Compensation 
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The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, p e r t a i n i n g to deferred compensation, s h a l l be 

afforded t o a l l employees of the Employer without change during 

the term of t h i s Agreement. 

The Employer w i l l make c o n t r i b u t i o n s , on a d o l l a r - f o r -

d o l l a r b a s i s , under a 401(a)Plan (or any s i m i l a r successor plan 

agreed t o by C o a l i t i o n Unions) up t o the maximxam t o t a l amounts 

per year shown below based on amounts defe r r e d by each employee 

i n those same years t o the employee's 457 Plan, as f o l l o w s : 

a. January 1, 2020 - up t o $250 per year 

b. January 1, 2021 - up t o $250 per year 

c. January 1, 2022 - up t o $500 per year 

The C i t y s h a l l advise the unions, a t l e a s t semi-annually, 

of the t o t a l c o n t r i b u t i o n s i t has made. 

The C i t y agrees t o provide representatives from C o a l i t i o n 

Unions i n f o r m a t i o n , such as the claims experience from the C i t y 

r e t i r e e h e a l t h plans, and other r e l e v a n t d a t a / i n f o r m a t i o n so 

t h a t C o a l i t i o n Unions can explore the f e a s i b i l i t y of 

e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h plan separate and 

independent from the Cit y ' s plans t h a t could cover c e r t a i n C i t y 

r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be provided w i l l 

i n c l u d e , but not be l i m i t e d t o , a census f o r the c u r r e n t non-

Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, coverage t i e r 

( s i n g l e , couple, f a m i l y , e t c . ) , and z i p code of residence, as 

w e l l as the claims i n f o r m a t i o n and enrollment counts f o r the 

l a s t three (3) years. The Unions agree t o execute any 

appropriate c o n f i d e n t i a l i t y agreements necessary f o r the release 
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of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

Employees to d i s c i p l i n e , the Employer s h a l l transmit four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Employer w i l l meet with the Union within twenty (20) calendar 

days of the receipt of the proposals to receive the Union's 

comments. Absent an emergency, the Employer w i l l not implement 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Employer. No such changes or additions s h a l l 

be implemented without prior publication and notice to the 

affected Employees. 

Section 14.6 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l 

working environment f o r employees covered by t h i s agreement 

i n c l u d i n g i n accordance w i t h applicable f e d e r a l and st a t e 

occupational safety and health laws, and s h a l l maintain i n good 

and safe working c o n d i t i o n a l l equipment necessary f o r the safe 

and proper performance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t safety 

committee s h a l l be established which s h a l l be composed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 
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representatives of the Employer. The purpose of the committee 

s h a l l be t o discuss, examine and t o make recommendations 

concerning occupational safety and health issues a f f e c t i n g 

employees. A l l recommendations of the committee w i t h respect t o 

safety and he a l t h issues s h a l l be submitted i n w r i t i n g t o the 

appropriate Department Head w i t h a copy t o the Union and the 

Dir e c t o r of Labor Relations. The Department Head s h a l l promptly 

issue a w r i t t e n response to the committee as t o the Department's 

views regarding the committee's recommendations. 

The p a r t i e s may decide, from time to time, to r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Department(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d employee(s). The Department 

safety personnel w i l l meet and confer w i t h a re p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and report back t o the 

Committee on any decisions or recommendations concerning them. 

(c) The j o i n t safety committee s h a l l meet at l e a s t once a 

month, or otherwise by mutual agreement. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s 

faced w i t h an unsafe working c o n d i t i o n , the employee i s required 

to perform the task i n question unless the ' employee's 

performance of an assigned task presents the strong l i k e l i h o o d 

of s u b j e c t i n g the employee t o imminent - .danger of death or 

serious i n j u r y . I f the employee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perform t h a t task and 

expose himself to t h a t dangerous c o n d i t i o n , the employee w i l l 

not be subject t o d i s c i p l i n e . In order t o avoid d i s c i p l i n e 
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under t h i s paragraph, the c o n d i t i o n must be of such a nature 

t h a t a reasonable person, under the circumstances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and imminent danger 

of death or serious i n j u r y . I n a d d i t i o n , the employee must also 

have sought from the Employer, and have been unable to obtain, 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g t o perform the task 

i n question. 

Section 14.7 Information to Union 

The Employer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimum, the following information: 

• Payroll period 

• Payroll Number 

• Employee noamber 

• ' Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay pe r i o d . To 

ensure the sa f e t y and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r m a t i o n . en—a monthly ba s i s — a — b a r g a i n i n g — u n i t 
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report—ei—current—active—omployccs,—feie—list—fee—include—employee 

name, address, s o c i a l — s e c u r i t y — n u m b e r , t i t l e , pay—schedule, 

grade,—current—pay r a t e , — s t a t u s , — c o n t i n u o u s — s e r v i c o — d a t e , — t i m e 

i n t i t l e , — d a t e of b i r t h , — r a c e and sex. 

The—Employer—shall—also—provide—fee—fehe—Union—en—a monthly 

b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t e i — c u r r e n t — a c t i v e 

e m p l o y e e s — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R e t i r e m e n t s ; Career 

Service Reoignationo; Career Service Discharges; Non-Career 

Service Terminations; Leaves ef Absence; Suspensions; 

Reinstatements;—Reappointments;—Transfers—(change—ei—department 

aftd change o f — p a y r o l l ) ; Appointments (which also includes 

promotions—and demotions);—and Deaths. 

Each—month—fehe—Employer—will—provide—fee—feie—Union—fehe 

current—month ' o — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n 4 — f e h e — u p d a t e d 

report from the previous month. 

Section 14.8 Soabcontr a c t i n g 

The Employer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or employer who 

i s not i n compliance w i t h the area standards established under 

and pursuant t o the formula used by the United States Department 

of Labor i n administering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

notice s h a l l be i n w r i t i n g and s h a l l contain the name and 

address of the p a r t y who w i l l perform the work, a d e s c r i p t i o n of 

the work to be performed and any other relevant data to enable 

the Union t o determine compliance wi t h t h i s Section. In the 
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event such p a r t y i s determined not t o be i n compliance w i t h the 

said area standards,. the Employer s h a l l w i t h h o l d payouts and 

s h a l l not contract or subcontract f u r t h e r w i t h any such party 

u n t i l the Union and the Employer receive a w r i t t e n and 

enforceable assurance of compliance. 

In the event t h a t the Employer determines to subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Employer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Department, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her t o perform 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the employment of employees subject to layoff. During 

that meeting the Employer w i l l request and urge that the sub

contractor hire l a i d off employees. 

Section 14.9 Automobile Reimbursement 

Employees who are required by the Employer to use t h e i r own 

automobiles i n the performance of t h e i r job s h a l l receive 

mileage reimbursement at the' then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a maximum of $250 per month. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 



r a t i f i c a t i o n by a l l p a r t i e s , the maximum reimbursement w i l l 

increase t o $350.00 per month. E f f e c t i v e February 1, 2008, the 

maximum reimbursement w i l l increase t o $450.. 00 per month. 

E f f e c t i v e February 1, 2009, the maximum reimbursement w i l l 

increase t o $550.00 per month. Thereafter, the maximum 

reimbursement w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the .previous year, as rounded t o the 

nearest $5 increment. Employees seeking mileage reimbursement 

must submit t h a t request on a form provided by the Employer. 

Payment f o r mileage expenses w i l l be made on a monthly basis. I n 

the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l implement f o r any group of employees an automobile expense 

reimbursement program which i s more favorable t o employees than 

the p r o v i s i o n s of t h i s paragraph, upon n o t i c e from the Union, 

the Employer w i l l meet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program t o employees 

covered by t h i s Agreement. 

Upon request by e i t h e r p a r t y made no ̂  e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l meet t o discuss any proposed 

changes to t h i s Section 14.9. 

Section 14.10 Telephone Expense Reimbursement 

The current p r a c t i c e of reimbursing employees f o r job 

r e l a t e d telephone expenses s h a l l continue. 
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Section 14.11 Fitness f o r Duty 

I f the Employer observes and has reasonable cause t o 

be l i e v e the employee has a medical c o n d i t i o n or s i g n i f i c a n t 

l i m i t a t i o n t h a t prevents the employee from being able t o perform 

the e s s e n t i a l d u t i e s of the p o s i t i o n , an employee may be sent 

f o r a Fitness f o r Duty examination a t the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's physician 

c e r t i f i e d t h a t the employee i s f i t f o r duty, the employee may 

e l e c t or Employer may r e q u i r e the employee, a t the Employer's 

sole expense, t o be subject t o an independent medical 

examination ("IME") t o determine i f the employee i s f i t f o r 

duty. The Union s h a l l s e l e c t an examining independent p h y s i c i a n 

who w i l l conduct the IME from a l i s t of a t l e a s t three 

physicians w i t h the appropriate medical s p e c i a l t y who have 

su c c e s s f u l l y completed the C i t y ' s procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent p h y s i c i a n and the IME s h a l l be f i n a l and b i n d i n g . 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order t o permit access t o a l l medical records 

r e l a t e d t o his/her c o n d i t i o n , and the C i t y s h a l l agree t o secure 

and maintain the c o n f i d e n t i a l nature of a l l medical records 

obtained through the process. 



ARTICLE 15 
LAYOFF AND RECALL 

Section 15.1 Notice of Layoff 

The Union and employees, except probationary employees w i t h 

less than n i n e t y (90) of service, s h a l l be provided w i t h at 

l e a s t fourteen (14) days advance not i c e of a l a y o f f , except i n 

emergencies beyond c o n t r o l of the Employer, i n which event, such 

notice s h a l l be given as soon as reasonably possible a f t e r the 

Employer knows. Such n o t i c e s h a l l contain the name, p o s i t i o n 

c l a s s i f i c a t i o n , department, work l o c a t i o n , i f a v a i l a b l e i n the 

Employer's records, and s e n i o r i t y date of each employee 

scheduled t o be l a i d o f f . 

For purposes of t h i s A r t i c l e 15, an employee s h a l l be 

considered as "subject to layoff" as soon as that employee i s 

scheduled to be l a i d off, or removed from his/her position 

c l a s s i f ica-tion. 

Section 15.2 Order of Layoff 

P r o v i s i o n a l and probationary employees w i t h less than 

n i n e t y (90) days of service s h a l l be terminated p r i o r t o any 

other employees being^ l a i d o f f . Probationary employees w i t h 

more than n i n e t y (90) days of service s h a l l be l a i d o f f f i r s t . 

Thereafter, the l e a s t senior career service employee.,^ i n the 

a f f e c t e d job c l a s s i f i c a t i o n s h a l l be l a i d o f f . f i r s t , provided 

the a b i l i t y , q u a l i f i c a t i o n t o perform the required work, and the 

employee's job performance are r e l a t i v e l y equal among the other 

employees i n the job. " S e n i o r i t y " s h a l l mean, f o r purposes of 
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this •Section, the employee's service in the job t i t l e (time-in-

t i t l e ) City-wide. 

Section 15.3 Bumping 

A laid-off employee may displace (bump) the least senior 

employee, i f any, in the most recent lower job t i t l e the 

employee to be l a i d off has 'held, in the department, or i f none, 

in any other t i t l e which they have held for ninety (90) days or 

more, in the order of the most recent held, provided the 

employee to be l a i d off has the then., present a b i l i t y to perform 

the job to the Employer's s a t i s f a c t i o n without further training. 

Section 15.4 Recall 

Employees s h a l l be r e c a l l e d i n the reverse order they were 

l.aid o f f . 

Notice of r e c a l l s h a l l be sent by c e r t i f i e d mail ( r e t u r n 

r e c e i p t requested) t o the l a s t known address of th.e employee. 

I t s h a l l be the employee's r e s p o n s i b i l i t y t o inform the Employer 

of any address change. The d u r a t i o n of an employee's r e c a l l 

r i g h t s i s governed by Section 8.4 (Break i n Service). 

Employees on a r e c a l l l i s t s h a l l also be e l i g i b l e for 

r e c a l l on a seniority basis to a lower-rated job, provided the 

employee has the then present a b i l i t y to perform the lower-rated 

job to the Employer's s a t i s f a c t i o n without further training. 

Employees recalled to lower-rated jobs s h a l l retain r e c a l l 

rights to the i n i t i a l job from which they were l a i d off. 

Section 15.5 Hiring During Layoffs 

No new employees may be h i r e d to perform duties normally 

performed by a l a i d o f f employee while employees are l a i d o f f . 
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Section 15.6 Lottery 

The Union s h a l l receive n o t i c e of any l o t t e r i e s t o be held. 

The Union may have representatives at a l l l o t t e r i e s a f f e c t i n g 

u n i t employees. 

ARTICLE 16 

BALANCING THE WORKFORCE AND REASSIGNMENT PROCEDURE 

The Employer's permanent movement of employees from one 

l o c a t i o n t o another s h a l l not be subject t o the pro v i s i o n s of 

Sections 17.1 and 17.2 of A r t i c l e 17 i f there i s not a net 

increase i n the number of employees i n the a f f e c t e d 

c l a s s i f i c a t i o n ( s ) i n the a f f e c t e d l o c a t i o n ( s ) . 

I f the Employer intends t o permanently reduce the number of 

employees i n a job c l a s s i f i c a t i o n at a l o c a t i o n and reassign 

them t o another l o c a t i o n the Employer s h a l l seek volunteers 

among the employees i n the a f f e c t e d job c l a s s i f i c a t i o n at the 

af f e c t e d l o c a t i o n , provided t h a t the volunteers have the then 

present a b i l i t y t o perform the work required without f u r t h e r 

t r a i n i n g . 

I f there are more volunteers than there are assignments, 

such reassignment s h a l l be made on the basis of s e n i o r i t y at the 

af f e c t e d l o c a t i o n . I f there are i n s u f f i c i e n t volunteers 

a v a i l a b l e , the Employer s h a l l reassign employees using reverse 

s e n i o r i t y at the a f f e c t e d l o c a t i o n provided t h a t 'the employees 

have the then present a b i l i t y t o perform the required work. For 

purposes of t h i s A r t i c l e , s e n i o r i t y s h a l l be defined as t i m e - i n -

t i t l e among the employees at the a f f e c t e d l o c a t i o n ( s ) . 
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An employee being reassigned under t h i s p r o v i s i o n may f i l e 

a t r a n s f e r request under Section 17.5 of A r t i c l e 17 to r e t u r n t o 

his/her o r i g i n a l l o c a t i o n . 

Notwithstanding the provisions of Section 17.5 of A r t i c l e 

17, said request, which must be made w i t h i n s i x t y (60) days of 

reassignment, and s h a l l have preference over a l l other t r a n s f e r 

requests f o r the o r i g i n a l l o c a t i o n . 

T h i r t y days' advance not i c e of the reassignment s h a l l be 

given to the Union and the a f f e c t e d employee i f the need t o 

reassign i s known; otherwise, as soon as reasonably possible. 

ARTICLE 17 
FILLING OF PERMANENT VACANCIES 

Section 17.1 Definition of Vacancy 

The Employer s h a l l determine i f there i s a permanent 

vacancy t o be f i l l e d , and at any time before said vacancy to be 

f i l l e d , a i — a n y — t i m e — b c f o r o — s a i d — v a c a n c y — i e — f i l l e d whether or not 

said vacancy s h a l l be f i l l e d . 

A vacancy i s defined as an opening which the Employer 

intends to f i l l and which results from various factors, such as 

addition of new positions and/or c l a s s i f i c a t i o n s , reassignments, 

promotion, bidding out or separation for any reason. 

Section 17.2 F i l l i n g of Permanent Vacancies 

The procedure stated in thi s A r t i c l e s h a l l be the exclusive 

procedure for f i l l i n g of bargaining unit vacancies. 

Section 17.3 Recall 

When f i l l i n g a vacancy, the Employer s h a l l f i r s t r e c a l l 

employees who have a r i g h t of r e c a l l under A r t i c l e 15. 



Section 17.4 Rights of Employees i n Abolished Classes 

Employees on l a y o f f whose c l a s s i f i c a t i o n has been abolished 

or employees who have received l a y o f f notices and whose 

c l a s s i f i c a t i o n w i l l be abolished as of the e f f e c t i v e date of 

said n o t i c e , s h a l l have the r i g h t t o f i l l a v a i l a b l e bargaining 

u n i t vacancies i n equal or lower-rated p o s i t i o n s a f t e r the 

prov i s i o n s of Section 17.3 of t h i s A r t i c l e have been exhausted. 

Section 17.5 Transfer Request Procedure 

Employees w i t h i n a department who desire a change i n 

l o c a t i o n of t h e i r job assignment s h a l l request such change i n 

w r i t i n g on the Employer's form. 

Employees may f i l e such requests i n December f o r the period 

beginning i n January .and continuing through June of the 

f o l l o w i n g year and i n June f o r the period beginning i n July and 

continuing through December. Employees f i l i n g m u l t i p l e requests 

and accepting a t r a n s f e r s h a l l only be allowed a s i n g l e t r a n s f e r 

i n the s i x (6) month period. Request forms s h a l l n o t i f y 

employees of the pro v i s i o n s of t h i s Section. 

Employees s h a l l receive a copy of a l l request f i l e d w i t h 

r e c e i p t noted on the copy. A l i s t of such requests from each 

department s h a l l be provided to the Union. 

When f i l l i n g a vacancy, the Employer s h a l l select the most 

senior employee i n the job c l a s s i f i c a t i o n i n the department who 

has such a request on f i l e , provided the employee has the 

present a b i l i t y to perform the required work without f u r t h e r 

t r a i n i n g a f t e r a reasonable amount of o r i e n t a t i o n . 
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Section 17.6 Posting 

When f i l l i n g a vacancy and the requirements of Sections 

17.3, 17.4 and 17.5 have been met, and as t o Section 17.5, there 

are no said employees who have t r a n s f e r requests on f i l e or no 

e l i g i b l e employees on said l i s t s , the Employer s h a l l post and 

f i l l every vacancy i n accordance w i t h the f o l l o w i n g procedures: 

A. The posting of an Employer-determined permanent vacancy 

s h a l l be posted e l e c t r o n i c a l l y on the C i t y of Chicago 

CAREERS website . ^ n — b u l l e t i n — b o a r d s — a i — e a c h — E m p l o y e r 

physical—site—in—fehe—Department. Said vacancy s h a l l 

be posted f o r fourteen (14) days. A copy of the 

posting s h a l l be provided to the Union a t l e a s t 72 

hours p r i o r t o the e l e c t r o n i c p o s t i n g , n e — l a t e r — t h a n 

feie—first—day—ei—pooting . The posting s h a l l contain 

at l e a s t the f o l l o w i n g : job' t i t l e , q u a l i f i c a t i o n s , 

days o f f , s h i f t , hours, work l o c a t i o n , i f known, and 

ra t e of pay. The postings s h a l l also i d e n t i f y the 

number of p o s i t i o n s t o be f i l l e d . I f t h a t number 

changes, the Employer s h a l l promptly n o t i f y the Union. 

T i e — E m p l o y e r — w i l l — a l s o — p l a c e — c o p i e s — e f — f e h e — p o s t i n g — a i 

^-eb—locations—other—than— in—fehe—department—fehe—vacancy 

arises—(including—fehe—Departments—ei—Wa tcr—Management, 

Transportation,—Buildings,—DCAP,—General—Services,—er^ 

afty—other—Department—employing—bargaining—uni t—members 

a f t e r — f e h e — d a t e — e i — t h i s — A g r e e m e n t ) i n — a f t — " u m b r e l l a 

l e t t e r " — w h i c h — w i l l — c o v e r — a i l — p o s t i n g s . Such—postings 
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w i l l — r e m a i n — p o s t e d — f e r — n e f e — l e s s — t h a n — f i v e — f - 5 - ^ — f u l l 

days. 

B. Employees may b i d on jobs the Employer determines t o 

be permanently vacant f o r promotion or t r a n s f e r t o 

equal or lower-rated jobs. A l l applicants from 

outside the bargaining u n i t and bidders from w i t h i n 

the u n i t s h a l l be considered as one group f o r 

s e l e c t i o n purposes. Bidders from w i t h i n the 

bargaining u n i t s h a l l not be included on the same l i s t 

w i t h a p plicants from a Department of Personnel 

r e f e r r a l l i s t . Applicants and bidders f o r vacancies 

s h a l l meet the minimum q u a l i f i c a t i o n s f o r the job i n 

order t o be considered f o r s e l e c t i o n by the Employer. 

C. Q u a l i f i e d employees s h a l l 'be given an equal 

o p p o r t u n i t y t o b i d on jobs which are declared vacant 

by the Employer f o r promotion or t r a n s f e r t o equal or 

lower rated job. The Employer s h a l l select the most 

q u a l i f i e d a p p l i c a n t or bidder. I n making s e l e c t i o n s , 

bidders from w i t h i n the bargaining u n i t s h a l l be given 

preference over non-bargaining u n i t a pplicants unless 

non-bargaining u n i t a p p l i c a n t s , when selected have 

demonstrably greater relevant s k i l l , a b i l i t y and 

experience t o perform the work. Where bargaining u n i t 

bidders are r e l a t i v e l y equally q u a l i f i e d , the Employer 

s h a l l s e l e c t : 
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1. the most senior employee (based on 

department s e n i o r i t y ) of those bidding f o r 

promotion w i t h i n the Bureau; or i f none, 

2. the most senior employee (based on 

department s e n i o r i t y ) of those bidding f o r 

promotion w i t h i n the .Department or i f none 

to applicants w i t h i n the department; or i f 

none, 

3. the most senior employee (based on 

bargaining u n i t s e n i o r i t y ) of those bidding 

f o r promotion from any other Department i n 

the Bargaining Unit; or i f none, 

4. the most senior employee (based on 

bargaining u n i t s e n i o r i t y ) of those bidding 

f o r t r a n s f e r t o equal or lower rated jobs. 

The Employer s h a l l determine whether such 

employees - are " r e l a t i v e l y equally 

q u a l i f i e d . " 

D. P r i o r to n o t i f y i n g the successful bidder, from w i t h i n 

the bargaining u n i t or applicant from outside the 

u n i t , the Department s h a l l give the Union a l i s t of 

bidders i d e n t i f y i n g the successful bidder(s) or, where 

app l i c a b l e , the name(s) of the successful 

applicant (s) . Upon request, the Department s h a l l 

schedule a meeting w i t h the Union' to review the 

s e l e c t i o n process, i n c l u d i n g the reason (s) for 

s e l e c t i o n and r e j e c t i o n of bidders. Bidders who are 
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not selected s h a l l be so n o t i f i e d by the Department 

head i n c l u d i n g reason f o r non-selection. A successful 

bidder may not b i d f o r another permanent vacancy f o r 

one (1) year unless l a i d o f f or bumped w i t h i n t h a t 

year 

P r i o r t o appointing a non-bargaining u n i t a p plicant i n 

a permanent p o s i t i o n i n the bargaining u n i t , the 

Employer s h a l l honor the l a y o f f and r e c a l l p r o v i s i o n s 

of Section 15.4 and 15.5 of A r t i c l e 15, and the r e c a l l 

and reinstatement and t r a n s f e r p r o v i s i o n s of Sections 

17.3 and 17.5 of t h i s A r t i c l e . I n the event a non-

bargaining u n i t a p p l i c a n t i s selected over a bidder 

from w i t h i n the bargaining u n i t a p p l i c a n t , any dispute 

a r i s i n g under t h i s Section regarding the s e l e c t i o n 

s h a l l be submitted t o expedited a r b i t r a t i o n . The 

p a r t i e s s h a l l promptly meet f o r the purpose of 

s e l e c t i n g an a r b i t r a t o r . The a r b i t r a t o r s h a l l submit 

his w r i t t e n d ecision t o the Employer and the Union 

w i t h i n t h i r t y (30) days f o l l o w i n g his/her appointment, 

the a r b i t r a t o r ' s decision s h a l l be f i n a l and binding 

on the p a r t i e s and i n accordance w i t h the p r o v i s i o n s 

of A r t i c l e 11 o f f t h i s Agreement. 

During the bidding and/or s e l e c t i o n process set f o r t h 

i n t h i s ^ A r t i c l e , the Employer may temporarily f i l l 

s aid permanent vacancy consistent w i t h the p r o v i s i o n s 

of t h i s Agreement, such as d e t a i l i n g and a c t i n g up. 
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G. When an employee i n a p r e v a i l i n g r a t e p o s i t i o n i s 

deemed t o have successfully f i l l e d a vacancy i n 

another p r e v a i l i n g r a t e p o s i t i o n at a higher r a t e of 

pay, said employee i n a p r e v a i l i n g r a t e p o s i t i o n or an 

employee who i s compensated under the Employer's 

Compensation Plan, i s deemed t o have s u c c e s s f u l l y 

f i l l e d a- vacancy under said Compensation Plan where, 

i n e i t h e r case, the p o s i t i o n f i l l e d i s at a higher 

r a t e of pay or higher pay grade, the employee w i l l be 

given c r e d i t f o r time served i n h i s former p o s i t i o n i n 

determining his salary r a t e and s h a l l receive a pay 

increase of one step based on such c r e d i t , provided 

t h a t such increase s h a l l not exceed 5% over the l a s t 

salary paid and provided, f u r t h e r , t h a t i n no case 

s h a l l such employee be paid less than the entrance 

r a t e f o r the new p o s i t i o n . 

H. The successful bidder f o r any jobs under t h i s Section 

s h a l l have an evaluation period, not t o exceed s i x t y 

(60) days, t o demonstrate t h a t he' or she can perform 

the job. I f the Employer has j u s t cause based upon 

the employee's job performance at any time during t h a t 

period t h a t the successful bidder cannot perform the 

job, then the successful bidder s h a l l be returned t o 

the job he/she held j u s t p r i o r t o the awarding of the 

bid , d i s p l a c i n g , i f necessary, any employee who has 

been placed i n t o said job. 
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Section 17.7 Acting In A Higher-Rated Job 

An employee who i s d i r e c t e d t o and docs perform,—or who i s 

held accountable f o r , — s u b s t a n t i a l l y a l l of the dutios and 

r e s p o n s i b i l i t i e s of a higher - r a t e d job i n the bargaining u n i t 

continuously f o r more one—(^r-)—day s h a l l be paid at the higher 

r a t e — f o r a l l — o u c h time from t o the f i r s t day of the assignment. 

Such payment—shall be made on the next regular pay day,—or as 

soon t h e r e a f t e r ' as i s possible,—but i n no event l a t e r than the 

pay period f o l l o w i n g the pay period i n vi/hich the payment was 

earned. 

E m p l o y e e s — p a i d — f e r — a c t i n g — i f t ^ — a — h i g h e r - r a t e d — j o b s h a l l — b e 

paid as i f they had been promoted t o the higher - r a t e d job. 

T h e — t i m e — l i m i t s — i e r — s u c h — a s s i g n m e n t s — f e e — h i g h e r - r a t e d — j obs 

shall—be—ninety—(-9-6-^—days,—except—whcro—a—regular—incumbent—ie-

eft—leave—ei—absence,— i n—which—case—it , shall—be—eix—(-6-)—months . 

i h e — t i m e — l i m i t s —m a y — b e — e x t e n d e d — b y — m u t u a l — a g r e e m e n t — e i — f e h e 

p a r t i e s . The—Employer—shall—nefe^—rotate—employees— i n—order—fee 

circumvent the payment p r o v i s i o n of t h i s — s e c t i o n . 

li—fehe—Employer—continues—fee—require—feie—performance—ei—fehe 

d u t i e s — e i — t h e 'higher-rated—j-efe—beyond—fehe—time—limits—herein, 

feie—Employer—shall—post—aftd—fill—feie—j-eb—a-s—a—permanent—vacancy 

under—this—Agrccmont.—li—fehe—employee—whe—ha-s—been—paid—fer^ 

acting—in—a—higher—rated—j-eb—also—ie—fehe—succooof ul—bidder—when 

ferhe—j-eb—ie—posted—a-s—a 'permanent—vacancy,—whcro—applicable—fehe 

said—employee ' o — s e n i o r i t y — d a t e — f e r — p u r p o s e s — e i — l o n g e v i t y — p a y 
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increases—shall—be—fehe—date—fehe—employee—initially—wa-s—paid—ier 

a c t i n g — i n — f e h e — h ' i g h c r - r a t c d — j o b , provided—fehe—employee—had 

continued fee perform i n feh-e higher-rated j-eb without 

i n t e r r u p t i o n . 

Section 17.8 Acting In A Lower-Rated Job 

Any employee who works in a lower-paid c l a s s i f i c a t i o n 

temporarily s h a l l be paid his/her regular rate. 

Section 17.9 Detailing 

D e t a i l i n g i s the temporary t r a n s f e r of an employee t o a 

work assignment w i t h i n his/her job c l a s s i f i c a t i o n geographically 

removed from the employee's normal work s i t e . 

I n d i v i d u a l employees s h a l l not be d e t a i l e d f o r more than 

ten(10) days, unless the Employer gives n o t i c e t o the Union of 

i t s need t o do so and confers w i t h the Union upon request. I n 

any event, no such assignment may extend beyond s i x t y (60) or up 

t o n i n e t y (90) days without the agreement of the p a r t i e s , and 

such assignments are subject t o the volunteer and r o t a t i o n 

requirements, below, of t h i s s e c tion. 

The Employer s h a l l n o t i f y the employees i n advance of the 

requirements f o r said d e t a i l i n g and s h a l l seek volunteers among 

the employees who have the then present a b i l i t y t o perform the 

work required without f u r t h e r t r a i n i n g . I f there are more 

volunteers than there are assignments, sel e c t i o n s s h a l l be made 

on the basis of s e n i o r i t y . I f there are i n s u f f i c i e n t 

volunteers, the Employer s h a l l assign the d e t a i l i n g by inverse 

s e n i o r i t y , s t a r t i n g w i t h the l e a s t senior f i r s t , and attempt to 

r o t a t e such assignments w i t h i n each calendar year. The 
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employee's supervisor may, w i t h i n his/her d i s c r e t i o n , accept an 

employee's r e f u s a l t o be d e t a i l e d , provided t h a t such acceptance 

s h a l l not be unreasonably denied. 

T h i r t y (30) days advance n o t i c e of d e t a i l i n g s h a l l be given 

to the employees i f the need t o d e t a i l i s known; otherwise, as 

soon as reasonably possible. 

ARTICLE 18 
SEPARABILITY 

In the event any e i — f e i e p r o v i s i o n e of t h i s Agreement s h a l l 

be or become i n v a l i d or unenforceable by reason of any f i n a l and 

bi n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such 

i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the remainder of 

the p r o v i s i o n s hereof, which s h a l l remain i n f u l l f o r c e and 

e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n s h a l l be s-ubject 

t o r e - n e g o t i a t i o n by the P a r t i e s w i t h i n a reasonable p e r i o d o f 

time . ihe—parties—agree—fee—meet—afl^^—adopt—revised—provisions 

which vjould be—in conformity w i t h the—law. 

ARTICLE 19 

UNION REPRESENTATION 

Section 19.1 Union Stewards 

The Union s h a l l have the r i g h t and r e s p o n s i b i l i t y t o 

represent the i n t e r e s t s of a l l employees i n the Unit, t o present 

i t s views t o the C i t y on matters of concern, e i t h e r o r a l l y or i n 

w r i t i n g , and to consult and be consulted w i t h , i n respect t o the 
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formulation, development and implementation of po l i c i e s and 

programs affecting working conditions. 

Section 19.2 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal working hours, t o enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not to i n t e r f e r e w i t h normal operations. The 

Employer may be able t o change.or set r u l e s of access, provided 

t h a t any change i n current p r a c t i c e s must be reasonable and 

subject t o the grievance procedure. 

ARTICLE 20 
DRUG AND ALCOHOL PROGRAM 

Section 20.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services to i t s c i t i z e n s i n a safe and economic manner. The 

p a r t i e s t o t h i s Agreement recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y and the employees under t h i s Agreement serve. Furthermore, 

the economic cost of pr o v i d i n g health care services t o employees 
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who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 

The Employer and the Union maintain a strong commitment t o 

p r o t e c t people and property, and t o provide a safe working 

environment. To t h i s end, the employer has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r employees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreement urge employees who have such 

problems t o u t i l i z e the Program's services. 

To maintain a workplace which provides a safe and health 

work environment f o r a l l employees, the f o l l o w i n g drug and 

alcohol program i s also established. 

Section 20.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Items & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

employee on the job or the premises of the Employer. 

(c) Employer Premises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other vehicles 

owned, leased or used by the Employer as job s i t e s or work 

l o c a t i o n s and over which the Employer has a u t h o r i t y as employer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage to 
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property t o which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or p h y s i c a l impairment due t o the use of drugs or a l c o h o l . 

• (h) Test: the t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 20.3 Disciplinary Action 

(a) A l l employees must report t o work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable them t o perform t h e i r jobs i n a safe 

manner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or a l c o h o l . 

(b) 'When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause to believe t h a t 

an employee i s under the influence of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t to subject that employee to a 
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drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

employee may be placed on a d m i n i s t r a t i v e leave w i t h •pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the employee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Employer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs or 

alcohol while on duty and on the Employer's premises; 

( i v ) t are found i n possession of a l c o h o l , drugs or 

drug paraphernalia, or are found s e l l i n g or d i s t r i b u t i n g drugs 

or drug paraphernalia, on the Employer's premises. 

(c) A l l adverse employment action taken against an 

employee under thi s program s h a l l be subject to the grievance 

and arbitration procedures of th i s Agreement. 

Section 20.4 Drug and Alcohol Testing 

(a) The Employer may re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two 

supervisors have reasonable cause t o believe t h a t an employee 

has reported to work under the i n f l u e n c e of or i s at work under 

the i n f l u e n c e of drugs or a l c o h o l . 

-.(ii) a t e s t may be required i f an employee i s 

involved i n a workplace accident or f i g h t i n g ; 
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( i i i ) a t e s t may be required as pa r t of a follow-up 

to counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up t o a 

one year period. 

(b) Employees to be test e d w i l l be required t o sign a 

consent form and chain of custody form, assuring proper 

documentation and accuracy. I f an employee refuses t o sign a 

consent form a u t h o r i z i n g the t e s t , he or s h a l l w i l l be subject 

to t e r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and may consist of e i t h e r blood or urine t e s t s , or both. 

The Employer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conform t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g programs, dated A p r i l 11, 1988 and as may 

be amended hereafter by the relevant agency of the Department of 

Health and Human Services. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they may be amended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presumptively e s t a b l i s h t h a t the te s t e d 

employee was under the infl u e n c e of drugs. 
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( f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the t e s t e d 

employee was under the i n f l u e n c e of a l c o h o l . 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be 

borne by the Employer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Commissioner of Personnel or h i s designee i n the manner t o be 

prescribed by the Commissioner.' The app l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissioner w i l l inform the a p p l i c a b l e department head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under" Section 20.3 above 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 

re t e s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Commissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o ' t h e presence" of alcohol or drugs. The f a i l u r e 
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to take a s u f f i c i e n t sample, or t o preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal from 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No l a b o r a t o r y rep o r t or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are p a r t of a 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

special locked f i l e maintained by the Commissioner of Personnel, 

except as such di'sclosure may be required by t h i s p o l i c y , law or 

ordinance. 

Section 20.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

may p a r t i c i p a t e i f they wish i n the v o l u n t a r y Employee 

Assistance Program. 

ARTICLE 21 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 21.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree to create a J o i n t Apprenticeship and T r a i n i n g 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i m i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 
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graduates of CPS and/or City Colleges in Union apprenticeship 

and training programs and to provide expanded post-

apprenticeship and training employment opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreement with the City of 

Chicago, the Parties s h a l l enter into a supplemental memorandum 

of understanding regarding the structure, implementation, 

monitoring and enforcement of this I n i t i a t i v e . Said memorandum 

sh a l l be attached to this Agreement as Appendix D. 

Section 21.2 

The I n i t i a t i v e s h a l l g e n e r a l l y include the f o l l o w i n g : 

a. A commitment by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n t o f i l l at 

lea s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A commitment by the C o a l i t i o n and the C i t y to 

co l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students to enter Union apprenticeship and 

t r a i n i n g programs. In p a r t i c u l a r , the C o a l i t i o n and the 

Ci t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 
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Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; to consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and t o expand post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e ,and ensure t h a t the p a r t i e s take 

appropriate steps to f u l f i l l the commitments set f o r t h i n 

t h i s A r t i c l e and supplemental memorandum attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate to secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t from said date to June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year to 

year unless at le a s t 60 days and not more than 120 days p r i o r to 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M ail, r e t u r n r e c e i p t 

requested, of a desire to amend, add to, subtract from, or 

terminate t h i s Agreement. 
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I n the event such n o t i c e of a desire t o amend, add t o , or 

subtract from the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d t o s h a l l be 

considered t o have been given as of the date shown on the 

postmark, w r i t t e n notices may be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

.This Agreement c o n s t i t u t e s the e n t i r e contract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h 

respect t o a l l matters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any matter which i s subject t o 

c o l l e c t i v e bargaining whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such matter may not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

v o l u n t a r y unpaid time o f f w i t h any other bargaining u n i t 

107 



(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreement, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

employees covered by t h i s Agreement. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be effective from the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l remain in effect 

through 11:59 p.m. on June 30, 2017 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t to reopen t h i s Agreement i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change (s) i n the app l i c a b l e law(s)., i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care program mandating s i g n i f i c a n t changes 

i n h ealth insurance b e n e f i t s t h a t becomes law and 

i s e f f e c t i v e during the term of t h i s Agreement; 

2. The lack of achievement of health care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishment and a d m i n i s t r a t i o n 

of the Labor-Management Cooperation Committee on 

health care, as defined below: 
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(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

th a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 

pro j e c t e d • increase of costs f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o heal t h care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

thereafter;' r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as state d i n subsection (a) above, 

the LMCC s h a l l make such adjustments t o the 

Plan as are necessary, i n c l u d i n g but not 

l i m i t e d t o adjustments i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase from exceeding 8% as measured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

party may e l e c t t o reopen ne g o t i a t i o n s as 
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set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party—reserves—fehe—right—fee—reopen—thio 

Agreement— i n—order—fee—negotiate—fehe—Health—Plan—sefe^—forth—in 

Article—9—ne—later—than—June—3#7—2011—afl^—June—3#7—2015,—er— i n 

fehe—event—the C i t y of Chicago—ie—avjurded the—2016 Olympic Games, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreement has t h i r t y (30) days t o n o t i f y 

the other party of i t s i n t e n t t o reopen t h i s Agreement i n order 

t o negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t t o reopen n e g o t i a t i o n s pursuant to t h i s 

p r o v i s i o n , i t s h a l l submit w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ninety (90) days w i t h i n which t o 

reach agreement on the A r t i c l e . I f the p a r t i e s f a i l t o reach 
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agreement at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreement. 

Non-Prevailing Wage Rato Rooponor 

Four-Year: This—Agreement—m a y—be—reopened—-ie—further 

negotiate—fehe—non-pre v a i l i n g — w a g e — r a t e s — g o v e r n i n g — f e h e — o c c o n d 

five-year—feerro (07/01/2012 fee—06/30/2017) u n d e r — A r t i c l e 4-r 

Section 4.4, i n — f e h e — e v e n t — t h a t (-â  fehe—City—notifies—fehe-

Coalition—that—ife—ha-s—not—reached—a—successor—agreement—fe-e—a 

t h e n — c u r r e n t f o u r - y e a r — a g r e e m e n t — e x p i r i n g — e n — J u n e 3-0-̂  2011 

r e g a r d i n g — a f t — a c r o s s - t h e - b o a r d — p e r c e n t a g e increase i e r — o t h e r 

u n i o n i z e d — e m p l o y e e s — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a o o i f i c a t i o n o 

defined i n the—"Mc Too Clauoc" by March—3ri-,—2 01 2 ; — e r — ( i ^ — f e h e 

C o a l i t i o n — n o t i f i e s — f e i e — C i t y of—ife-s—intent—fe-e—terminate—feie—^44e 

Too Clause" by March 31, 2012. 

Five-Year: This—Agreement—may—be—reopened—fee—further 

negotiate—fehe—non-pre v a i ling—wage—rates—governing—fehe—oecond 

f i v e - year—fee^m (07/01/2012 fee—06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4.4, i n — f e i e — e v e n t — t h a t (-â  fehe—City—notifies—fehe 

Coalition—that—ife—ha-s—nefe—reached—a—successor—agreement—fee—a 

t h e n — c u r r e n t f ivc-ycar—agreement—oxpiring—en—June—3-0-? 2012 

regarding aft across-the-board—percentage increase i e r other 

u n i o n i z e d — e m p l o y e e s — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n tho "Mc Too Clauoc" by October 31,—2 012;—er—fb^—fehe 
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C o a l i t i o n — n o t i f i o o — f e i e — C i t y — e i — i i s — i n t e n t — f e e — t c r m i n a t o — f e h e — ^ ^ M e 

Too Clauoc" by October 31, 2012. 

i i — a f t y — e f t e — e f — f e i e — f o r e g o i n g — e v e n t s — o c c u r o , — c i t h e r — p a r t y — f e e 

t h i o Agreement—has—thirty—(-3-9-)—days—to n o t i f y the—other p a r t y of 

U s—intent—fee—reopon—this—Agreement— i n—order—fee—negotiate—feie-

non-prevailing—wage—rates—governing—fehe—second—five-year—term 

(07/01/2012 to 06/30/2017)—oet f o r t h i n A r t i c l e ^, Section 4.4. 

S h o u l d — c i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n c g o t i a t i o n o — p u r o u a n t — f e r e 

t h i s — p r o v i s i o n , — i i — s h a l l — o u b m i t — w r i t t e n — n o t i c e — f e e — f e i e — o t h o r 

party—an-d—fehe—City—shall—ftefe—be—obligated—fee—make—fehe—wage 

ad j ustments—s-efe^—forth—ift—Article—4-;—Section—4.4. Thereafter, 

fehe p a r t i e s have n i n e t y (-9-0̂  days w i t h i n — w h i c h fee reach 

agreement e n ^ — f e i e — A r t i c l e . H — f e i e — p a r t i e s f a i l — f e e — r e a c h 

agreement—afe—fehe—conclusion of—that—ninety—( 90)—day period,—eaeh 

party rcoorvos the right to reopen the entire Agreement. 

Other Reopener 

I n the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the C i t y ' s f i n a n c i a l c o n d i t i o n , each 

party reserves the r i g h t to reopen the e n t i r e Agreement. 
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IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s), has executed t h i s document as of 

the day of , 2018. 

CITY OF CHICAGO CHICAGO JOURNEYMEN PLUMBERS 
LOCAL UNION 130, U.A. 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Pa r t i e s agree 

t o d i r e c t the Labor Management Cooperation Committee e s t a b l i s h e d 

under A r t i c l e 21 t o explore and recommend the cons i d e r a t i o n of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e , i n c l u d i n g , b ut 

not l i m i t e d t o : 

a. A m u l t i - p r o j e c t labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o n t r a c t o r s and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum n\imber of apprentices on the p r o j e c t as 

per m i t t e d under the terms and cond i t i o n s of t h e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 
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s h a l l p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h 

the U.S. Department of Labor's Bureau of Apprenticeship and 

T r a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree to the following i n a Side Letter to th i s Agreement: 

The City and Coalition agree to d i r e c t the LMCC to evaluate 

and i n i t i a t e changes to the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas that w i l l f a c i l i t a t e 

the s h i f t to a preventive health care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, including but 

not limited to the following areas: 

• Expanded Disease Management Program 

• HRA and Bio-metric Screening 

• Health F a i r s 

• Weight Management Program 

• Imaging Review Service 

• Lifetime Maximum 

• Subscriber Share for Hospital B i l l s and Co-insurance 

• Exclusion for S e l f - i n f l i c t e d I n j u r i e s . 
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• Comprehensive Communication and Outreach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

UNITED UNION OF ROOFERS, 
WATERPROOFERS AND ALLIED 

WORKERS LOCAL 11 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer")' and United Union of Roofers, Waterproofers and 

A l l i e d Workers Local 11 ( h e r e i n a f t e r c a l l e d "the Union"), f o r 

the purpose of e s t a b l i s h i n g , through the process of c o l l e c t i v e 

bargaining c e r t a i n p r o v i s i o n s covering wages, and other terms 

and conditions of employment f o r the employees represented,. by 

the Union. 

In r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Foreman of Roofers . 

Roofers 

The Union i s authorized to bargain c o l l e c t i v e l y f o r such 

employees with respect t o rates of pay, wages, hours and other 

terms and conditions of employment. The term "employee" as used 

herein, r e f e r s to the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 
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ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Employer, except only as they may be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o ' the management of the 

Employer's operations and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t to suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , ̂  or m a t e r i a l changes i n 

duties or orga n i z a t i o n of the Employer's operations, or other 

economic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; to make and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipment and mat e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t to contract out or subcontract; 

the r i g h t to determine the number of employees and how they 

s h a l l be employed, and the qua.lity and q u a n t i t y of workmanship 

and work required t o insure maximum e f f i c i e n c y of operations; to 

e s t a b l i s h and enforce f a i r production standards; and to 
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determine the size, number and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the provisions of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal employment opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and nothing in 

thi s Agreement s h a l l be interpreted to cause a negative effect 

on said efforts. I t i s understood and agreed that th i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect 

a f f e c t the seniority provisions of th i s Agreement. 

Section 3.2 No Discrimination 

Neither the Employer nor the Union s h a l l discriminate 

against any employee covered by th i s Agreement in a manner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, marital status, mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 

Grievances by employees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

t h i s Agreement, but s h a l l not be subject to a r b i t r a t i o n unless 

mutually agreed by the p a r t i e s . 
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Section 3.4 Reasonable Accommodation 

I n the event the Employer s h a l l be required t o make a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incumbent 

employee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee 

t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee under 

t h i s Agreement, the Employer s h a l l b r i n g t h i s matter t o the 

a t t e n t i o n of the union. The provisions of A r t i c l e 11 of t h i s 

Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r may balance the 

Employer's o b l i g a t i o n s under the ADA and t h i s Agreement and the 

employee's r i g h t s under t h i s Agreement, provided t h a t no 

incumbent employee s h a l l be displaced by such decision of the 

A r b i t r a t o r . 
ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

Effective July 1, 20O17, employees covered by th i s 

agreement s h a l l continue to receive the hourly rate being paid 

to crafts or job c l a s s i f i c a t i o n s doing similar kinds of work in 

Cook County pursuant to the formula currently used by the United 

States Department of Labor in administering the Davis-Bacon Act 

as currently being paid to said employees as set forth in 

Appendix A appended to and made a part of this Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 20^17, through the period ending June 30, 2017 

2022, the wage rate r e f e r r e d t o i n the' immediately preceding 

section s h a l l be adjusted to r e f l e c t the hourly wage rates 
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e f f e c t i v e on such dates being paid t o c r a f t s or job 

c l a s s i f i c a t i o n s doing s i m i l a r work i n Cook County pursuant t o 

the formula s p e c i f i e d i n Section 4.1 above and as set f o r t h i n 

Appendix A. In the event the hourly wage rates e f f e c t i v e July 

of each year covered by t h i s Agreement are established at an 

e f f e c t i v e date l a t e r than July 1, then such ra t e s , when 

established, s h a l l be paid as of said e f f e c t i v e date. I n no 

event w i l l the Employer adjust said wage rates more than one 

time i n any calendar year. 

Section 4.3 Non-Prevailing Wage Rates Governing F i r s t F i v e -
Yeara of t h i o Agrccmont (07/01/2007 t o 06/30/2012): 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l employees who are i n non- p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 
Year l • ^ 

• Effective 07/01/2007 i ^ 01/01/2018 - 2.00% 

Effective 01/01/2008 2.2 51 01/01/2019 - 2.25% 

Year 2 

Effective 01/01/2009 3% 01/01/2020 - 2.00% 

Year 3: 

Effective 01/01/2010 ^ 01/01/2021 - 2.25% 

Year 4 

Effective 01/01/2011 3.251 01/01/2022 - 2.00% 

Year 5 

E f f e c t i v e 01/01/2012 3^-^ 
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Section—4-r4 Non-Prevailing—Wage—Rates—Governing—Second—Five-
Year Torm (07/01/2012 to 06/30/2017) 

Effective— t h e—following—dates,— t h e—City—will—make—fehe—wage 

adj uotmcnto—bclovj—fer— a U—employees—whe—a-re— i n—non-prevailing 

r a t e — c l a s s i f i c a t i o n s — a n d v^ho—ar^e—cither—en—fehe—payroll—a-s—ef—fehe-

c f f o c t i v e date or on l a y - o f f v j i t h r e c a l l r i g h t s : 

Year 6T-

• — E f f e c t i v e 01/01/2013 2^ 

Year 7: 

• — E f f e c t i v e 01/01/2011 2% 

Year 8: 

• — E f f e c t i v e 01/01/2015 - 2°o 

Year 9: 

• — E f f e c t i v e 01/01/2016 - 2°o 

Year 10: 

•—Effective 01/01/2017 2^ 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees 

i n non-prevailing wage rate c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 
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any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non-prevailing wage rate c l a s s i f i c a t i o n s * * receive 

a lump sum payment i n any contract year, employees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the same lump sum payment i n any such year. The p a r t i e s 

agree t o confer regarding the t i m i n g , amount and implementation 

of any wage adjustment or lump sum payment under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive. of sworn employees of the Chicago Police Department 

and uniformed members of the Chicago Fire Department. 

Section 4.5 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected employees who, as of August—2r-,—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal employees who 

are e l i g i b l e for rehire, or are former employees who - re t i r e d 

effective between July 1, 20-9-7-17 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the City Council, inclusive. 

Section 4.6 Out of Grade Pay 

An employee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at' the higher r a t e or c l a s s i f i c a t i o n 
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consistent w i t h h is own tenure f o r a l l such time from the f i r s t 

day of the assignment. The Employer agrees t h a t i t w i l l make 

such assignments f o r not less' than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days, except where a regular 

incumbent i s on leave of absence, in which case the time l i m i t 

for acting into such position may not exceed one (1) year, and 

no individual employee can act up into that position for more 

than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the parties. I f the one hundred eighty (180) day 

l i m i t i s extended to one (1) year due to a regular incumbent on 

leave of absence or by mutual agreement of the part i e s , 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein, 

the position s h a l l be treated as a "permanent vacancy" within 

the meaning of Section - of th i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" subject to 

the applicable provisions of that Section. 

Section 4.7 Payment of Wages 

8 
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(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next' regular pay day f o l l o w i n g the end of the 

p a y r o l l p eriod i n which i t i s earned. A l l overtime or 

premium pay s h a l l be paid t o employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or premium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the employee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute t o the Department timekeeper on the "Employee 

Pa y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's submission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Department w i l l submit a 

supplemental p a y r o l l to the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the. timekeeper i s n o t i f i e d of the employee's 

9 
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complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 

: check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay to the employee the sum of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i m i t e d t o duty d i s a b i l i t y ) , overtime 

earned under the City's emergency snow removal program, and 

inaccuracies due t o changes i n ... p a y r o l l deductions, are 

excluded from the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect t o the payments r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement. 

(e) I n order to provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Committee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's members of the Committee w i l l 

consist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the Direct o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives to serve as members of the Committee. The 

10 
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Committee w i l l meet not less than q u a r t e r l y , or more 

f r e q u e n t l y as the need may a r i s e , to review ongoing issues 

regarding p a y r o l l , compliance w i t h t h i s Section, or other 

issues of mutual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreement. I n addition,' at the request of the 

C o a l i t i o n , the C i t y may include from time-to-time a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f meetings w i t h Department heads t o review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t employees. 

ARTICLE 5 
HOURS OF WORK 

Section 5.1 The Work Week 

This A r t i c l e s h a l l be to c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The normal work week s h a l l consist of 5 consecutive 8-hour 

days, Monday through Friday, and 2 consecutive days o f f , except' 

where the Employer's operations r e q u i r e d i f f e r e n t scheduling 

needs. The Employer w i l l n o t i f y the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 midnight (one minute a f t e r 11:59 p.m. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. The normal work day s h a l l begin at 8:00 a.m. and end at 

4:30 p.m. as determined by the Employer. 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Employer may change the established s t a r t i n g time of the Monday 

through Friday work day f o r a department, bureau, work u n i t , 

crew or i n d i v i d u a l upon fourteen (14) days' w r i t t e n notice to 

11 
2454979.4 



the Union and a f f e c t e d employees, and discussion w i t h the Union. 
r 

Said starting times shall not be scheduled more than two (2) 

hours before the regular starting times currently in effect in 

this Agreement. All such changes, unless otherwise agreed to by 

the parties, shall be in effect for a minimum of one (1) week, 

and shall provide for the same starting times each day of that 

period. No employee shall be placed on a split shift without 

agreement by the Union. Failure to comply with this provision 

shall result in the payment of appropriate premium time to 

affected employees. 

Section 5.2 Overtime ( 

A l l work performed i n excess of 40 hours worked per week; 

or i n excess of 8 hours worked per day where the employee has 40 

hours of work or excused absence, s h a l l be paid f o r at one and 

one-half (11/2) times the regular s t r a i g h t time hourly r a t e of 

pay f o r the f i r s t two hours of overtime worked; a l l other 

overtime worked on a r e g u l a r l y scheduled workday s h a l l be paid 

f o r at two (2) times the regular s t r a i g h t time hourly r a t e of 

pay. 

A l l work performed on Saturday, when Saturday i s not p a r t 

of the employee's regular work week; or on the s i x t h consecutive 

day worked, s h a l l be paid f o r at one and one-half (11/2) times 

the regular s t r a i g h t time hourly r a t e of pay f o r the f i r s t e i g h t 

hours of overtime worked; a l l other overtime worked on Saturday 

or the s i x t h consecutive day s h a l l be paid f o r at two (2) times 

the regular s t r a i g h t time hourly rate of pay. 
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A l l work performed on Sunday, when Sunday i s not part of 

the employee's regular work week; or the seventh consecutive day 

worked, s h a l l be paid f o r at two (2) times the regular hourly 

r a t e of pay. Such overtime s h a l l be computed on the basis of 

completed f i f t e e n minute segments. Employees exempt from the 

Fair Labor. Standards Act s h a l l not be e l i g i b l e f o r overtime 

under t h i s Section. There s h a l l be no pyramiding of overtime 

and/or premium pay. Daily and/or weekly overtime and/or premium 

pay s h a l l not be paid f o r the same hours worked. 

A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 

Section 5.3 OvertdLme Distribution 

(a) Overtime and/or premium time r e f e r r e d t o i n t h i s 

Agreement s h a l l be o f f e r e d f i r s t t o the employee performing the 

job and t h e r e a f t e r by s e n i o r i t y t o the most senior empToyee i n 

the c l a s s i f i c a t i o n at the work l o c a t i o n being given the 

op p o r t u n i t y t o work, provided the employee has the present 

a b i l i t y to perform the work to the s a t i s f a c t i o n of the. Employer 

without f u r t h e r t r a i n i n g . A reasonable amount of overtime s h a l l 

be a c o n d i t i o n of continued employment, provided however, t h a t 

i n the event such o f f e r s of overtime are not accepted by such 

employees, the Employer may mandatorily assign such overtime by 
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reverse s e n i o r i t y . " S e n i o r i t y " s h a l l mean, f o r purposes of t h i s 

section the employee's service i n any bargaining u n i t t i t l e ( s ) . 

(b) Employees in the c l a s s i f i c a t i o n at the work location 

who have been given the option to work the overtime and/or 

premium time, whether the option was accepted or rejected, wilK 

not be afforded the option to work subsequent overtime and/or 

premium time u n t i l a l l employees in the c l a s s i f i c a t i o n at the 

work location have been reasonably afforded the opportunity to 

work the overtime and/or premium time, subject to the same 

provision as in Section 5.3(a). 

Section 5.4 Reporting Pay 

When an employee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the employee s h a l l receive a minimum of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Department of h i s or her current telephone 

number. 

I f the employee works more than two (2) hours, he or she 

s h a l l receive a minimum of four (4) hours work or pay f o r t h a t 

day. I f the employee works more than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay f o r t h a t day. An 

employee who does not complete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 
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option of using a portion of accrued vacation, personal or 

compensatory time for that day upon notice to the Employer. 

Section 5.5 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive- a minimum 

of two (2) hours pay at the appropriate overtime r a t e from the 

time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 
Section 5.6 Emergency C a l l Pay 

I n the event a General Foreman or Foreman i s d i r e c t e d by 

the Employer t o respond t o emergency c a l l s from home and outside 

of h i s or her regular working hours, he or she w i l l be granted 

compensatory time at the appropriate r a t e f o r a l l v e r i f i e d time 

spent responding t o the emergency from home, wi t h a minimum of 

15 minutes of compensatory time to be granted i n any calendar 

day on which any such emergency responses were required, up to a 

maximum of two hours of compensatory time i n any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and/or compensatory time which 

employees have accximulated as of June 1, 2018 i n excess of 160 
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hours s h a l l be paid to employees in the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period in which i t i s earned or 

may acc\amulate such time up to a maximum of 160 hours. 

Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. A l l accumulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at their current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 

(a) F u l l - t i m e hourly employees s h a l l receive eight hours 

s t r a i g h t time pay f o r the holidays set f o r t h below: 

1. New Year's Day 

2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4 . Memorial Day 
5. Independence Day 
6. Labor Day 
7. Columbus Day 
8. Thanksgiving Day 
9. Christmas Day 
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(b) The b e n e f i t s set f o r t h above s h a l l be paid provided 

the employee i s i n pay status the f u l l scheduled work day 

immediately preceding and the f u l l scheduled work day 

immediately f o l l o w i n g such holiday, or i s absent from work on 

one or both of those days w i t h the Employer's permission; such 

permission s h a l l not be unreasonably denied. 

(c) Employees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d .to one (1) paid 

personal day i n each year of t h i s Agreement. At the employee's 

opt i o n , the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by .the Employer. I f the employee, i s 

required or allowed t o work on such designated day, the employee 

s h a l l receive the appropriate holiday premium r a t e . An employee 

may e l e c t to carry over the personal day t o the f o l l o w i n g 

calendar year provided such carry over s h a l l not exceed f i v e (5) 

personal days. Employees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Employer. New employees who 

commence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

Section 6.2 Payment for Holiday 
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I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1 he/she s h a l l be paid at the r a t e of 

two (2) times (which includes holiday pay) his/her normal hourly 

r a t e f o r a l l hours worked. 

I f the employee i s not required t o work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such employee s h a l l be paid 

eight hours at s t r a i g h t time f o r such holiday. 

A l l holiday time s h a l l be considered time worked f o r the 

purposes of computing overtime except where the holiday f a l l s on 

the employee's day o f f . 

Section 6.3 Failure to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s 

to report to work, the employee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other emergency. 

Section 6.4 Holiday Observance 

Except f o r employees whose r e g u l a r l y 'scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For employees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an employee's vacation 

period the Employer s h a l l have the option of g r a n t i n g the 

employee an extra day's pay or an extra day of vacation at a 

time mutually agreed upon between the employee and the 
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department head, provided the employee works the f u l l scheduled 

workday immediately preceding the f u l l scheduled workday 

immediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Employer f i n d s t o be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

employed. An employee w i l l earn the f o l l o w i n g amounts of paid 

vacation, based on such employee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service P r i o r to July 1 Vacation 

Less than 6 years 13 days 
6 years or more, but less than 14 years 18 days 
14 years or more 23 days 
A f t e r 24 years 24 days 
A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The employee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. ' The employee was separated from employment, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 

The amount of pro r a t a vacation i s determined by d i v i d i n g 

the number of months of continuous service the f u l l - t i m e 
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employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

amount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole number of days. Employees separated from employment, 

other than f o r cause, w i l l be paid on a supplemental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-time employees who work at le a s t 80 hours per month 

earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Employer i n accordance w i t h past 

p r a c t i c e . 

Section 7 .3 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1)- the 

employee was denied vacation by the employer, or (2) the 

employee i s on an approved leave of absence, or (3) the employee 

e l e c t s i n w r i t i n g to carry over vacation days (up to three (3) 

such vacation days of accrued and unused vacation days f o r 

employees w i t h less than ten (10) years of se r v i c e , and up t o 

f i v e (5) days of accrued and unused vacation days f o r employees 

w i t h ten (10) or more years of service) f o r use i n d i v i d u a l l y or 

consecutively during the next vacation year, provided t h a t 

n o t i c e of such e l e c t i o n s h a l l be given t o the employer before 

December 15 of the vacation year. Carry over days s h a l l not 

count against an employee's maximum number of s i n g l e use 

vacation days provided f o r under t h i s Agreement. Such carry over 
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vacation days must be scheduled in the then current year for use 

i n the next year. Cancellation or re-scheduling of carry over 

days s h a l l be controlled by the provisions set forth in the 

Agreement under Vacation Picks , upon—mutual—agreement—ef^—fehe 

employer,—which—agreement shall—n e t—be—unreasonably—denied—er^ 

withheld, and such carry over days must be taken on or before 

April June 30 of the next vacation year (or within six (6) 

months, in the case of an employee's return from an approved 

leave of absence). Nothing herein s h a l l l i m i t or prohibit the 

Employer from allowing the employee to reschedule carry over 

before June 30̂ *̂ , or approving the rescheduling of carry over 

days beyond June 30^. Employees on duty d i s a b i l i t y s h a l l retain 

any vacation leave earned prior to being placed on duty 

d i s a b i l i t y leave, together with a l l vacation time earned during' 

the period of duty d i s a b i l i t y for the twelve (12) months 

following the date in which the person became disabled, and 

s h a l l be entitled to use such vacation time within twelve (12) 

months following their return to work. 

Section 7.4 

Employees who are terminated f o r cause are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d t o the amount of vacation pay i n t h e i r 

bank a t the time of r e s i g n a t i o n . Employees s h a l l not earn 

vacation c r e d i t f o r any period during which they are on l a y o f f 
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or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of th i s Agreement. 

In the event of the death of an e l i g i b l e employee, the surviving 

widow, widower or estate s h a l l be entitled to any vacation pay 

to which the deceased employee was entitled. 

Section 7.5 

The r a t e of ••vacation pay s h a l l be computed by m u l t i p l y i n g 

the employee's s t r a i g h t time hourly r a t e of pay i n e f f e c t f o r 

the employee's regular job at the time the vacation i s being 

taken, times 8 hours per day, times the number of days' vacation 

to which the employee i s e n t i t l e d . Salaried employees s h a l l 

receive t h e i r regular salary i n e f f e c t at the time the scheduled 

vacation i s taken. 

Section 7.6 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 

determine the number and scheduling of crews and employees who 

can be on vacation at any one time without hindering the 

operation of the Department. The Department w i l l not designate 

any time or period during the calendar year when e l i g i b l e 

employees would be p r o h i b i t e d from scheduling and t a k i n g 

vacation time. 

Employees s h a l l make vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 
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Department w i l l respond t o the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days from the 

date the request i s received by the Department, except i n cases 

where the request i s made f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe manpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable t o the immediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

p i c k s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payment t o the employee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an employee s h a l l 

occur only in the most extreme emergencies. In the event of such 

cancellation, the Employer w i l l reimburse the employee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section—7.7 
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Any employee—ef—fehe—City of Chicago h i r e d p r i o r to—February 

i-3-7—1986—whe—ha-s—rendered—service—fee—fehe—County—ef—Cook,— the 

Chicago—Park—District,—fehe—Chicago—Housing Authority,—fehe—Forest 

P r e s e r v e — D i s t r i c t , — t h e M e t r o p o l i t a n — S a n i t a r y — D i o t r i c t — e f — G r e a t e r 

Chicago,—fehe—State of—Illinois,—fehe—Chicago—Board—ef—Education, 

the—City—Colleges—ef^—Chicago,—Community—College—Diotrict—508 , 

fe-he—Chicago T r a n s i t Authority,—fehe—Public—Building—Commission—ef-

Chicago, fehe—Chicago—Urban—Transportation—Diotrict, aftd—fehe 

Rcgional—Transportation—Authority,—shall—have—fehe—right—fee—have 

t h e—period—ef—such—service—croditod—and—counted—fer—fehe—purpose 

e i—computing—fehe—number—ef—years—ef—serv^ice—ae—an employee—ef-

fehe—City—fer—vacations,—prov^ided—that—ouch—service—ha-s—been 

continuous service . However, vacation time a c c r u e d — w h i l e 

working i e ^ anothor p u b l i c agency i e nefê  t r a n s f e r a b l e . 

Employees—hired—after February— i ^ ,—198 6—whe—render—service—fer 

a n y—other—employer—ae—stated—above—shall—have—fehe—right—fee—have 

fe^^e—period—e-f—ouch—service—credited—and—counted—fer—fehe—purpooc 

ef—computing—fehe—number— e i—yoaro—ef—ocrvicc— a s—an—employee—ef 

fehe—City—fe-r—vacations,—provided—a—ma j o r i t y — e f — o t h e r — e m p l o y e e s 

of the 'Employer receive such c r e d i t . 

Section 7.8 Non-consecutive Vacation Days 

Employees may receive up to f i v e s i x of t h e i r vacations 

days one or more days(s) at a time as days o f f i n each year. 

Such days o f f s h a l l be scheduled pursuant t o Section 7.6 above 

(Vacation S e l e c t i o n ) . Such days(s) o f f s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 
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unreasonably withheld. I f the employee seeks such days so l a t e 

i n the vacation year t h a t the employee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer p r i o r to the year-end. I f an employee 

schedules a week-long vacation and a ho l i d a y f a l l s w i t h i n the 

week ( f o r example, the employee works a Monday - Friday work 

week and the ho l i d a y f a l l s on Tuesday) the vacation days 

scheduled f o r the week w i l l be considered consecutive vacation 

days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side o f his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side of the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees may designate and use at their option up to five -{-5-}-

s i x (6) of their vacation days in each year of thi s Agreement as 

sick days to cover periods of bonafide medical i l l n e s s or the 

i l l n e s s of family members, who s h a l l include (or may be expanded 

upon by the C i t y ) : (i) mother, father, husband, wife, brother or 
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s i s t e r (including blood, step or h a l f ) , son or daughter 

(including blood, step or adopted), father-in-law, mother-in-

law, 'daughter-in-law, son-in-law, grandparents or grandchildren; 
') 

or ( i i ) domestic pa r t n e r or the domestic partner's mother, 

f a t h e r , son or daughter ( i n c l u d i n g blood, h a l f , step or 

adopted), provided t h a t the employee's domestic pa r t n e r i s 

r e g i s t e r e d w i t h the Department of Human Resources. The Employer 

reserves the r i g h t t o ask the employee t o f u r n i s h proof of said 

i l l n e s s . An employee d e s i r i n g t o use vacation days as si c k days 

under t h i s p r o v i s i o n s h a l l inform the representative of the 

Employer who employees are t o l d i s designated f o r such .purposes 

of t h a t f a c t at the time he/she c a l l s i n t o report an i l l n e s s . 

Salaried employees who c u r r e n t l y are r e c e i v i n g s i c k days under 

t h i s Agreement s h a l l be i n e l i g i b l e t o use vacation days as si c k 

days while they have a v a i l a b l e unused sick days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 

Continuous service means continuous paid employment from 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employment. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or less; or 
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2. An absence where the employee i s adjudged e l i g i b l e for 

duty d i s a b i l i t y compensation. 

Section 8.2 Interruption of Service 

(a) Nonseasonal employees who work a minimum of eig h t y 

(80) hours per month s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) unpaid leaves of absence f o r more than 30 days 

or l a y o f f f o r more than 30 days, unless 

employees are allowed t o accumulate 

s e n i o r i t y under t h i s Agreement. 

(b) Seasonal employment of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the time worked. 

(c) Seasonal employment in excess of 120 days in any 

calendar year s h a l l be credited toward continuous service. 

Section 8.3 Reciprocity 

Employees h i r e d — p r i o r fee February i ^ , 198 6 whe havo 

rcndorcd service fee fehe County ef^—Cook, fehe Chicago Park 

D i o t r i c t , fehe—Forost P r e s e r v e — D i s t r i c t , fehe—Chicago—Housing 

A u t h o r i t y , fehe Metropolitan Sanitary D i s t r i c t ef Greater 

Chicago,—fehe—State—ef^—Illinoio,—fehe—Chicago—Board—ef—Education, 

City—Colleges—ef—Chicago,—Community—College—District—508,—the 

Chicago Transit Authority, Public Building Commiooion ei 

Chicago, fehe—Chicago—Urban—Transportation D i s t r i c t aftd—fehe 
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Regional—Transportation A u t h o r i t y shall—have—fehe—period—ef^—ouch 

service—credited—and—counted—fer—fehe—purpose—e-f—advancement 

w i t h i n — l o n g e v i t y — s a l a r y — s c h e d u l e s . Howovcr,—employees—hired 

a f t e r February 13, 1 9 8 6 — w h e — r e n d e r — o c r v i c c fer^—any other 

employer as—statod, above—shall—have—fehe—right—to have—the period 

•ef such service credited—aftd counted fer fehe purpose ei 

advancement w i t h i n l o n g e v i t y oalary schedules provided a 

majority of other employees of tho Employer receive ouch credit. 

Section 8.4 Break in Service 

Notwithstanding the provisions of any ordinance or rule to 

the contrary, continuous service of an employee i s broken, the 

employment relationship i s terminated, and the employee s h a l l 

have no right to be rehired, i f the employee quits, i s 

discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the employee's authorized Employer 

representative unless the circumstances preclude the Employee, 

or someone on his behalf, from giving such notice, does not 

actively work for the Employer for twelve (12) months (except 

for approved f u l l time Union representative leaves or medical 

leaves of absence and duty d i s a b i l i t y leaves) , or i s on layoff 

for more than twelve (12) consecutive months i f the employee has 

less' than five (5) years of service at the time of the layoff, 

or i s on layoff for more than two (2) years i f the employee has 

five (5) or more years of service at the time of the layoff. 

Section 8.5 Probationary Employment 
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New employees, hired after r a t i f i c a t i o n of t h i s 

Agreement, w i l l be regarded as probationary employees f o r the 

f i r s t e i r K — t w e l v e (12) months of t h e i r employment and w i l l 

receive no s e n i o r i t y or continuous service c r e d i t during such 

probationary period. Probationary employees continuing i n the 

service of the Employer a f t e r s-i^?—(-6-)- twelve (12) months s h a l l 

be career service employees and s h a l l have t h e i r s e n i o r i t y date 

made r e t r o a c t i v e t o the date of t h e i r o r i g i n a l h i r i n g . 

Probationary employees may be d i s c i p l i n e d or discharged as 

e x c l u s i v e l y determined by the Employer and such Employer a c t i o n 

s h a l l not be subject t o the grievance procedures, provided 

t h a t , (1) a f t e r the f i r s t s i x (6) months o f the probationary 

p e r i o d , i f the Employer intends t o impose a d i s c i p l i n a r y 

suspension on the probationary employee where the suspension 

would r e s u l t i n a loss of pay, p r i o r t o imposing the suspension, 

except i n emergency or where the employee i s unavailable, the 

Employer s h a l l n o t i f y the employee and the Union and, upon 

request from the Union, w i l l schedule a meeting w i t h the Union 

and the employee t o discuss and allow the employee t o respond t o 

the accusations, and/or (2) i f the Employer, w i t h i n i t s 

d i s c r e t i o n , r e h i r e s a former employee who d i d not complete 

his/her probationary period w i t h i n one year from the employee's 

termin a t i o n , and said former employee had served 90 days or more 

of his/her probationary period, a l l time p r e v i o u s l y served i n 
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the probationary period s h a l l be counted for purposes of 

determining when the said employee completes his/her 

probationary period. A probationary employee who has served 90 

days or more of his/her probationary period and who i s l a i d off 

s h a l l be given preference over other applicants for employment 

in the same job t i t l e in the department from which he/she was 

l a i d off, so long as he/she does not refuse an offer of 

employment, and does not suffer a break in service under Section 

8.4 of th i s Agreement. Seasonal employees who have worked 

without a break i n service or who have worked more than twelve 

(12) consecutive months and bid into (or otherwise become) 

career service position/employees, s h a l l not have to serve the 

above twelve (12) month probationary period, but s h a l l have an 

evaluation period not to exceed si x t y (60) days, to demonstrate 

that he/she can perform the job. I f the Employer has j u s t cause 

based upon the employee's job performance at any time during the 

evaluation period that the employee cannot perform the job, then 

he/she s h a l l be returned to the seasonal position held j u s t 

prior, displacing, i f necessary, any employee who has been 

placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary employees s h a l l be compensated at the 

same ra t e as career service employees. 
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ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

a) The Employer s h a l l provide t o employees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the same terms and conditions 

applic a b l e t o said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 

b) Employees who p a r t i c i p a t e i n the Employer; medical 

care plan or an HMO s h a l l make the f o l l o w i n g c o n t r i b u t i o n s 

toward t h e i r h e a l t h care coverage, based on the a p p l i c a b l e 

percentage of t h e i r base s a l a r y , subject t o the then-applicable 

s a l a r y cap: 

i ^ employee medical c o n t r i b u t i o n s a-r̂ e based en a 

compooitc—1.6%—ef^—base—salary—fer—single,—employee—and—one,—aft^ 

family—levels—ef—coverage—a-s—opecif led—below . Fer—example,—fehe-

c o n t r i b u t i o n o a t — s e l e c t e d — s a l a r y — l e v e l s — p e r — p a y — p e r i o d — a r ^ e — a e 

f o l l o w s : 

ANNUAL — 
c7\-r 7\ n v 

SINGLE 
1 noo 1 o. 

EMPLOYEEl l ' 
1 s ^ m ?-

FAMILY 
1 nn ncco 

X . 3 iL O X fi . X . 3 1 J 1 U X . 3 1 3 3 u 

rin -i-n <̂ n̂ nnn 1 Rn 10 n n n n 
Cjp LCJ Cf ^ \J , \J \J \J 

n nm 
X iL . 3 3 

1 O O C, 

X J . 3 3 

1 1 "7 C, 
iL iL . 3 3 

OA CO 
Cf 3 3 , \J 3 X 

* 4 n nnn 
X iL . O 3 • 

1 "7 1 A 
X J . 13 

O C OO 

ii H . O 3 

OO OA 
y 1 W ^ W W W 

^SO nnn 
.L / . .L *1 

O 1 AO 
^ o . o o 
o o n -] 

3 iL . OH 

Al n•̂  
•Y ^ ^ f u u u 

$ 6 0 , 0 0 0 
iL X . ^ iL 

2 5 . 7 0 
3 iL . J X 

3 9 . ^ 9 
H X . 3 3 

4 9 . 2 6 
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$70,000 
$80,000 
$89,999 
$90,..000 I 

29. 99 
34.27 
38 . 55 
38 . 60 

46. 07 
52. 66 
59.24 
59. 30 

57 . 47 
65. 68 
73.89 
73. 95 
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Salary 

Single Employee + 1 Family Cap 

July 1, 2017 1.2921% 1.9854% 2.4765 $90,000 

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

July 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

July 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay per i o d basis. 

-2-)- e f f e c t i v e — J u l y — h , — 2 0 0 6 — e m p l o y e e — m e d i c a l — c o n t r i b u t i o n s 

are b a s e d — e n — a — c o m p o o i t c — 2 . 0 % — e f ^ — b a s e — s a l a r y — f e r — s i n g l e , 

e m p l o y e e — a n d — o n e , — a f t d — f a m i l y — l e v e l s — e f — c o v e r a g e — a - s — s p e c i f i e d 

below.—Fer—example,—fehe—contributiona—afe—selected—salary—levels 

per pay period arc as f o l l o w s : 

ANNUAL SINGLE EMPLOYEE I 1 FAMILY 
SALARY 1.2921°o 1.9854% 2 .4765% 

Under ŝ n nnn 1 R 71 coo oo * 7 fi R 
^w-iiv^Av.^!. .f O 3 , 3 3 3 

$,-̂ 0 n m 
X 3 . i X 

1 1 R 
Cf iL 3 . O O 
CO A qo 

Cf iL 1 . V 3 
con nc 

V —' / \J \J -L 

5 AO nnn 
Cf X . X 3 

'^^1 'oA 

Cf iL H . O iL 
COO nn 

Cf 33 . J 3 
<̂  4 1 '7 Q 

V " C.* , 3 3 3 

=55n nnn 
Cf iL X , 3 H 

' c o c n o 
Cf 3 3 . 3 J 

•5 4 1 
Cf H X . iLO 

<5 R 1 R Q 
.f 3 3 , 3 3 3 

'^f.O DOCl 
Cf iL 3 . J iL 
COO on 

Cf *i X . 3 V 

;̂ 4 Q fi 4 
^ 3 X . 3 J 

fi 1 Q 1 
.f 33 , 3 3 3 

s"7n nnn 
Cf 3 iL . 3 3 
con • cn 

V ri y . O rt 
<5 R T Q 1 

V o ± . J X 
cn o o o, V 13, 333 

s°n nnn 
Cf 3 1 . 3 J Cf 3 1 . J X 

* fi fi 1 o 
Cf 1 iL . iL 3 

Q R R 
•Y ^ ^ f w W 

Q̂n nnn 
,f '•i ^ . 3.1 

* 4 Q 4 R 
V O O . X o 
<̂  7 4 4 R 

Cf o iL . 3 3 
cno on 

-r- U / \J 'O \J 

$100, 000 $53.84 
Cf 1 H . H 3 

$82.73 
Cf ]yiL . 0 1 

$103.19 

Ai i — c o n t r i b u t i o n s — s h a l l — b e — m a d e — e n — a — p r e - t a x — b a s i s — a f t d — a i e 

payable on a per pay period basis. 

(c) The b e n e f i t s provided herein s h a l l be provided through 

a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 
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provisions of insurance p o l i c i e s between Employers and insurance 

companies. 

(d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

(e) Optional coverage o f f e r e d by a Health ...Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e t o q u a l i f i e d 

employees. The Employer may o f f e r coverage under more than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject to 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement t o the contrary. 

( f ) Where both husband and wife or other f a m i l y members 

e l i g i b l e under one f a m i l y coverage are employed by the Employer, 

the Employer s h a l l pay f o r only one f a m i l y insurance or f a m i l y 

health plan. 

(g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreement. 

(h) Consistent w i t h the terms of the Employer's e x i s t i n g 

Group Health Care Plan, and the applicable r u l e s thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g '30 days or less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 
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maximum of 12 weeks, subject t o the terms of the Plan and any 

other a p p l i c a b l e p r o v i s i o n s of t h i s Agreement. Employees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terms of the 

Plan and i t s applicab l e r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, employees must make a l l i n d i v i d u a l medical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terms of 

the Plan and i t s app l i c a b l e r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided no t i c e thereof, the form of which may include, but i s 

not l i m i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

communication from the Employer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be subject to an annual deductible of $35 per household. 

E f f e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

subject to an annual deductible of $75 per household. 

Section 9.2 Joint Labor Management Cooperation Committee on 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree to create a J o i n t Labor Management Cooperation 

Committee ("LMCC") pursuant to appl i c a b l e s t a t e and fe d e r a l law. 

The purpose of the LMCC i s t o research and make recommendations 

and decisions w i t h i n i t s a u t h o r i t y r e l a t e d to the achievement of 
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significant and measurable savings in the cost of employee 

health care during the term of this Agreement. The Parties 

s h a l l memorialize their intent to create t h i s LMCC by executing 

an Agreement and Declaration of Trust ("Trust Agreement") 

contemporaneously with the execution of each Coalition Union's 

co l l e c t i v e bargaining agreement with the City of Chicago. Said 

Trust Agreement s h a l l be attached to this Agreement as 

Appendix C. 

Section 9.3 

The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

a. Formation of a Committee t o govern the LMCC 

co n s i s t i n g of up t o twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be 

appointed by the C o a l i t i o n Unions. 

b. Appointment by the C i t y and C o a l i t i o n of a Co-

Chair and Vice-Cochair as designated i n the Trust 

Agreement. 

c. A u t h o r i t y of the LMCC t o make recommendations and 

mod i f i c a t i o n s i n the health plan expected to 

r e s u l t i n savings and cost containment. 
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d. E s t a b l i s h m e n t o f a T r u s t Fund w i t h c o n t r i b u t i o n s 

p r o v i d e d by t h e C i t y o f Chicago and t h i r d 

p a r t i e s . 

Section 9.4 

For purposes of t h i s A r t i c l e , an "employee" s h a l l mean a 

C i t y employee represented by signatory labor organizations of 

t h i s Agreement. A " C o a l i t i o n Union" means s i g n a t o r i e s to t h i s 

Agreement which have executed a c o l l e c t i v e bargaining agreement 

with the C i t y . 

S e ction 9.5 

The p a r t i e s commit t o i m p l e m e n t i n g M e d i c a l Plan Design 

changes t h a t w i l l r e s u l t i n e s t i m a t e d s a v i n g s o f a t l e a s t $3 

m i l l i o n (as c a l c u l a t e d w i t h r e s p e c t t o t h e C o a l i t i o n Unions) by 

2020. The p a r t i e s w i l l work t h r o u g h t h e LMCC t o i d e n t i f y changes 

t h a t w i l l r e s u l t i n t h e r e q u i r e d s a v i n g s . I f , p r i o r t o 

January 1, 2020, t h e p a r t i e s have n o t reached agreement upon t h e 

proposed changes, each p a r t y w i l l submit i t s o f f e r o f proposed 

changes and t h e amount proposed t o be reduced, i n c l u d i n g t h e 

methodology f o r e s t i m a t i n g t h e v a l u e o f t h e proposed changes, t o 

a m u t u a l l y agreed upon a r b i t r a t o r , who w i l l be l i m i t e d t o 

s e l e c t i n g e i t h e r t h e C i t y ' s o r t h e C o a l i t i o n Unions' o f f e r . The 

o f f e r s e l e c t e d by t h e a r b i t r a t o r w i l l be b i n d i n g on t h e p a r t i e s 

and on t h e LMCC. 
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Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing their own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate confidentiality agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an employee's immediate f a m i l y 

such employee s h a l l be e n t i t l e d t o a leave of absence up t o a 

maximum of .three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the fu n e r a l i s to be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a maximum of f i v e consecutive 
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days. During such leave, an hourly employee s h a l l receive 

his/her regular s t r a i g h t time pay f o r such time as she/he i s 

required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed eight hours per day) . Salaried 

employees s h a l l receive the ..jleave of absence without a d d i t i o n a l 

compensation. 

The employee's immediate f a m i l y s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, b r o t h e r - i n - l a w , grandparents and grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the employee i s 

a court-appointed l e g a l guardian. The employer may, at i t s 

option, r e q u i r e the employee t o submit s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 Mi l i t a r y Leave 

Any employee who i s a member of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not to exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Employer w i t h the C i t y Comptroller. Any employee who i s a 
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member of the National Guard of the United States or of the 

State of - I l l i n o i s and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not to exceed f i f t e e n (15) calendar 

days i n any calendar year, provided t h a t the employee deposits 

his/her m i l i t a r y pay f o r a l l days compensated by the Employer 

w i t h the C i t y Comptroller. Any r e s e r v i s t c a l l e d f o r a c t i v e duty 

on or a f t e r September 11, 2001, s h a l l be e n t i t l e d to f u l l s alary 

and medical b e n e f i t s , provided t h a t paid leave s h a l l be 

conditioned upon payment of m i l i t a r y pay t o the Comptroller. The 

r i g h t t o t h i s a d d i t i o n a l paid leave s h a l l a u t o m a t i c a l l y 

terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Svibpoena 

An employee who serves on a jury or i s subject to a proper 

subpoena (except i f the employee i s a party to the l i t i g a t i o n ) 

s h a l l be granted a leave of absence with pay during the term of 

such absence, provided .that the employee deposits his jury duty 

pay with the City Comptroller. 

Section 10.4 Sick Leave 

Salaried—employees—whe—ar^e—granted—paid—sic!<:—] cave—ae—ei 

fe-he—execution—ef—thio Agreement—shall—continue—fee—rcccivo—fehe 

same—sick—icavo—provisions—during—fehe—torm of—this—Agreement,—ae-

long—a-s—he/she—continued t o work under a — c l a s s i f i c a t i o n — t h a t — w a - s 
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r e c e i v i n g oick leave at—fehe—execution of thio—agreement. 

Notwithstanding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and t h e r e a f t e r , said s a l a r i e d employees who receive paid s i c k 

time s h a l l accrue s i c k time at the rat e of one (1) day f o r each 

month of employment. Employees may use up t o s i x (6) days of 

sic k time per year f o r the bona f i d e i l l n e s s of f a m i l y members, 

who s h a l l i n clude (or may be expanded upon by the Ci t y ) : ( i ) 

mother, f a t h e r , husband, w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g 

blood, step or adopted), f a t h e r - i n - l a w , mother-in-law, daughter-

in-law, son-in-law, grandparents or grandchildren; or ( i i ) 

domestic p a r t n e r or the domestic partner's mother, f a t h e r , son 

or daughter ( i n c l u d i n g blood, h a l f , step or adopted), provided 

t h a t the employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the 

Department of Human Resources. I n the event an employee 

experiences a serious h e a l t h c o n d i t i o n w i t h i n the meaning of the 

Family Medical Leave Act, i e — h o s p i t a l i z e d , upon request of the 

employee, the Employer w i l l make a v a i l a b l e t o said employee up 

to the f u l l amount of si c k time the employee would have accrued 

f o r the remainder of t h a t calendar year as i f he/she were 

a c t i v e l y employed, i n order t o cover the absence r e s u l t i n g from 

the h o s p i t a l i z a t i o n and recovery. Upon his/her r e t u r n to work, 

the employee w i l l begin t o accrue sick time w i t h the s t a r t of 

the next calendar year. The Employer reserves the r i g h t to 

require an employee t o provide documentation of the i l l n e s s i n 

ques t i o n . 
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Section 10.5 Personal Leave 

Non-probationary employees may apply f o r leave of absence 

without pay f o r personal reasons. The grant and du r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accumulate f o r employees on said leaves. 

Employees who r e t u r n from said leave s h a l l be r e i n s t a t e d t o 

t h e i r former job c l a s s i f i c a t i o n , i f the Employer determines i t 

i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 

because the employee would have been l a i d o f f i f the employee 

had not been on a leave of absence, the employee may exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service provisions of t h i s Agreement. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

months of employment and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and medical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) month period for, any of the f o l l o w i n g 

reasons: • 

(1) f o r the b i r t h of an employee's c h i l d and to care f o r 

the newborn c h i l d ; 

(2) f o r the placement w i t h the employee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) to care f o r the employee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 

employee. 
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Such leave s h a l l be without pay unless the employee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's health care coverage s h a l l be maintained 

and paid f o r by the employer, as i f the employee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee desiring to take leave under t h i s Section 

s h a l l provide reasonable advance notice to the employer on a 

form provided by the employer, which form s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no less than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide notice within 48 hours after the employee 

i s able to do so. Failure to provide the notice provided for in 

thi s Section s h a l l not affect the v a l i d i t y of the leave where 

the employer has actual notice. Except as may be s p e c i f i c a l l y 

stated in t h i s Agreement, employees s h a l l take leave provided 

for as permitted by the provisions of the Family Medical Leave 

Act, including i t s rules and regulations. Employees s h a l l have 

a right to return to their regular assignment and location. 

Section 10.6 Duty D i s a b i l i t y Leave 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e employees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 

de n i a l i s l a t e r reversed, the employee s h a l l be paid up to date 
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the amount the employee was e l i g i b l e t o receive. Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d to t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . . I f the employee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreement. 

The Employer w i l l mail the i n i t i a l Duty D i s a b i l i t y payment 

within fourteen (14) days of the Employer's designated medical 

of f i c e r being advised by the employee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the employee's entitlement to Duty D i s a b i l i t y . 

Section 10.7 Medical Leave 

Non-probationary employees, s h a l l be granted medical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up t o 3 months, provided said leaves s h a l l be 

renewable f o r l i k e 3 month periods. The employer may request 

s a t i s f a c t o r y proof of medical leaves of absence. A f t e r the 

f i r s t year, such medical leaves s h a l l be extended i n up to one-

year segments. Employees on medical leaves of absence s h a l l 

r e t u r n t o work promptly a f t e r t h e i r doctor releases them t o 

r e t u r n to work. 

Emplc^yees who r e t u r n from said medical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d to t h e i r former j o b / c l a s s i f i c a t i o n i f i t i s vacant or 
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i f i t i s then occupied by an employee of lower s e n i o r i t y . I n 

a d d i t i o n , the Employer w i l l r e t u r n an employee t o the same 

geographic l o c a t i o n of h i s or her previous job assignment f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

employee's former job i s not a v a i l a b l e because the employee 

would have been l a i d o f f i f the employee had not been on a leave 

of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s i n t h i s agreement. 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n t o work promptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) months of such reinstatement 

r i g h t s f o r every year of service t o a maximum of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not meet the above e l i g i b i l i t y 

requirements and who returns t o work promptly a f t e r his/her 

doctor's release a f t e r more than one year on a medical leave of 

absence, s h a l l be returned t o his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstatement. 

•Seniority s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up t o one year. A f t e r one year, an employee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 
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Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up t o 1 employee f o r the purpose of service as Laborer 

Representative or o f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

;duration of his/her appointment t o the Union, provided 

reasonable advance n o t i c e i n w r i t i n g i s given t o the employer. 

While on such leave the employee s h a l l not incur a break i n 

continuous service. An employee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 

Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n from medical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during th e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 
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12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

S e c t i o n 1 1 . 1 
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(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police' Board Rules, whichever may be 

a p p l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more may be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure pr o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An employee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any i m p r o p r i e t y or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not commence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Employer does not have to wait an unreasonable time and the 

Employer does not have to have the i n t e r r o g a t i o n unduly delayed. 

An employee may be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said employee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance wit h the said Board's r u l e s . I t i s f u r t h e r 

provided that i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or taking 
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i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance n o t i c e of discharge, and 

has seven (7) days from r e c e i p t of the n o t i c e t o appeal. I f the 

employee does not - f i l e an appeal w i t h i n the seven (7) day 

period, the Employer may then remove the employee from the 

p a y r o l l . I f the employee appeals the- discharge, the Personnel 

Board s h a l l be requested t o set a hearing date w i t h i n the 30-day 

no t i c e period and the employee s h a l l remain on the p a y r o l l f o r 

the f u l l n o t i c e period, except i f p r i o r to completion of the 30-

day not i c e period (1) the Hearing O f f i c e r a f f i r m s the discharge; 

or (2) the employee continues the discharge hearing; or (3) the 

employee withdraws his appeal or otherwise engages in. conduct 

which delays the completion of the hearing. However, i n no 

event may the employee require the employer t o r e t a i n the 

employee on the p a y r o l l beyond the 30-day period. The Union 

s h a l l have the r i g h t t o have i t s representatives present at 

e i t h e r of the Board(s) or the grievance procedure, i n c l u d i n g 

a r b i t r a t i o n , and t o a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s • d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i m i t e d t o , the s e v e r i t y of the 

offense or the employee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable o p p o r t u n i t y to f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d to meet w i t h the employee and Union p r i o r t o 
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t a k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n emergency s i t u a t i o n s . 

Demotions s h a l l not be used as a pa r t of d i s c i p l i n e . 

Transfer s h a l l not be pa r t of an employee's d i s c i p l i n e . 

In cases of o r a l warnings, the supervisor s h a l l inform the 

employee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's immediate supervisor s h a l l meet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 

the employee an oppo r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the employee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Employer's f a i l u r e to 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

rev e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Employer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union s h a l l be given, i n w r i t i n g , a statement of the reasons 

th e r e f o r e . The employee s h a l l i n i t i a l a copy, noting r e c e i p t 

only, which s h a l l be placed i n the employee's f i l e . The 

employee s h a l l have the r i g h t t o make a response i n w r i t i n g 

which s h a l l become part of the employee's f i l e . 

Any record of d i s c i p l i n e may be re t a i n e d f o r a period of 

time not t o exceed eighteen (18) months and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 
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defined as at l e a s t two s u b s t a n t i a l l y s i m i l a r offenses during 

said 18-month period. I f an employee su c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the case of promotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Employer s h a l l n o t i f y the employee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and the subject matter, w i t h i n 30 

days of the employer being made aware of the alleged r u l e 

v i o l a t i o n . For the purposes of t h i s Section, the term "non-

egregious offense" s h a l l not include i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e - d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or remanded r e s u l t i n g in' r e s t o r a t i o n of the job, the 

Employer w i l l pay the employee's reasonable attorney's fees 

which he or she has in c u r r e d i n connection w i t h the court 

proceeding, excludi.ng fees i n c u r r e d before the Personnel or 
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Police Board. The employee s h a l l submit a post-appeal fee 

p e t i t i o n t o the Employer, which s h a l l be supported by f u l l 

documentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 

agree on the proper amount of the fees t o be paid t o the 

employee, e i t h e r p arty may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r ovisions of t h i s agreement. 

Section 11.2 Procedure For Department Review of Disciplinary 
Action Including Suspension 

Step 1. Within f i v e (5) working days a f t e r an employee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not appealable t o the Personnel or Police Board, 

or i n the case of suspensions of 11 or more days which may 

be appealed t o a r b i t r a t i o n i n l i e u of the Police or 

Personnel Board upon the w r i t t e n request of the Union, the 

Employer s h a l l conduct a meeting w i t h the Union and 

employee. D i s c i p l i n e s h a l l be administered as soon as 

possible a f t e r the Employer has had a reasonable 

o p p o r t u n i t y to f u r t h e r i n v e s t i g a t e the matter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 

meeting or f u r t h e r i n v e s t i g a t i o n , the employee may request 

i n w r i t i n g t o the department head f o r review of the said 

d i s c i p l i n a r y a c t i o n on a form provided by the Employer. 

Said request f o r review s h a l l be i n w r i t i n g and submitted 

w i t h i n three (3) working days of r e c e i p t of w r i t t e n notice 

of d i s c i p l i n e . Said review form s h a l l be p r i n t e d on the 
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back of or attached t o the n o t i c e of d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e t o submit a 

w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n w i t h i n 

three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the employee's r i g h t t o review. 

Step 2. Within three (3) working days or any mutually agreed 

upon extension a f t e r the department head or designee 

receives the employee's rec^uest f o r review, the department 

head or designee s h a l l conduct a meeting t o review the 

suspension. F a i l u r e t o conduct said meeting i n three (3) 

days w i l l r e s u l t i n automatic advancement t o Step 3 and the 

Union s h a l l so n o t i f y the Employer. At the meeting, the 

Department w i l l give the basis f o r i t s a c t i o n and the 

employee and Union r e p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the o p p o r t u n i t y t o ask questions. The 

department head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the meeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreement or f a i l u r e t o decide and 

communicate such decision w i l l r e s u l t i n automatic 

advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the 

employee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the department head or 

designee and the employee and the Union representative t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said meeting 
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s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 meeting, unless otherwise agreed by the 

p a r t i e s . The department head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

meeting. A copy of such decision s h a l l be sent t o the 

employee and the Union. I f the p a r t i e s f a i l t o meet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o m a t i c a l l y proceed t o Step 4 and the Union s h a l l so 

n o t i f y the Employer. Except where otherwise i n d i c a t e d , the 

time l i m i t s set f o r t h herein are t o encourage the prompt 

reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e to comply 

w i t h these time l i m i t s w i l l not a f f e c t the v a l i d i t y of the 

said d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the 

employee's exclusive remedy f o r a l l said d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g suspension f o r ten (10) days or less, or 

f o r suspensions of 11 days through 30 days which may be 

appealed t o a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the w r i t t e n request of the Union. 

Step 4. ' I f the matter i s not s e t t l e d i n Steps .-2 or 3, the 

Union may submit the matter t o a r b i t r a t i o n under the terms 

of t h i s Agreement. The r u l e s governing procedure f o r 

a r b i t r a t i o n s h a l l be the same as i n 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1' and 

11.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Employer and the Union or any of 
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the employees of the Employer i t represents, a r i s i n g out of the 

circumstances or conditions of employment, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Employer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s t o t h i s Agreement. 

Fa i l u r e of the Employer t o answer a grievance w i t h i n the 

time l i m i t s herein s h a l l permit the Union t o advance the case t o 

the next step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Department Head n o t i f y i n g 

him/her of advancement t o the next Step. 

Before a formal grievance i s i n i t i a t e d , the employee may 

discuss the matter w i t h his/her immediate supervisor. I f the 

problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - Immediate Supervisor 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by the Employer 

upon request, but i n the absence of such a form, 

employee or the Union may submit the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the. event 

which gives r i s e t o the grievance. The employee or 
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the Union w i l l i n d i c a t e what Section and pa r t of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fa c t s underlying the grievance, and the requested 

.remedy, and submit the grievance t o the employee's 

immediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the immediate supervisor w i l l n o t i f y the employee and 

the Union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the employee s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g to the Department 

Head or the Department Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

immediate supervisor. The name of the Department 

Head's designee s h a l l be posted f o r employees i n areas 

where employee notices are normally pos-ted and 

submitted to the Union. F a i l u r e to post and so n o t i f y 

the Union w i l l permit immediate advancement t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of notice of f a i l u r e t o post. 
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B. The Department Head or the Department Head's designee 

s h a l l meet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each month t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I meeting w i l l be f o r the Department and the 

Union t o share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o amicably resolve as 

many grievances as possible. The Department Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

more than one Step I I meeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Department Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy to the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I meeting. 

The response to the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f statement of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 
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D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved employee or 

employees. Grievances may be withdrawn without 

p r e j u d i c e at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second step, 

the Union or the Employer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t may be presented by a s i n g l e selected 

employee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f . i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be made app l i c a b l e t o a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

o b l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous to the 

employee t h a t i t could cause death or serious p h y s i c a l 

harm. The Employer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the employee does not waive 

his/her r i g h t to process the grievance. Refusal to 
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f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Employer-, but not an i n d i v i d u a l employee or employees, may 

submit the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated r e p r e s e n t a t i v e from the 

Employer's operating department, w i t h copies of the request t o 

the designated law department r e p r e s e n t a t i v e and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon- t h e r e a f t e r as the p a r t i e s mutually may 

agree, the Union s h a l l have the r i g h t t o convene a meeting w i t h 

the Employer's designated representative i n an attempt t o 

resolve the grievance p r i o r to any f u r t h e r a c t i o n being taken t o 

advance the matter t o a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such meeting to resolve the 

grievance, the Union and the Employer w i l l proceed wi t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r p a r t y may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 
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and C o n c i l i a t i o n Service under the r u l e s of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Employer and Union from mutually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted must agree as a whole to 

commencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s must 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t ' t o subpoena witnesses and 

requ i r e the production of p e r t i n e n t documents at the request of 

e i t h e r p a r t y . Each party s h a l l be responsible' f o r compensating 

i t s own representative and witnesses. The cost of a t r a n s c r i p t 

s h a l l be borne by. the p a r t y requesting the r e p o r t e r unless the 

p a r t i e s agree to share such costs. 

An a r b i t r a b l e matter must involve the meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a document incorporated by reference t h e r e t o . The 

provisions of t h i s Agreement and any other document incorporated 

by reference i n t h i s agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r party may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

60 
24 54 979.4 



a r b i t r a t o r s h a l l have no power t o amend, add t o , subtract from, 

or change the terms of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreement and 

apply them t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure or 

which would become moot due to the length of time necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved'more e x p e d i t i o u s l y , may be f i l e d at the option 

of the Union at Step I I or Step I I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union may request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p i i c a b i e 

laws and ru l e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 
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A Union re p r e s e n t a t i v e , a g r i e v a n t , and Union steward w i l l 

be permitted a reasonable amount of time without loss of pay 

during working hours to i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Employer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her immediate 

supervisor f o r permission to handle grievances on work time, i t 

being understood t h a t the operation of the Department takes 

precedence unless there i s an emergency, but such permission 

s h a l l not be denied unreasonably. A reasonable number of 

employees may attend the meeting without loss of pay; such 

meetings s h a l l be set by mutual agreement by the Employer and 

the Union. Where the Employer d i r e c t s an employee t o report f o r 

a meeting concerning a grievance at a time when the employee i s 

not scheduled to work such time s h a l l be considered time worked. 

I f there i s space a v a i l a b l e , the Employer, upon request of 

the Union re p r e s e n t a t i v e , s h a l l provide the use of a room and 

telephone, t o discuss the grievance, subject t o the Employer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION ' 

The Employer and the Union may mutually agree t o submit any 

grievance to expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually select an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o submit the 
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grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s to the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A repr e s e n t a t i v e from the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disc i p l i n a r y Investigations 

Supplementing a l l r i g h t s and processes due employees 

covered by t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

int e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , ciuring day s h i f t hours. 

B. The in t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the employee's l o c a t i o n of assignment, 

normal department l o c a t i o n or other appropriate 

l o c a l ion. 
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C. P r i o r t o an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a formal statement i s being taken, 

a l l questions d i r e c t e d to the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s permitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be informed of the nature of the matters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y 

a c t i o n , or promised a reward, as an inducement t o 

provide i n f o r m a t i o n r e l a t i n g t o the matter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the employee's a d m i n i s t r a t i v e r i g h t s , or 

the i m p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

statement the employee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 
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employee, said employee w i l l be given the s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution may be probable 

against said employee, the pr o v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said employee w i l l be 

affo r d e d h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r t o the commencement of the 

i n t e r v i e w . An employee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

employee who may be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

rep r e s e n t a t i v e of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union repres e n t a t i o n 

before commencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e p r e s e n t a t i o n 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Employer does not have the 

in t e r v i e w unduly delayed. 

J. The Employer s h a l l not compel an employee under 

i n v e s t i g a t i o n to speak or t e s t i f y .before, or t o be 

questioned by, any nongovernmental agency r e l a t i n g to 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an employee i n any forum adverse t o the 
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employee's i n t e r e s t s . The Employer w i l l not requ i r e a 

polygraph examination i f i t i s i l l e g a l t o do so. I f 

an employee i s asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 

any polygraph examination s h a l l be known t o the 

employee w i t h i n one week. 

L. This Section s h a l l not apply t o employee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e t o the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the employee has the op p o r t u n i t y t o 

respond t h e r e t o . I f an employee i s exonerated a f t e r , 

the C i t y i n i t i a l l y informed the media of the charges 

against the employee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e t o the media where the employee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

same forum as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e X .1 s t . 
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0. (1) Any evidence or i n f o r m a t i o n i n c l u d i n g employee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the employee, or i n the case of 

promotions or t r a n s f e r s . 

(2)(a) Notwithstanding the pro v i s i o n s of paragraph 

N above, at the option of the Union, a claim t h a t the 

Inspector General has v i o l a t e d the pr o v i s i o n s of t h i s 

Section may be ra i s e d i n a suppression hearing before 

a member of the permanent hearing panel l i s t e d herein, 

r a t h e r than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s o ption by 

n o t i f y i n g the employee's Department Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or ..the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing p r o v i s i o n s of t h i s Agreement. The appeal 

( s h a l l s p e c i f y the p a r t i c u l a r c ontract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l summary of 

the conduct alleged to have v i o l a t e d the Agreement. I t 

i s understood t h a t by e x e r c i s i n g t h i s o p t i o n , any and 

a l l time l i m i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 
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(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s e l e c t i n order of r o t a t i o n one of the three 

permanent hearing panel members who are chosen as 

f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

members -must be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any member of the panel resign or be removed 

upon mutual agreement of the p a r t i e s during the l i f e 

of t h i s Agreement, the p a r t i e s w i l l meet t o reach 

agreement on new panel member who must be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, 

the Employer w i l l request a panel of seven (7) 

a r b i t r a t o r s from FMCS, a l l of whom must be members of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l meet t o s t r i k e names from the l i s t , w i t h 

the Employer s t r i k i n g f i r s t , " u n t i l one name remains, 

which person s h a l l be named t o the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel member, or at such other time as the p a r t i e s may 

mutually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i m i t e d t o determining i f the Inspector General 

obtained evidence or statements i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y to 
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r u l e on the merits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2(d) The panel member s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l a ttack 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r more than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 

The Union agrees that during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s (including, but not limited to 

sympathy s t r i k e s and s t r i k e s to protect union or third party 

conduct), work stoppages, slowdowns, picketing, delays of work 

of any kind. 

Section 12.2 

The Union agrees that i t w i l l use i t s best e f f o r t s to 

prevent any acts forbidden i n t h i s A r t i c l e and t h a t i n the ev'ent 

any such acts take place or are engaged i n by any employee or 

group of employees i n the Union's bargaining u n i t , the Union 
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further agrees i t w i l l use i t s best efforts to cause an 

immediate cessation thereof. I f the Union immediately takes a l l 

necessary steps in good fai t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclaiming such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to immediately cease such a c t i v i t y , the Employer 

agrees that i t w i l l not bring action against the Union to 

establish r e s p o n s i b i l i t y for such unauthorized conduct. 

Section 12.3 

The Employer may terminate the employment of or otherwise 

d i s c i p l i n e any employee or employees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 

The Employer w i l l not lock out bargaining u n i t employees 

during the term of t h i s Agreement. 

ARTICLE 13 
DUES CHECKOFF AND FAIR SHARE 

Section 13.1 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a semimonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 
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revoked by w r i t t e n n o t i c e t o the Employer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l indemnify, defend and hold the 

Employer harmless against any and a l l claims,- demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

a c t i o n taken or not taken by the Employer f o r the purpose of 

complying w i t h Sections 13.1, 13.2, 13.3 and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n ' or 

assignment furnished under any of such p r o v i s i o n s or i n r e l i a n c e 

upon employee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union t o the Employer. 

The Employer s h a l l provide t o the Union w i t h i n t h i r t y (30) 

days name, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new employee h i r e d i n t o the Union's bargaining u n i t . 

The City and the Coalition Unions w i l l create a committee 

to review and explore the f e a s i b i l i t y of using electronic 

records and/or electronic signatures consistent with state and 

federal law which allows the City and the Union to use 

electronic authorization to v e r i f y union membership and/or 

authorize voluntary deduction of Union dues and fees from wages 

or payments for remittance to the Union. 

Section 13.2 
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I t i s f u r t h e r agreed t h a t 30 days a f t e r the l a t e r of the 

execution of the Agreement or the employee's date of h i r e , the 

Employer s h a l l deduct from the earnings of employees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions t o the Union at the same time 

t h a t the dues checkoff i s r e m i t t e d . I t i s understood t h a t the 

amount of deductions from said nonmember bargaining u n i t 

employees w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract a d m i n i s t r a t i o n and pursuing matters 

a f f e c t i n g wages, hours and other conditions of employment. 

Section 13.3 

Nothing in thi s Agreement s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such employees are members. 

Section 13.4 

Each employee who on the e f f e c t i v e date of t h i s Agreement 

i s a member of the Union, and each employee who becomes a member 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employment, maintain 

his/her membership i n the Union during the term of t h i s 

Agreement. 

Any present employee who i s not a member of the Union 

s h a l l , as a c o n d i t i o n of employment, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 
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the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n . 

A l l employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 
./ 

Agreement and who have not made a p p l i c a t i o n f o r membership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreement or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other conditions 

of employment. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Employer makes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Employer changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

retain i t s existing j u r i s d i c t i o n over the new- job t i t l e . The 

Employer w i l l not permanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the mutual 

agreement of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue t o be 

performed by said employees, except where non-unit employees 

have i n the past performed u n i t work, or i n emergencies, t o 

t r a i n or i n s t r u c t employees, t o do layout, .demonstration, 

experimental, or t e s t i n g d u t i e s , to do tro u b l e s h o o t i n g or where 
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s p e c i a l knowledge i s required, provided however, where employees 

do not report t o work because of vacations, or other absences or 

tardine s s , or f o r personal reasons during the course of the day., 

or because a l l of the employees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o complete a rush assignment, employees of 

any other u n i t represented by another Union s h a l l not perform 

the work of said employees. For example, i f a Roofer i s on 

vacation, a Plumber s h a l l not be assigned as a replacement 

Roofer. The Employer s h a l l not a r b i t r a r i l y extend the period of 

any emergency beyond the need f o r t h a t emergency. 

Notwithstanding the foregoing, i t i s understood that' i t 

s h a l l not be , a violation of t h i s Agreement i f the following 

functions are performed by members of management, regardless of 

whether they are also performed by the bargaining unit: (a) crew 

assignment and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipment and materials from vendors. Nothing 

herein s h a l l deprive members of the bargaining unit of the right 

to perform h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit employee for the purpose of 

replacing that person with a member of management. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

In the event t h a t the Union f i l e s a grievance claiming t h a t 

the Employer has v i o l a t e d the terms of t h i s Agreement by 

assigning c e r t a i n work to C i t y employees represented by another 

union, or where the Employer receives a grievance from another 

union p r o t e s t i n g the assignment of work to employees covered 

under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e to 
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the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s to the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer t o comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as to which of the unions i s e n t i t l e d t o 

perform the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Employer s h a l l have the r i g h t to invoke a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 
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Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l s e l e c t the a r b i t r a t o r . The Employer, the Union and the 

other a f f e c t e d union(s) s h a l l be p a r t i e s t o that.proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g .awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s d ecision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any time. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, p e r t a i n i n g to deferred compensation, s h a l l be 

afforded t o a l l employees of the Employer without change during 

the term of t h i s Agreement. 
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The Employer w i l l make contributions, on a dollar - f o r -

dollar basis, under a 401(a) Plan (or any similar successor Plan 

agreed to by the Coalition Unions) up to the maximvim t o t a l 

amounts per year shown below based on amounts' deferred by each 

employee i n those same years to that employee's 457 Plan, as 

follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions at l e a s t semi-annually, of the 

tot a l contributions i t has made. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes t o i n i t i a t e reasonable changes 

or a d d i t i o n s t o i t s ru l e s of conduct, which could subject 

Employees t o d i s c i p l i n e , the Employer s h a l l t ransmit four (4) 

copies of the proposed changes or a d d i t i o n s t o the Union. The 

Union w i l l consider the proposals, and upon request, the 

Employer w i l l meet w i t h the Union w i t h i n twenty (20) calendar 

days of the r e c e i p t of the proposals t o receive the Union's 

comments. Absent an emergency, the Employer w i l l not implement 

i t s proposed changes or ad d i t i o n s u n t i l the Union has had a 

reasonable o p p o r t u n i t y t o present i t s views and discuss the 

proposals w i t h the Employer. No such changes or add i t i o n s s h a l l 
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be implemented without p r i o r p u b l i c a t i o n and n o t i c e t o the 

a f f e c t e d Employees. 

Section 14.6 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l working 

environment f o r employees covered by t h i s agreement i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l maintain i n good and safe working 

c o n d i t i o n , a l l equipment necessary f o r the safe and proper 

performance of the job. 

(b) In furtherance of those e f f o r t s , a j o i n t s a f ety 

committee s h a l l be established which s h a l l be composed of s i x 

(6)^ representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Employer. The purpose of the committee 

s h a l l be t o discuss and t o make recommendations concerning 

occupational safety and health issues a f f e c t i n g employees. A l l 

recommendations of the committee w i t h respect t o safety and 

health issues s h a l l be submitted i n w r i t i n g t o the appropriate 

Department Head w i t h a copy t o the Union and the D i r e c t o r of 

Labor Relations. The Department Head s h a l l promptly issue a 

w r i t t e n .response t o the committee concerning the Department's 

views regarding the committee's recommendations. 

The p a r t i e s may decide, from time to time, t o r e f e r c e r t a i n 

safety issues and concerns to the personnel of the a f f e c t e d 

Department(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d employee(s). The Department 

safety personnel w i l l meet and confer w i t h a representative of 
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the a f f e c t e d Union about such issues and report back t o the 

Committee on any decisions or recommendations concerning them. 

(c) The j o i n t s a f ety committee s h a l l meet at l e a s t once a 

month, or otherwise by mutual agreement. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s 

faced w i t h an unsafe working c o n d i t i o n , the employee i s required 

to perform the task i n question unless the employee's, 

performance of an assigned task presented the strong l i k e l i h o o d 

of s u b j e c t i n g the employee t o imminent danger of death or 

serious i n j u r y . I f the . employee, w i t h no reasonable 

alternative, refuses in good f a i t h to perform that task and 

expose himself to that dangerous condition, he w i l l not be 

subject to d i s c i p l i n e . In order to avoid d i s c i p l i n e under t h i s 

paragraph, the condition must be of such a nature that a 

reasonable person, under the circumstances, would conclude that 

there i s a r e a l , substantial, and imminent danger of death or 

serious injury. In addition, the employee must also have sought 

from the Employer, and have been unable to obtain, correction of 

the situation before refusing to perform the task in question. 

Section 14.7 Information to Union 

The Employer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimiam, the following information: 

• Payroll Period 

• Payroll Number 
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• Employee Number 

• Name 

• T i t l e Code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . , address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This information w i l l be sent or provided to the Union 

e l e c t r o n i c a l l y following the conclusion of each pay period. To 

ensure the safety and security of the information the City w i l l 

make a secured f i l e transfer protocol (SFTP) available to the 

Union to receive the information. 

e n — a — m o n t h l y — b a s i s — a — b a r g a i n i n g — u n i t — r e p o r t — e f — c u r r e n t — a c t i v e 

employeeo,—fehe—list—fee—include—employee—name,—address,—social 

s e c u r i t y — n u m b e r , — t i t l e , — p a y — s c h e d u l e , — g r a d e , — c u r r e n t — p a y — r a t e , 

s t a t u s , — c o n t i n u o u s — s o r v i c e — d a t e , — t i m e — i n — t i t l e , — d a - f e e — e i — b i r t h , 

race—and sex. 

ihe—Employer—shall—also—provide—fee—fehe—Union—en—a—monthly 

b a s i s — a — 

/~,-rT«>-sl ^ T 7 ̂  ^ f-> 

b a r g a i n i n g — 

-H h -1 -h ' H I T 

u n i t a c t i v i t y — r e p o r t 

\ -1 r-' h —% t - t - O , T T -1 . /-\ 

o f — c u r r e n t — a c t i v e 

~\ r~ o K" 
^ I [ -LU y LJ .J 

S e r v i c e — 

L 1 1 L W ± _L ± 

Resignations -; Career Service Die charges; Non-

Li i. L- J. 

-Career 
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Service Terminations; Loavos ef Absence; Suspensions; 

Reinstatement 0;—Reappointments;—Transfers—(change of—department 

-aftd change ef p a y r o l l ) ; Appointmento (vjhich also includes 

promotions—and dcmotiono);—and Deaths. 

Each—month—fehe—Employer—will—provide—fee—fehe—Union—fehe 

currcnt—month ' o—bargaining—unit—activ^ity—report—aftd—fehe—updated 

report—from the previous month. 

Section 14.8 Subcontracting 
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The Employer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or employer who 

i s not i n compliance w i t h the area standards established under 

and pursuant t o the formula used by the United States Department 

of Labor administering the Davis-Bacon Act. Notice of any such 

c o n t r a c t i n g or subcontracting s h a l l be given t o the Union at 

leas t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The noti c e 

s h a l l be i n w r i t i n g and s h a l l contain the name and address of 

the party who w i l l perform the work, a d e s c r i p t i o n of the work 

t o be performed and any other relevant data to enable the Union 

to determine compliance w i t h t h i s Section. I n the event such 

pa r t y i s determined not t o be i n compliance w i t h the said area 

standards, the Employer s h a l l w i t h h old payouts and s h a l l not 

contract or subcontract f u r t h e r w i t h any such p a r t y u n t i l the 

Union and the Employer receive a w r i t t e n and enforceable 

assurance of compliance. 

In the event t h a t the Employer determines t o subcontract 

u n i t work under t h i s Agreement., and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Employer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Department, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y 'to p'erform the required work without f u r t h e r 
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t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her t o perform 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the employment of employees subject to layoff. During 

that meeting the Employer w i l l request and urge that the sub

contractor hire l a i d off employees. 

Section 14.9 Automobile Reimbursement 

Employees who are required by the Employer t o use t h e i r own 

automobiles i n the performance of t h e i r job s h a l l receive 

mileage reimbursement ,at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a maximum of $250 per month. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maximum reimbursement w i l l 

increase t o $350.00 per month. E f f e c t i v e February 1, 2008, the 

maximum reimbursement w i l l increase t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the maximum reimbursement w i l l 

increase t o $550.00 per month. Thereafter, the maximum 

reimbursement w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking mileage reimbursement 
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must submit t h a t l request on a form provided by the Employer. 

Payment f o r mileage expenses w i l l be made on a monthly basis. In 

the event th a t during the l i f e of t h i s Agreement the Employer 

s h a l l implement f o r any group of employees an automobile expense 

reimbursement program which i s more favorable t o employee's than 

the provisions of t h i s paragraph, upon not i c e from the Union, 

the Employer w i l l meet and dis.cuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program t o employees 

covered by t h i s Agreement. 

Upon request by e i t h e r p a r t y made no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l meet t o discuss any proposed 

changes t o t h i s Section 14.9. 

Section 14.10 F i l l i n g of Permanent Vacancies 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

posting. Said vacancy s h a l l be posted for 14 days on the CAREERS 

website. The posting s h a l l contain at l e a s t the following 

information: job t i t l e , q u a l i f i c a t i o n s , days off, s h i f t , hours, 

work location, i f known, and rate of pay. The posting s h a l l also 

identify the nvimber of positions to be f i l l e d . I f the number to 

be f i l l e d changes, the Employer s h a l l promptly notify the Union. 

Prior to the commencement of the selection process, the Employer 

w i l l provide the Union with a l i s t of q u a l i f i e d bidders. 

454979.4 



Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents considered during the hi r i n g process, 

including documents such as the r e f e r r a l l i s t , employment 

decision foirm, hiring information summary, and hir i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such docooments to the Union. Bidders who are not selected s h a l l 

be so not i f i e d by the Department Head and informed of the 

reasons for non-selection. 

The successful bidder for any jobs under t h i s Section s h a l l 

have an evaluation period, not to exceed s i x t y (60) days, to 

demonstrate that he/she can perform the job. I f the Employer has 

j u s t cause based on the employee's job performance at any time 

during that period that the successful bidder cannot perform the 

job, then the successful bidder s h a l l be returned to the job 

he/she held j u s t prior to the awarding of the bid, displacing, 

i f necessary, any employee who has been placed into said job. 

Section 14.11 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 
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limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 
f 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination that the 

employee i s un f i t for duty and the employee's physician 

c e r t i f i e s that the employee i s f i t for duty, the employee may 

el e c t or the Employer may require the employee, at the 

Employer's sole expense, to be subject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 

duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the independent 

physician and the IME s h a l l be f i n a l and binding. The employee 

s h a l l execute a l l •HIPAA waivers and other forms necessary i n 

order to permit access to a l l medical records related to his/her 

condition, and the City s h a l l agree to secure and maintain the 

confidential nature of a l l medical records obtained through t h i s 

process. 

ARTICLE 15 
LAYOFFS AND RECALL 

S e c t i o n 1 5 . 1 
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Probationary employees w i t h more than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior employee 

i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t 

provided the a b i l i t y , q u a l i f i c a t i o n s t o perform the required 

work, and the employee's job performance are equal among the 

other employees i n the job. 

" S e n i o r i t y " s h a l l mean, f o r purposes of t h i s Section, the 

employee's continuous service i n any bargaining u n i t t i t l e (s) 

Citywide. 

A l a i d - o f f employee may displace (bump) the l e a s t senior 

employee, i f any, i n the most recent lower job t i t l e the 

employee t o be l a i d o f f has held, provided the employee t o be 

l a i d o f f has .the then present a b i l i t y t o perform the job t o the 

Employer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Employees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

In the event any ef—fehe provisione of this Agreement s h a l l 

be or become inval i d or unenforceable by reason of any f i n a l and 

binding court decision, as well as any Federal or State Law or 

Local Ordinance now existing or hereinafter enacted, such 

i n v a l i d i t y or unenforceability s h a l l not affect the remainder of 

the provisions hereof, which s h a l l remain in f u l l force and 

effect. The i n v a l i d or unenforceable provision s h a l l be subject 

to re-negotiation by the Parties within a reasonable period of 
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time . ihe—parties—agree—fee—meet—and—adopt—revised—provisiono 

vjhich would be i n conformity w i t h the law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Employer i n w r i t i n g , of the names 

of the Stewards i n each department or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Employer promptly of any changes. 

Stewards w i l l be permitted t o handle and process grievances 

r e f e r r e d by employees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of time, 

or unreasonably i n t e r r u p t the work of employees. Stewards s h a l l 

n o t i f y t h e i r immediate supervisors i n advance of t h e i r i n t e n t i o n 

t o handle and process grievances. Supervisors may not 

unreasonably withhold permission t o the stewards t o engage i n 

such a c t i v i t i e s . 

Employees a c t i n g as Union Stewards s h a l l not be 

dis c r i m i n a t e d against nor be t r a n s f e r r e d .from t h e i r job 

c l a s s i f i c a t i o n s or departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union'Stewards from t h e i r 

job c l a s s i f i c a t i o n s or departments, other than i n an emergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 

Section 17.2 Union Rights 

The Union s h a l l have the r i g h t and r e s p o n s i b i l i t y to 

represent the i n t e r e s t s of a l l employees i n the Unit, t o present 
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i t s views to the City on matters of concern, either o r a l l y or in 

writing, and to consult and be consulted with, in respect to the 

formulation, development and implementation of p o l i c i e s and 

programs affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal working hours, t o enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of ent r y s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not t o i n t e r f e r e w i t h normal operations. The 

Employer may be able t o change or set r u l e s of access, provided 

t h a t any change i n current p r a c t i c e s must be reasonable and 

subject t o the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

service t o i t s c i t i z e n s i n a safe and economic manner. the 

p a r t i e s to t h i s Agreement recognize t h a t drug and alcohol abuse 

i n the workplace has a d e l e t e r i o u s e f f e c t on the health and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Cit y and employees covered by t h i s Agreement serve. 

Furthermore, the economic cost of p r o v i d i n g h e a l t h care services 
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t o employees who abuse drugs and alcohol has put an increasing 

burden on the C i t y ' s .^finance . 

The Employer and the Union maintain a strong commitment t o 

p r o t e c t people and property, and to provide a safe working 

environment. To t h i s end, the employer has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r employees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreement urge employees who have such 

problems to u t i l i z e the Program's services. 

To maintain a workplace which provides a safe and health 

work environment for a l l employees, the following drug and 

alcohol program i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Items & Substance: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

employee on the job or the premises of the Employer. 

(c) Employer Premises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other vehicles 

owned, leased or used by the Employer as job s i t e s or work 

l o c a t i o n s and over which the Employer has a u t h o r i t y as employer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage t o 

property to which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 
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( f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or p h y s i c a l impairment due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Di s c i p l i n a r y Action 

(a) A l l employees must re p o r t t o work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable them t o perform t h e i r jobs i n a safe 

manner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation • of two 

supervisors, the Employer has reasonable cause t o b e l i e v e t h a t 

an employee i s under the i n f l u e n c e of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t t o subject t h a t employee t o a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

employee may be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative. 
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the employee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Employer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the in f l u e n c e of drugs 

or alcohol while on duty and on the 

Employer's premises; 

(i v ) are found i n possession of alc o h o l , drugs or 

drug paraphernalia, or are found s e l l i n g or 

d i s t r i b u t i n g drugs or drug paraphernalia, on 

the Employer's.premises. 

(c) A l l adverse employment action taken against an 

employee under this program s h a l l be subject to the grievance 

and arbitration procedures of t h i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer may re q u i r e drug ' and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t 

two supervisors have reasonable cause to 

believe t h a t an employee has reported to 

work under the in f l u e n c e of or i s at work 

under the i n f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t may - be required i f an employee i s 

involved i n a workplace accident or 

f i g h t i n g ; 
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( i i i ) a t e s t may be required as pa r t of a f o l l o w -

up t o counseling or r e h a b i l i t a t i o n f o r 

substance abuse f o r up t o a one year period. 

(b) Employees t o be test e d w i l l be required t o sign a 

consent form and chain of custody form, assuring proper 

documentation and accuracy. I f an employee refuses t o sign a 

consent form a u t h o r i z i n g the t e s t , he or she w i l l be subject t o . 

te r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and may consist of e i t h e r blood or urin e t e s t s , or both. 

The Employer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

-test f o r the presence of al c o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conform t o the 

procedures s p e c i f i e d i n the NIDA gui d e l i n e s f o r f e d e r a l 

workplace drug t e s t i n g programs, dated A p r i l 11, 1988 and as may 

be amended here a f t e r by the relevant agency of the Department of 

Health and Human Services. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they may be amended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presumptively e s t a b l i s h t h a t the test e d 

employee was under the i n f l u e n c e of drugs. 

( f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood- alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 
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i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the t e s t e d 

employee was under the in f l u e n c e of a l c o h o l . 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be 

borne by the Employer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Commissioner of Personnel or h i s designee i n the manner t o be 

prescribed by the Commissioner. The app l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissioner w i l l inform the ap p l i c a b l e department head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 

ret e s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Commissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said "sample t o the 

second la b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as to the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t sample, or t o preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal from 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No la b o r a t o r y report or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are part of a 
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personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

special locked f i l e maintained by the Commissioner of Personnel, 

except as such d i s c l o s u r e may be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

may p a r t i c i p a t e i f they wish i n the v o l u n t a r y Employee 

Assistance Program. This a r t i c l e w i l l not diminish any language 

to the contrary i n any other C o a l i t i o n Union Agreement. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i m i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

and t r a i n i n g programs and t o provide e.xpanded post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s f o r such 

graduates. I n conjunction w i t h the execution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreement w i t h the C i t y of 

Chicago, the Parties s h a l l enter i n t o a supplemental memorandum 
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of understanding regarding the structure, implementation, 

monitoring and enforcement of t h i s I n i t i a t i v e . Said memorandum 

sha l l be attached to t h i s Agreement as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l g enerally include the f o l l o w i n g : 

a. A commitment by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A commitment by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t p prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g programs. I n p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and t o expand post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s . 
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c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps t o f u l f i l l the commitments set f o r t h i n 

t h i s A r t i c l e and supplemental memorandum attached hereto'. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t from said date t o June 30, 20172022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year t o 

year unless at lea s t 60 days and not more than 120 days p r i o r to 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire to amend, add t o , subtract from or 

terminate t h i s Agreement. 

In the event such n o t i c e of a desire t o amend, add t o , or 

subtract from the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t iations concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 
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s h a l l expire on such 30th day of _ June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d t o s h a l l be 

considered t o have been given as of the date shown on the 

postmark, w r i t t e n notices' may be tendered i n person, i n which 

case the date of noti c e s h a l l be the w r i t t e n date of r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e c ontract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h 

respect t o a l l matters subject t o c o l l e c t i v e bargaining. The 

Employer '̂ and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any matter which i s 'subject t o 

c o l l e c t i v e bargaining whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such matter may not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation. Holiday or other paid time o f f , or 

voluntary unpaid time o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreement, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

employees covered by t h i s agreement. 

* ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be e f f e c t i v e from the date upon which 

i t i s r a t i f i e d by the Ci t y Council of the C i t y of Chicago, but 
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no e a r l i e r than July 1, 20072017, and s h a l l remain i n e f f e c t 

through.11:59 p.m. on June 30, 20172022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the a p p l i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care program mandating s i g n i f i c a n t changes 

i n health insurance b e n e f i t s t h a t becomes law and 

i s e f f e c t i v e during the term of t h i s Agreement; 

2. The lack of achievement of h e a l t h care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishment and a d m i n i s t r a t i o n 

of the Labor-Management Cooperation Committee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 

pr o j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared to h e a l t h care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 
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(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as stat e d i n subsection (a) above, 

the LMCC s h a l l make such adjustments t o the 

Plan as are necessary, i n c l u d i n g but not 

l i m i t e d t o adjustments i n deductibles, co-

' pays and co-insurance, t o prevent the cost 

increase from exceeding 8% as measured i n 
i 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as st a t e d i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y may e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party—reserves—fehe—right—fee—reopen—this 

A g r e e m e n t — i f t — o r d e r — f e e — n e g o t i a t e — f e h e — H e a l t h — P l a n — s e f e — f o r t h — i f t 

Article—9—ne—later—than—June—3-&7—2011—aftd—June—3^-7—2015,—er—ift 

fehe—event—fehe—City—ei—Chicago—is—awarded—fehe—2016—01 ymp i c—Gafflco, 

June 30, 2014. 
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(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

ei t h e r , p a r t y t o t h i s Agreement has t h i r t y (30) days to n o t i f y 

the other p a r t y of i t s i n t e n t t o reopen t h i s Agreement i n order 

t o negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t t o reopen n e g o t i a t i o n s pursuant t o t h i s 

p r o v i s i o n , i t s h a l l submit w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ni n e t y (90) days w i t h i n which t o 

reach agreement on the A r t i c l e . I f the p a r t i e s f a i l t o reach 

agreement at the conclusion of t h a t n i n e t y (90) da-y period, each 

par t y reserves the r i g h t to reopen the e n t i r e Agreement. 

Non-Prevailing Wage Rate Reopened 

Four-Year: Thio—Agreement—may^—be-—reopened—fee—further 

nogotiato—fehe—non-prevailing—wage—rates—governing—fehe—second 

five-year—feerw (07/01/2012 fee—06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4-^—in the—event—that—(-a-)—the C i t y n o t i f i e s — f e l ^ e — C o a l i t i o n 

that—ife—ha-s—nefe—reached—a—successor—agreement—fee—a—then—current 

f our-yoar—agreement—expiring—en—June—3-0-^^ 2011—regarding—an 

across-the-board percentage incrcaoc f e r other unionized 

e m p l o y e e s — i n — n o n - p r e v a i l i n g —w a g e — r a t e — c l a s s i f i c a t i o n s — d e f i n e d — i f t 

fe^^e—^^Me—iee—Clause"—by—March—3i7—2 012 ; — e r — f b ^ fehe—Coalition 
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n o t i f i e s — t h e C i t y of—ifee—intent—fee—terminate—fehe—^44e—Too Clause" 

by March 31, 2012. 

Fivc-Ycar : This—Agreement—m a y—be—reopened—fee—further 

negotiate—fehe—non-pre vailing—wage—ratco—governing—feh-e—occond 

f i v e year—fee^m (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e 

Section—4-?—in the event that—(-a^—the C i t y n o t i f i e s the C o a l i t i o n 

that—ife—ha-s—nefe—reached—a—succeooor—agrccmont—fee—a—then—current 

five-year—agreement—expiring—en—June—3-9-? 2012—regarding—an 

acrooo—thc-board percentage increase f e r other unionized 

employees— i n—non-prevail i n g — w a g e — r a t e — c l a s s i f i c a t i o n s — d e f i n e d — i n 

fehe—"Me Too Clause" by Octobor 31,—2 0 1 2 ; — e r — f b ^ — t h e C o a l i t i o n 

n o t i f i e s — f e h e — C i t y of—ife-s—intent—fee—terminate—fehe—^^-Me—Too Clauoc" 

by October 31, 2012. 

i f — a n y — e f t e — o f .the—foregoing—events—occuro,—cither—party—fee 

t h i s Agreement—ha-s—thirty—(-3-0^—days t o n o t i f y tho—other p a r t y of 

ifee—intent—fee—reopen—thio—Agreement—ift—order—fee—negotiate—fehe 

non-prevailing—wage—rates—governing—fehe—second—five—year—term 

(07/01/2012—fee—06/30/2017)—eefe—forth—in Article— 4 - ,—Section—4-T-

S h o u l d — c i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n e g o t i a t i o n s — p u r o u a n t — f e e 

t h i o — p r o v i s i o n , i f e — s h a l l — s u b m i t — w r i t t e n — n o t i c e — f e e — f e h e — o t h e r 

p a r t y — a f t d — f e h e — C i t y — s h a l l — f t e f e — b e — o b l i g a t e d — f e e — m a kc—fehe—wage 

ad j u s t mcnts—sefe—forth—in—Article— 4 - ,—Section— 4 - . Thereafter,—fehe 

p a r t i e s — h a v e — n i n e t y — ( 90)—days—within—which—fee—reach—agreement—eft 

fe^^e—Article . f f — f e h e — p a r t i e s — f a i l — f e e — r e a c h — a g r e e m e n t — a f e — f e h e 
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conclusion—ef—that—ninety—(-9-9-)—day—period,—each—party—reserves 

fehe—right—fee—reopen the—entire. Agreement. 

Other Reopener 

In the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t to reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed t h i s document as of 

the day of , 2007 2018. 

CITY OF CHICAGO UNITED UNION OF ROOFERS, 
WATERPROOFERS AND ALLIED 

WORKERS LOCAL 11 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and Tr a i n i n g Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Management Cooperation Committee est a b l i s h e d 

under A r t i c l e 19 to 'explore and recommend the consid e r a t i o n of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and Tr a i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i m i t e d t o : 

a. A m u l t i - p r o j e c t labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c ontractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum number of apprentices on the p r o j e c t as 

permitted under the terms and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement ( s ) ; and ( i i ) a l l c o n t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h 
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the U.S. Department of Labor's Bureau of Apprenticeship and 

Tra i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO; 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree to the f o l l o w i n g i n a Side L e t t e r to t h i s Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes to the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive health care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, i n c l u d i n g but 

not l i m i t e d t o the f o l l o w i n g areas: 

Expanded Disease Management Program 

HRA and Bio-metric Screening 

Health Fairs 

Weight Management Program 

Imaging Review Service 

L i f e t i m e Maximum 

Subscriber Share for Hospital B i l l s and Co-insurance 

Exclusion for S e l f - i n f l i c t e d I n j u r i e s . 

Comprehensive Communication andfOutreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Memorandum of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending 

Section 3(a) to r e f l e c t the Unions' p r e f e r r e d approach t o the 

four 10-hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive some or a l l of the monetary 

make whole remedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order to. conclude ne g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y t o waive 

some or a l l of the monetary make whole remedies. U n t i l such an 

agreement i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be o b l i g a t e d to implement the monetary make whole 

remedies i n the Award. In a d d i t i o n , i f such an agreement i s not 
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reached by December 1, 2007, the p a r t i e s s h a l l submit .the issues 

of the Unions' proposed amendment to Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f from the monetary make whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

Operating Engineers 150 - Deckhands 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer") and the Operating Engineers 150 - Deckhands 

( h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose of 

e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages, and other terms and 

conditions of employment f o r the employees represented by the 

Union. 

In r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n : 

Deck Hand 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect t o rates of pay, wages, hours and other 

terms.and conditions of employment. The term "employee" as used 
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herein, r e f e r s t o the above job c l a s s i f i c a t i o n , unless s p e c i f i e d 

t o the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Employer, except only as they may be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly inclusive-, are a l l 

matters concerning or r e l a t e d t o the management of the 

Employer's operations and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties" or or g a n i z a t i o n of the Employer's operations, or other 

economic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o make and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipment and ma t e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 
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(but not l i m i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t t o determine the number of employees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required t o insure maximum e f f i c i e n c y of operations; 

to e s t a b l i s h and enforce f a i r production standards; and t o 

determine the size, number and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the p r o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal employment opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and nothing in 

this Agreement s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that t h i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect 

a f f e c t the seniority'provisions of t h i s Agreement. 

Section 3.2 No Discrimination 

Neither the Employer nor the Union s h a l l d i s c r i m i n a t e 

against any employee covered by t h i s Agreement i n a manner which 

would v i o l a t e any a p p l i c a b l e laws because of race, c o l o r . 
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religion, national origin, age, sex, marital status, mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievance of Alleged Violation 

Grievances by employees alleging violations of this A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

this Agreement, but s h a l l not be subject to arbitration unless 

mutually agreed by the parties. 

Section 3.4 Reasonable Accommodation 

I n the event the Employer s h a l l be required t o make a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an app l i c a n t or incumbent 

employee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreement, the Employer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the union. The prov i s i o n s of A r t i c l e 11 of 

t h i s Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r may 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreement and the employee's r i g h t s under t h i s Agreement, 

provided t h a t no incumbent employee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July 1, 20O17, employees covered by t h i s 

Agreement s h a l l continue t o receive the hourly r a t e being paid 
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t o c r a f t s or job c l a s s i f i c a t i o n s doing s i m i l a r kinds of work i n 

Cook County pursuant t o the formula c u r r e n t l y used by the United 

States Department of Labor i n admin i s t e r i n g the Davis-Bacon Act 

as c u r r e n t l y being paid t o said employees as set f o r t h i n 

Appendix A appended t o and made a pa r t of t h i s Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning in 20^17, through the period ending June 30, 20i^22, 

the wage ra t e r e f e r r e d t o i n the immediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on. 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 4.3 Non-Prevailing Wage Rates Governing F i r s t Five— 
Yoaro of thi s Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l employees who are i n non- p r e v a i l i n g 

ra t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 
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Year 1-̂  

• Effective 07/01/2007 i% 01/01/2018 - 2.00% 

• Effective 01/01/2008 2 . 25°o 01/01/2019 - 2.25% 

Year 2: 

• Effective 01/01/2009 3^ 01/01/2020 - 2.00% 

Year 3: 

• Effective 01/01/2010 3% 01/01/2021 

Year 4: 

2.25% 

• Effective 01/01/2011 3 . 25°o 01/01/2022 - 2.00% 

Year 5: 

• — E f f o c t i v c 01/01/2012 •- 3.5°o 

Section—4-r-4 Non-Prevailing—Wage—Rates—Governing—Second—Five-
Ycar Torm (07/01/2012 to 06/30/2017) 

E f f e c t i v e — t h e — f o l l o w i n g — d a t e s , — f e h e — C i t y — v ^ f i l l — m a ke—fehe—wage 

ad j ustments—below—f-er—aii—employees—whe—ar^e— i n—non-prevailing 

r a t e — c l a o o i f i c a t i o n o — a n d vjho—ar^e—either—en—fehe—payroll—ae—e-f—fehe 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t o : 

Year 6rT-

•—Effective 01/01/2013 2% 

Year 7 

E f f e c t i v e 01/01/2014 
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Year 8: 

• — E f f e c t i v e 01/01/2015 - 2°o 

Year 9: 

* — E f f e c t i v e 01/01/2016 2% , 

Year 10: 

• — E f f e c t i v e 01/01/2017 2°o 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees 

i n n o n - p r e v a i l i n g wage ra t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r r egular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n no n - p r e v a i l i n g r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non-prevailing wage r a t e c l a s s i f i c a t i o n s * * receive 

a lump sum payment i n any contract year, employees i n non-

p r e v a i l i n g rate c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the same lump sum payment i n any such year. The p a r t i e s 

agree to confer regarding the t i m i n g , amount and implementation 

of any wage adjustment or lump sum payment under t h i s Section 

p r i o r to such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Department 

and uniformed members of the Chicago Fire Department. 
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Section 4.5 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected employees who, as of August—2r-,—2007 the 

date of f i n a l r a t i f i c a t i o n of thi s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal employees who 

are e l i g i b l e for rehire, or are former employees who r e t i r e d 

effective between July 1, 20072017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the City Council, inclusive. 

Section 4.6 Out of Grade Pay 

An employee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such time from the f i r s t 

day of the assignment. The Employer agrees t h a t i t w i l l make 

such assignments f o r not less than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days, except where a regular 

inc\imbent i s on leave of absence, in which case the time l i m i t 

for acting into such position may not exceed one (1) year, and 
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no individual employee can act up into that position for more 

than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the pa r t i e s . I f the one hundred eighty (180) day 

l i m i t i s extended to one (1) year due to a regular incvimbent on 

leave of absence or by mutual agreement of the pa r t i e s , 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein, 

the position s h a l l be treated as a "permanent vacancy" within 

the meaning of Section - of th i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" siibject to 

the applicable provisions of that Section. 

Section 4.7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l p e riod i n which i t i s earned. A l l overtime or 

premium pay s h a l l be paid t o employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) In the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 
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base, overtime and/or premium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the employee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l , submit a p a y r o l l 

dispute t o the Department timekeeper on the "Employee 

Pa y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's submission of such , Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Department w i l l submit a 

supplemental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the employee's 

complaint. Shortages less than $100.00 w i l l be- added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o the employee the sum of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g to newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i m i t e d to duty d i s a b i l i t y ) , overtime 

earned under the City's emergency snow removal program, and 
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inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect t o the payments r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement, 

[e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Committee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The C i t y ' s members of the Committee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives t o serve as members of the Committee. The 

Committee w i l l meet not less than q u a r t e r l y , or more 

f r e q u e n t l y as the need may a r i s e , t o review ongoing issues 

regarding p a y r o l l , compliance w i t h t h i s Section, or other 

issues of mutual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreement. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from time-to-time a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f meetings w i t h Department heads t o review and address 

..pending p a y r o l l i n q u i r i e s from bargaining u n i t employees. 
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ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 The Workday and Work Week 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The normal work week s h a l l consist of f i v e (5) consecutive 

8-hour days and two (2) consecutive days o f f , except where the 

Employer's operations require d i f f e r e n t scheduling needs. The 

Employer w i l l n o t i f y the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 midnight (one minute a f t e r 11:59 P.M. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. The normal workday s h a l l begin at 7:30 A.M. and end at 

3:30 P.M., as d i r e c t e d by the Employer. 

The Employer may change the time of i t s normal work day or 

work week upon reasonable n o t i c e t o , and upon request, 

discussion w i t h the Union. 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Employer may change the established s t a r t i n g time of the Monday 

through Friday work day f o r a department, bureau, work u n i t , 

crew or i n d i v i d u a l upon fourteen (14) days w r i t t e n n o t i c e t o the 

Union and a f f e c t e d employees, and discussion wi t h the Union. 

Said s t a r t i n g times s h a l l not be scheduled more than two (2) 

hours before the regular s t a r t i n g times c u r r e n t l y i n e f f e c t i n 
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t h i s Agreement. A l l such changes, unless otherwise agreed to by 

the parties, s h a l l be in effect for a minimum of one (1) week, 

and s h a l l provide for the same starting times each day of that 

period. No employee s h a l l be placed on a s p l i t s h i f t without 

agreement by the Union. Failure to comply with thi s provision 

s h a l l result in the payment of appropriate premium time to 

affected employees. 

Section 5.2 Overtime 

A l l work performed i n excess of 40 hours worked per week; 

or i n excess of 8 hours worked per day when the employee has 40 

hours of work or excused absences; or on Saturday as such when 

Saturday i s not p a r t of the employee's regular work week; or on 

the s i x t h consecutive day worked, s h a l l be paid f o r at one and 

one-half (1 1/2) times the regular s t r a i g h t time hourly r a t e of 

pay. A l l work performed on Sunday, when Sunday i s not p a r t of 

the employee's regular work week; or the seventh consecutive day 

worked, s h a l l be paid f o r at two (2) times the regular hourly 

r a t e of pay. Such overtime s h a l l " be computed on the basis of 

completed f i f t e e n minute segments. Employees e.xempt from the 

Fair Labor Standards Act s h a l l not be e l i g i b l e f o r overtime 

under t h i s Section. There s h a l l be no pyramiding of overtime 

and/or premium pay. Daily and/or weekly overtime and/or premium 

pay s h a l l not be paid f o r the same hours worked. 
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A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 

Section 5.3 Overtime Eqpjalization 

A reasonable amount of overtime and/or premium time s h a l l 

be a condition of continued employment. Overtime and/or premium 

time referred"to in this Agreement, s h a l l be offered f i r s t to 

the employee doing the job. A l l overtime w i l l be distributed as 

equally as feasible over a reasonable period of time among the 

employees within the same c l a s s i f i c a t i o n and within the same 

work location. 

Section 5.4 Reporting Pay 

When an employee reports f o r his or her r e g u l a r l y scheduled 

s h i f t , the employee s h a l l receive a minimum of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Department of h i s or her current telephone 

number. 

I f the employee works more than two (2) hours, he or she 

s h a l l receive a minimum of four (4) hours work or pay f o r t h a t 

day. I f the employee works more than four (4) hours, he or she 
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s h a l l be guaranteed eight (8) hours work or pay for that day. An 

employee who does not complete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 

option of using a portion of accrued vacation, personal or 

compensatory time for that day upon notice to the Employer. 

Section 5.5 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a minimum 

of two (2) hours pay at the appropriate overtime r a t e from the 

time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o • an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods" which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 

In the event a General Foreman or Foreman i s d i r e c t e d by 

the Employer to respond to emergency c a l l s from home and outside 

of his or her regular working hours, he or she w i l l be granted 

compensatory time at the appropriate r a t e f o r a l l v e r i f i e d time 

spent responding t o the emergency from home, wi t h a minimum of 

15 - minutes of compensatory time t o be granted i n any calendar 
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day on which any such emergency responses were required, up t o a 

maximum of two hours of compensatory time i n any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and/or compensatory time which 

employees have accumulated as o f June 1, 2018 i n excess o f 160 

hours s h a l l be p a i d t o employees i n the form of cash w i t h i n 30 

days f o l l o w i n g June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t t o have such compensatory time p a i d out i n 

the form of pay not l a t e r than the second r e g u l a r payday 

f o l l o w i n g the end of the p a y r o l l p e r i o d i h which i t i s earned or 

may accumulate such time up t o a maximiom of 160 hours. 

Use o f compensatory time s h a l l be s t i b j e c t t o the 

o p e r a t i o n a l needs of the Employer. A l l accumulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be p a i d t o employees i n the 

form of cash a t t h e i r c u r r e n t r a t e of pay. Nothing herein s h a l l 

be construed as t o allow the Employer t o f o r c e an employee t o 

use accrued compensatory time. 
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ARTICLE 6 
HOLIDAYS 

Section 6.1 Current Holidays 

a) F u l l - t i m e hourly employees s h a l l receive e i g h t hours 

str a i g h t - t i m e . p a y f o r the holidays set f o r t h below: 

1. New Year's Day 

2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7 . Columbus Day 
8 . Thanksgiving Day 
9. Christmas Day 

provided the employee works the f u l l scheduled workday 

immediately preceding and the f u l l scheduled workday immediately 

f o l l o w i n g such holiday. 

b) The b e n e f i t s set f o r t h i n (a) above s h a l l be paid 

provided the employee i s i n pay status the f u l l scheduled work 

day immediately preceding and the f u l l scheduled work day 

immediately f o l l o w i n g such holiday, or i s absent from work on 

one or both of those days w i t h the Employer's permission; such 

permission s h a l l not be unreasonably denied. 

c) Employees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreement. At the employee's 

option, the personal day may be sch.eduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 
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Agreement. I f the employee elects not to schedule said personal 

day in advance under the vacation selection procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Employer. I f the employee i s required 

or allowed to work on such designated day, the employee s h a l l 

receive the appropriate holiday premium rate. An employee may 

elect to carry over the personal day to the following calendar 

year provided such carry over s h a l l not exceed five (5) personal 

days. Employees may not designate such personal day in 

connection with an existing holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

written notice and approved by the Employer. New employees who 

commence work for the Employer after June 30 s h a l l not be 

.eligible for this personal day u n t i l the following calendar 

year. . 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1 he/she s h a l l be paid at the r a t e of 

two (2) times (which includes holiday pay) his/her normal hourly 

r a t e f o r a l l hours worked. 

I f the employee i s not required to work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such employee s h a l l be paid 

eight hours at s t r a i g h t time f o r such holiday. 
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A l l holiday time s h a l l be considered time worked f o r the 

purposes of computing overtime except where the holiday f a l l s on 

the employee's day o f f . 

Section 6.3 Failure to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s 

to report to work, the employee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other emergency. 

Section 6.4 Holiday Observance 

Except f o r employees whose, r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For employees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an employee's vacation 

period the Employer s h a l l have the o p t i o n of g r a n t i n g the 

employee an extra day's pay or an e x t r a day of vacation at a 

time mutually agreed upon between the employee and the 

department head, provided the employee works the f u l l scheduled 

workday immediately preceding and the f u l l scheduled workday 

immediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Employer f i n d s t o b e . v a l i d . 
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ARTICLE 7 
VACATIONS 

Section 7.1 Amount 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of .. each year f o l l o w i n g the year i n which they were 

employed. An employee w i l l earn the f o l l o w i n g amounts of paid 

vacation, based on such employee's ciontinuous- service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service p r i o r t o July 1 Vacation 

Less than 6 years " 13 days 

6 years or more, but less than 14 years 18 days 

14 years or more 23 days 

a f t e r 24 years 24 days 

a f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro ra t a vacation i f : 

1. The employee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and 

i s on the p a y r o l l as of January 1 of the current 

calendar year; or 

2. "' The employee was separated from employment, other than 

f o r cause, during a calendar year i n which the 

employee d i d not have twelve (12) months of continuous 

service. 
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The amount of pro r a t a vacation i s determined by d i v i d i n g 

the number of months of continuous service the f u l l - t i m e 

employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

amount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole number of days. Employees separated from employment, 

other than f o r cause, w i l l be paid on a supplemental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-time employees who work at l e a s t 80 hours per month 

earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Employer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 F o r f e i t of Vacation 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

employee was denied vacation by the employer, • or (2) the 

employee i s on an approved leave of absence, or (3) the employee 

e l e c t s i n w r i t i n g t o carry over vacation days (up t o three (3) 

such vacation days of accrued and unused vacation days f o r 

employees w i t h less than ten (10) years of s e r v i c e , and up t o 

f i v e (5) days of accrued and unused vacation days f o r employees 

w i t h ten (10) or more years of service) f o r use i n d i v i d u a l l y or 

consecutively during the next vacation year, provided t h a t 

n o t i c e of such e l e c t i o n s h a l l be gi.ven t o the employer before 

21 
24 54 982.4 



December 15 of the vacation year. Carry over days s h a l l not 

count against an employee's maximum number of s i n g l e use 

vacation days provided f o r under t h i s Agreement. Such carry over 

vacation days must be scheduled i n the then current year for use 

i n the next year. Cancellation or re-scheduling of carry over 

days s h a l l be controlled by the provisions set forth i n the 

Agreement under Vacation Picks , upon—mutual—agreement—ef^—fehe 

employer,—vjhich—agreement—shall—nefe—be—unreasonably—denied—er^ 

withhold, and such carry over days must be taken on or before 

April June 30 of the next vacation year (or within six (6) 

months, in the case of an employee's return from an approved 

leave of absence). Nothing herein s h a l l l i m i t or prohibit the 

Employer from allowing the employee to reschedule carry over 

before June 30^^, or approving the rescheduling of carry over 

days beyond June 30*^. Employees on duty d i s a b i l i t y , s h a l l retain 

any vacation leave earned prior to being placed on duty 

d i s a b i l i t y leave, together with a l l vacation time' earned during 

the period of duty d i s a b i l i t y for the twelve (12) months 

following the date in which the person became disabled, and 

s h a l l be entitled to use such vacation time within twelve (12) 

months follov;ing their return to work. 

Section 7.4 Employees Laid-Off or Discharged 

Employees who are terminated for cause are not en t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 
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discharge i s e n t i t l e d to the amount of vacation pay i n t h e i r 

bank at the time of resignation. Employees s h a l l not earn 

vacation credit for any period during which they are on layoff 

or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of th i s Agreement. 

In the event of the death of an e l i g i b l e employee, the surviving 

widow, widower or estate s h a l l be e n t i t l e d to any vacation pay 

to which the deceased employee was e n t i t l e d . 

Section 7.5 Rate of Pay 

The rate of vacation pay s h a l l be computed by multiplying 

the employee's straight time hourly rate of pay in effect for 

the employee's regular job at the time the vacation i s being 

taken, times 8 hours per day, times the number of days' vacation 

to which the employee i s e n t i t l e d . Salaried employees s h a l l 

receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

i n the department, provided however, the Department Head s h a l l 

have the r i g h t to determine the number and scheduling of crews 

and employees who can - be on vacation at any one time wit'^hout 

hindering the operation of the Department. The Department w i l l 

not designate any time or period during the calendar year when 
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e l i g i b l e employees would be p r o h i b i t e d from • scheduling and 

t a k i n g vacation time. 

Employees s h a l l make vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

Department w i l l respond to the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days from the 

date the request i s received by the Department, except i n cases 

where the request i s made f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe manpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable t o the immediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment 'of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payment to the employee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees to reschedule the vacation days l o s t . 

Cancellation of approved -.. vacation requests which would 

r e s u l t i n serious provable f i n a n c i a l loss t o an employee s h a l l 

24 
24 54 982.4 



occur only in the most extreme emergencies. In the event of 

such cancellation, the Employer wil.l reimburse the employee for 

reasonable losses incurred as a direct r e s u l t of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Reciprocity With Other Agencies 

Any employee—of t h e — C i t y of Chicago h i r e d p r i o r — t o A p r i l — 9 - r 

198 6—whe—has rendered—service—fee—fehe—County—ef^—Cook,—fehe—Chicago 

Park D i s t r i c t , fehe Chicago Housing A u t h o r i t y , fehe Foreot 

P r e s e r v e — D i s t r i c t , — t h e — M e t r o p o l i t a n — S a n i t a r y — D i o t r i c t — o f Greater 

Chicago,—fel^e—State— e i—Illinoio,—fehe—Chicago—Board—ef^—Education, 

fehe—City—Collegco—ei—Chicago,—Community—College—Diotrict—508 , 

fehe—Chicago—Transit—Authority,—fehe—Public—Building—Commiooion—ei 

Chicago, fehe—Chicago—Urban—Transportation—Diotrict, and—fehe 

Rogional—Transportation—Authority,—ohall—have— t h e—right—fee—have 

fe-he—period—ei—such—service—credited—and—counted—fer—the purpose 

ei—computing the—number—ei—;/caro—ei—service—a-s—an—employee—ei 

t h e — C i t y — f e - r — v a c a t i o n s , — p r o v i d e d — t h a t — s u c h — s e r v i c e — h a - s — b o o n 

continuouo ocrvice . However, vacation time accrued while 

working f-er another p u b l i c agency i e nefê  t r a n s f e r a b l e . 

Employeeo—hired—after—April—9-,—198 6—whe—render—service—ier—a-ny 

other—employer—ae—statod—abovo—shall 'have—fehe—right—fee—have—the 

period—ei—such—service—credited—a-nd—counted—ier—the—purpooc—ei 

computing—fehe—number—ei—years—ei—service—a-s—an—employee—ef—the 
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C i t y — f e r — v a c a t i o n s , — p r o v i d o d — a — m a j o r i t y — e i — o t h e r — e m p l o y e e s — e i 

the Employor receive such c r e d i t . 

Section 7.8 Non-Consecutive Vacation Days 

Employees may receive up to five s i x of their vacations 

days one or more days(s) at a time as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such days(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks .such days so late 

in the vacation year that the employee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 

charged with a single, non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on either side of his/her regularly scheduled days off and 

then schedules a single vacation day on the opposite side of the 

regularly scheduled days off, then the single day s h a l l be 

considered consecutive with the other vacation days and the 
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employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees may designate and use at t h e i r o p t i o n up t o f i v e 

-f5-}- s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreement as sick days t o cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of f a m i l y , members, who s h a l l include (or 

may be expanded upon by the C i t y ) : ( i ) mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

part n e r i s r e g i s t e r e d w i t h the Department o f Hviman Resources. 

The Employer reserves the r i g h t t o ask the employee t o f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g t o use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inform the 

representative of the Employer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . Salaried employees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreement s h a l l be i n e l i g i b l e 

to use vacation days as sick days while they have a v a i l a b l e 

unused s i c k days. 
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ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service means continuous paid employment from 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employment. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or le s s ; or 

2. An absence where the employee i s adjudged 

e l i g i b l e f o r duty d i s a b i l i t y compensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal employees who work a minimum of 

eighty (80) hours per month s h a l l be c r e d i t e d 

w i t h continuous service f o r the time worked. 

Continuous service c r e d i t w i l l not be earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) Unpaid leaves of absence f o r more than 30 days or 

l a y o f f f o r more than 30 days, unless employees 

are allowed t o accumulate • s e n i o r i t y under t h i s 

Agreement. 
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(b) Seasonal employment of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward 

continuous service f o r the time worked. 

(c) Seasonal employment i n excess of 120 days i n any 

calendar year s h a l l be c r e d i t e d toward continuous 

service. 

Section 8.3 Rociprocity 

Employees—hired—prior—fee—April— 9 - ,—198 6—whe—have—rendered 

ocrvicc to—fel^e—County—ei—Cook,—fehe—Chicago—Park—Diotrict,—fehe 

F o r e o t — P r c o c r v e — D i s t r i c t , — t h e — C h i c a g o — H o u o i n g — A u t h o r i t y , — f e ^ 

M e t r o p o l i t a n — S a n i t a r y — D i o t r i c t — e i — G r e a t e r — C h i c a g o , — f e h e — S t a t e — e i 

I l l i n o i s , fehe—Chicago—Board—ei—Education, C i t y — C o l l c g c o — e i 

Chicago, Co m m u n i t y — C o l l e g e — D i s t r i c t — 5 0 8 , fehe—Chicago—Tranoit 

Authority,—Public—Building—Commission—ei—Chicago,—fehe—Chicago 

U r b a n — T r a n s p o r t a t i o n — D i s t r i c t — a n d — f e h e — R e g i o n a l — T r a n s p o r t a t i o n 

A u t h o r i t y — o h a l l — h a v e — f e h e — p e r i o d — e i — s u c h — s e r v i c e — c r e d i t e d — a f t d 

countod—f-er—fehe—purpose—ei—advancement—vjithin—longevity—salary 

ocheduleo . H o v j c v e r , — e m p l o y e e s — h i r e d — a f t e r — A p r i l — 9 - , 198 6—whe 

render—service—for any other—employer—ae—stated above—shall—have 

i h e — r i g h t — f e e — h a v e — f e h e — p e r i o d — e i — s u c h — s e r v i c e — c r e d i t e d — a - n d 

countod—f-er—fehe—purpooc—ei—advancement—vjithih—longevity—oalary 

schedules—provided a majority of—other—employees—ef—fehe—Employer 

receive—ouch—credit. 

Section 8.4 Break i n Service 
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Notwithstanding the provisions of any ordinance or r u l e t o 

the contrary, continuous service of an employee i s broken, the 

employment r e l a t i o n s h i p i s terminated, and the employee s h a l l 

have no r i g h t t o be re h i r e d , i f the employee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

days without n o t i f y i n g the employee's authorized Employer 

'representative unless the circumstances preclude the Employee, 

or someone on h i s behalf, from g i v i n g such n o t i c e , does not 

a c t i v e l y work f o r the Employer f o r twelve (12) months (except 

f o r approved f u l l time Union representative leaves or medical 

leaves of absence and duty d i s a b i l i t y leaves) , or i s on l a y o f f 

f o r more than twelve (12) consecutive months i f the employee has 
1 

less than five (5) years of service at the time of the layoff, 

or i s on layoff for more than two (2) years i f the employee has 

five (5) or more years of service at the time of the layoff. 

Section 8.5 Probationary Employment 

New employees, h i r e d a f t e r r a t i f i c a t i o n o f t h i s Agreement, 

w i l l be regarded as probationary employees f o r . the f i r s t e-ix—(-6-)-

twelve (12) months of t h e i r employment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary employees continuing i n the service of the 

Employer a f t e r e i ^ i (-6-)- twelve (12) months s h a l l be career 

service employees and s h a l l have t h e i r s e n i o r i t y date made 

r e t r o a c t i v e to the date o f ^ t h e i r o r i g i n a l h i r i n g . Probationary 
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employees may be disciplined or discharged as exclusively 

determined by the Employer and such Employer action s h a l l not be 

subject to the grievance procedures, provided that, (1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Employer, within i t s discretion, rehires a former 

employee who did not complete his/her probationary period within 

one year from the employee's termination, and said former 

employee had served 90 days or more of his/her probationary 

period, a l l time previously served in the probationary period 

s h a l l be counted for purposes of determining when the said 

employee completes his/her probationary period. A probationary 

employee who has served 90 days or more of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for employment in the same job t i t l e in the 

department from which he/she was l a i d off, so long as he/she 

does not refuse an offer of employment, and does not suffer a 

break in service under Section 8.4 ' of thi s Agreement. Seasonal 
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employees who have worked without a break i n service or who have 

worked more than twelve (12) consecutive months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary employees' s h a l l be compensated at the 

same ra t e as career service employees. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Employer s h a l l provide t o employees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the same terms and conditions 

applicable to said other employees, provided f u r t h e r , said 
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b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 

(b) Employees who participate in the Employer medical care 

plan or an HMO s h a l l make the following contributions toward 

their health care coverage, based on the applicable percentage 

of t h e i r base salary, subject to the then-applicable salary cap: 

i-) employee medical c o n t r i b u t i o n s â ee based en a 

composite—1.6%—ei—base—salary—fer—single,—employee—aftd—one,—aftd 

family—levelo—ei—coverage—a-s—opecificd—below. Fer—example,—fehe 

c o n t r i b u t i o n s — a f e ^ — s e l e c t e d — o a l a r y — l e v e l s — p e r — p e y — p e r i o d — a r ^ — a e 

f o l l o w o : 

ANNUAL 
c7\T j\r>y 

S I N G L E 
-1 noo-\ o 

EMPLOYEE+1 
-1 ccnnno. 

F A M I L Y 
1 Q70R9-

^1 \XJI \ t \ 1 X . 3 iL O X b X . 3 1 3 1 0 X . Jl 1 3 3 h 

ji-r\ -i-r> 'i.'^0 nnn 1 ^ Rn 1 Q nn nn 
u p L C J V J ' U , U U C J 

c o n n n1 
X iL . 3 3 

1 ^ PR 
J V . 3 3 

10 7 R 
i.. i.^ . 3 3 

A fiT 
Cf 3 3 , 3 3 X 

CAO nnn 
X iL . O 3 

11 1 A 
X J . 13 

^ f, 3 3 
i^ ^ . 3 3 

3 P ̂  
Cf *i 3 , 3 3 3 

t c: n nnn 
_L / . J_ 4 

O 1 AO 

i^ 3 . 3 3 

O O q - 1 A^ OR 
Cf 3 3 , 3 3 3 

*f^n nnn 
iL X . H iL 

OC. n n 

i.. . 3 X 

Q /I Q /I Q 1̂  
Cf 3 3 f 3 3 3 

c:nn nnn 
iL 3 . 13 

on. nn 
3 J . *i J 

Af. Cll Al 
Cf 1 3 , U U U 

* o 0 nnn 
i^ J . J J 

A '^1 
' ^ 3 . 3 1 

R f,f, 
J / . * i / 

Cf t b 3 , U U U 

con nnn 
3 H , iL 1 

"5 P R R 
3 iL . 3 3 

R 0 d nr> o n 
Cf Q ly f 17 1? 1? 

$ 9 0 , 0 0 0 ^ 
..J \j , 3 3 

3 8 . 6 0 
3 J . iL 

5 9 . 3 0 
t J , O J 

7 3". 95 

S a l a r y 

S i n g l e Employee + 1 F a m i l y Cap 

J u l y 1, 2017 1.2921% 1.9854% 2.4765 $90,000 

J u l y 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

J u l y 1, 2019 2.2921% 2 . 9854% 3.4765% $115,000 

J u l y 1, 2020 2.7921% 3.4854% 3.9765% $130,000 
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A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

-3-)- e f f e c t i v e — J u l y — h , — 2 0 0 6 — e m p l o y e e — m e d i c a l — c o n t r i b u t i o n s 

e r e — b a s e d — e n — a — c o m p o s i t e — 2 . 0 % — e - f — b a s e — s a l a r y — i e r — s i n g l e , 

cmployoc—a-nd—one,— a n d—family—lovclo—ei—coverage—ae—opecificd, 

below.—Fer—example,—fehe—contribut i o n o — a f e — o c l c c t c d — s a l a r y — I c v c l o 

per pay period are as—follows: 

ANNUAL SINGLE EMPLOYEE+1 FAMILY 
SALARY 1.2921°o 1 . 9854°o 2 . 4765°o 

* n R 1 coo OQ c o n c n. 
CJllCJCJi. i-f 3 3 , 333 

'^'^0 0 01 

V -I ' . ' X 

^ 1 f , 1 R 

Cf iL 3 . 0 0 
CO A QO 

Cf iL 1 . 3 3 
c o n n c 

Cf 3 3 , 3 3 X 

CAO 000 

X3 . X 3 

•^,^1 R (1 
Cf iL *i . O iL 
COO nn 

Cf 3 3 . 3 3 
C A-\ OO 

Cf H 3 , 3 3 3 

5̂Rn nnn 
Cf iL X . 3 H ^ 
COC no 

Cf 3 3 , 3 J 

" ^ A l "5 fi 

Cf *i X . iL o 

R 1 R 0 
3 3 , 3 3 3 

n nnn 
V ^ CJ . J i^ 
coo on 

Cf *i X . 3 3 
AO CA 

Cf 3 X , 3 3 

fi 1 0 1 
Cf 3 3 , 3 3 3 
Cl Ci 000 

Cf .J iL . 3 3 

fin 
Cf *± J . 3H 

RT 01 
VOX. J X 
cno oo 

V 1 3 , 3 3 3 

'^fiO 000 

Cf 3 1 . 3 J 

'^A'^ 0'^ 
C? 3 1 . J X 

fi fi I P 

Cf t iL . iL 3 . 

'^9," ' R R 
•j^ 3 3 , 3 3 3 

$ Qn nnn 
V i ^ • CJ ' 

•5/19 ^ R 
Cf 3 3 . X O 

A ^ R 
Cf O iL . 3 3 
* no on 

Cf Ij 3 , 3 3 3 

$100,000 
V T O . H 3 

$53. 84 — 
Cf / *i , *l U 

$82.73 
Cf J i^ . \J 1 

$103.19 

Aii—contributions—shall—be—made—en—a—pre-tax—basis—and—a^e 

payable on a per pay period basis.-

(c) . The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 

provisions of insurance p o l i c i e s between Employers and insurance 

companies. 

(d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject to 
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the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e t o q u a l i f i e d 

employees. The Employer may o f f e r coverage under more than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement t o the contrary. 

(f ) Where both husband and wife or other f a m i l y members 

e l i g i b l e under one f a m i l y coverage are employed by the Employer, 

the Employer s h a l l pay f o r only one f a m i l y insurance or f a m i l y 

health plan. 

(g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the"term of t h i s 

Agreement. 

(h) Consistent w i t h the terms of the Employer's e x i s t i n g 

Group Health Care Plan, and the ap p l i c a b l e r u l e s thereof, 

employees who ,are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 

maximum of 12 weeks, subject to the terms of the Plan and any 

other applicable provisions of t h i s Agreement. Employees who are 
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r e c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

cc5ntinued medical coverage as provided under the terms of the 

Plan and i t s applicable r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, employees must make a l l i n d i v i d u a l medical 

c o n t r i b u t i o n s as ̂ required under t h i s A r t i c l e and the terms of 

the Plan and i t s applicable r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided notice thereof, the form of which may include, but i s 

not l i m i t e d t o , a COBRA not i c e , a HIPAA n o t i c e , a w r i t t e n 

communication from the Employer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be siibject to an annual deductible of $35 per household. 

Ef f e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

subject to an annual deductible of $75 per household. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree to create a Jo i n t Labor Management Cooperation 

Committee ("LMCC") pursuant t o applicabl e s t a t e and fed e r a l law. 

The purpose of the LMCC i s to research and make recommendations 

and decisions w i t h i n ' i t s a u t h o r i t y r e l a t e d t o the achievement of 

s i g n i f i c a n t and measurable savings i n the cost of employee 
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health care during the term of this Agreement. The Parties 

s h a l l memorialize their intent to create t h i s LMCC by executing 

an Agreement and Declaration of Trust ("Trust Agreement") 

contemporaneously with the execution of each Coalition Union's 

co l l e c t i v e bargaining agreement with the City of Chicago. Said 

Trust Agreement s h a l l be attached to th i s Agreement as 

Appendix C. 

Section 9.3 

The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

a. Formation of a Committee t o govern the LMCC 

co n s i s t i n g of up t o twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be 

appointed by the C o a l i t i o n Unions. 

b. Appointment by the C i t y and C o a l i t i o n of a Co-

Chair and Vice-Cochair as designated i n the Trust 

Agreement. 

c. A u t h o r i t y of the LMCC t o make recommendations and 

mod i f i c a t i o n s i n the health plan expected t o 

r e s u l t i n savings and cost containment. 

d. Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided .. by the C i t y of Chicago and t h i r d 

p a r t i e s . 
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Section 9.4 

For purposes of this A r t i c l e , an "employee" s h a l l mean a 

City employee represented by signatory labor organizations of 

this Agreement. A "Coalition Union" means signatories to this 

Agreement which have executed a co l l e c t i v e bargaining agreement 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 

million (as calculated with respect to the Coalition Unions) by 

2020. The parties w i l l work through the LMCC to identify changes 

that w i l l r e s u l t i n the required savings. I f , prior to 

January 1, 2020, the parties have not reached agreement upon the 

proposed changes, each party w i l l submit i t s offer of proposed 

changes and the amount proposed to be reduced, including the 

methodology for estimating the value of the proposed changes, to 

a mutually agreed upon arbitrator, who w i l l be limited to 

selec.ting either the City's or the Coalition Unions' offer. The 

offer selected by the arbitrator w i l l be binding on the partie s 

and on the LMCC. 

Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions infoirmation, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 
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data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing their own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate con f i d e n t i a l i t y agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

I n the event of a death i n an employee's immediate f a m i l y , 

such employee s h a l l be e n t i t l e d to a leave of absence up t o a 

maximum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a maximum of f i v e consecutive 

days. During such leave, an hourly employee s h a l l receive 

his/her regular s t r a i g h t time pay f o r such time as she/he i s 
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required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed e i g h t hours per day) . Salaries 

employees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The employee's immediate f a m i l y s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r - i n 

law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n - l a w , 

b rother-in-law, grandparents grandchildren, court-appointed 

l e g a l guardian, and a person f o r whom the employee i s a c o u r t -

appointed l e g a l guardian. The employer may, at i t s o p t i o n , 

require the employee t o submit s a t i s f a c t o r y proof of death 

and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 M i l i t a r y Leave 

Any employee who i s a member of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g program or perform other d u t i e s 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not to exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 
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deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Employer w i t h the C i t y Comptroller. 

Any employee who i s a member of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate authorities to attend a training program or 

perform other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not to exceed 

fi f t e e n (15) calendar days in any calendar year, provided that 

the employee deposits his/her military pay for a l l days 

compensated by the Employer with the City Comptroller. Any 

r e s e r v i s t called for active duty on or after September 11, 2001, 

s h a l l be e n t i t l e d to f u l l salary and medical benefits, provided 

that paid leave s h a l l be conditioned upon payment of m i l i t a r y 

pay to the Comptroller. The right to t h i s additional paid leave 

s h a l l automatically terminate upon termination of active duty. 

Section 10.3 Jury Duty Leave/Subpoena 

An employee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the employee i s a p a r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the term of 

such absence, provided t h a t the employee deposits h i s j u r y duty 

pay w i t h the C i t y Comptroller. 
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Section 10.4 Personal Leave 

Non-probationary employees may apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of such 

leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. S e n i o r i t y 

s h a l l accumulate f o r employees on said leaves. Employees who 

r e t u r n from said leave s h a l l be r e i n s t a t e d to t h e i r former job 

c l a s s i f i c a t i o n , i f the Employer determines i t i s vacant or i f i t 

i s then occupied by an employee w i t h lower s e n i o r i t y . I f the 

employee's former job i s not a v a i l a b l e because the employee 

would have been l a i d o f f i f the employee had not been on a leave 

of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreement. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

months of employment and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and medical leave f o r a period of up to twelve (12) work weeks 

•during any twelve (12) month period f o r any of the f o l l o w i n g 

reasons 

(1) f o r the b i r t h of an employee's c h i l d and to care f o r 

the newborn c h i l d ; 

(2) f o r the placement w i t h the employee of a c h i l d f o r 

adoption or f o s t e r care; 
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(3) t o care f o r the employee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; and 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 

employee. 

Such leave s h a l l be without pay unless the employee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e ' , the employee's health care coverage s h a l l be maintained 

and paid f o r by the employer, as i f the employee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee d e s i r i n g t o take leave under t h i s Section 

s h a l l provide reasonable advance n o t i c e t o the employer on a 

form provided by the employer, which form s h a l l be approved by 

the Union. Reasonable advance not i c e s h a l l be no less than ten 

(10) days; and where advance not i c e cannot be provided, the 

employee s h a l l provide n o t i c e w i t h i n 48 hours a f t e r the employee 

i s able t o do so. F a i l u r e t o provide the n o t i c e provided f o r i n 

t h i s Section s h a l l not a f f e c t the v a l i d i t y of the leave where 

the employer has actual n o t i c e . Except jas may be s p e c i f i c a l l y 

stated i n t h i s Agreement, employees s h a l l take leave provided 

f o r as permitted by the provisions of the Family Medical Leave 

Act, i n c l u d i n g i t s rules and r e g u l a t i o n s . Employees s h a l l have 

a r i g h t t o r e t u r n t o t h e i r regular assignment and l o c a t i o n . 
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Section 10.5 Duty D i s a b i l i t y Leave 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e employees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 

den i a l i s l a t e r reversed, the employee s h a l l be paid up t o date 

the amount the employee was e l i g i b l e t o receive. Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the employee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service p r ovisions of t h i s Agreement. 

The Employer w i l l mail the i n i t i a l Duty D i s a b i l i t y payment 

w i t h i n fourteen (14) days of the Employer's designated medical 

o f f i c e r being advised by the employee or h i s physician of the. 

occurrence of a j o b - r e l a t e d i n j u r y , provided that there i s no 

dispute as t o employee's entitlement' to Duty D i s a b i l i t y . 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

44 
2 4 54 982.4 



mail the i n i t i a l Duty D i s a b i l i t y payment within ten working days 

upon receipt of v e r i f i e d authorization from the approving 

authority. Subsequent payment for e l i g i b l e employees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 

denial i s l a t e r reversed, the employee s h a l l be paid up-to-date 

the amount the employee was e l i g i b l e to receive. Employees who 

return from said leaves s h a l l be reinstated to their former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee with lower seniority. I f the employee's former job 

c l a s s i f i c a t i o n i s not available because the employee would have 

been l a i d off i f the employee had not been on a leave of 

absence, the employee may exercise seniority rights in 

accordance with the subject to the layoff, r e c a l l and break-in-

service provisions of thi s Agreement. 

Section 10.6 Medical Leavesi 

Non-probationary employees s h a l l be granted medical leaves 

of absence upon request. Said medical leaves .of absence s h a l l 

be granted f o r up t o 3 months, provided said leaves s h a l l be 

renewable f o r l i k e 3-month periods. The employer may request 

s a t i s f a c t o r y proof of medical leaves of absence. A f t e r the 

f i r s t year, such medical leaves s h a l l be extended i n up t o one-

year segments. Employees' on medical leaves of absence s h a l l 

r e t u r n to work promptly a f t e r t h e i r doctor releases them t o 

r e t u r n to work. 
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Employees who r e t u r n from said medical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former j o b / c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an employee of lower s e n i o r i t y . In 

a d d i t i o n , the Employer w i l l r e t u r n an employee t o the same 

geographic l o c a t i o n of h i s or her previous job assignment f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

employee's former job i s not a v a i l a b l e because the employee 

would have been l a i d o f f i f the employee had not been on a leave 

of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject to l a y o f f , r e c a l l and break-in-

service p r ovisions i n t h i s Agreement. 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n to work promptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) months of such reinstatement 

r i g h t s f o r every year of service t o a maximum of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not .meet the above e l i g i b i l i t y 

requirements and who returns t o work promptly a f t e r his/her 

doctor's release a f t e r more than one year on a medical leave of 

absence, s h a l l be returned t o his/her former job c l a s s i f i c a t i o n 
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i f the job i s vac:ant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up t o one year. A f t e r one year, an employee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 

Section 10.7 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up t o 1 employee f o r the purpose of service as Representative or 

o f f i c e r w i t h the I n t e r n a t i o n a l , State, D i s t r i c t Council or Local 

Organization .of the Union f o r the d u r a t i o n of his/her 

appointment t o the Union, provided reasonable advance n o t i c e i n 

w r i t i n g i s given t o the Employer. While on such leave the 

employee s h a l l not incur a break i n continuous service. An 

employee on said leave of absence s h a l l not be e l i g i b l e f o r any 

b e n e f i t s as an employee. 

Employees who r e t u r n from Union leaves of absences s h a l l 

have the'same r i g h t s as employees who r e t u r n from medical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during their regularly scheduled s h i f t . 
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Section 10.8 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 
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maximiom amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of t h i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

Section 10.9 Sick Leave 

Ef f e c t i v e January 1, 1998 and thereafter, s a l a r i e d 

employees who receive paid sick time s h a l l accrue sick time at 

the rate of one (1) day for each month of employment. Employees 

may use up to s i x (6) days of sick time per year for the bona 

fide i l l n e s s of family members, who s h a l l include (or may be 

expanded upon by the City) : (i) mother, father, husband, wife, 

brother or s i s t e r (including blood, step or adopted), father-in-

law, mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic partner or the domestic 

partner's mother, father, son or daughter (including blood, 

half, step or adopted), provided that the employee's domestic 

partner i s registered with the Department of H\iman Resources. In 

the event an employee experiences a serious health condition 

within the meaning bf the Family Medical Leave Act, i s 

hospitalized, upon request of the employee, the Employer w i l l 

make available to said employee up to the f u l l amount of sick 

time the employee would have accrued for the remainder of that 

calendar year as i f he/she were a c t i v e l y employed, in order to 

cover the absence resulting from the hospitalization and 

49 
24 54 982.4 



recovery. Upon his/her return to work, the employee w i l l begin 

to accrue sick time with the s t a r t of the next calendar year. 

The Employer reserves the right to require an employee to 

provide documentation of the i l l n e s s in question. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

ap p l i c a b l e . Notwithstandihg the foregoing, suspensions of 11 

days or more may be appealed to a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure provisions herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 
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(b) An employee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any i m p r o p r i e t y or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not commence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Employer does not have to wait an unreasonable time and the 

Employer does not have to have the i n t e r r o g a t i o n unciuly delayed. 

An employee may be discharged f o r j u s t cause before the 

Personnel or Police Board hearings, provided t h a t said emplo.yee 

s h a l l be guaranteed, upon a request, a f u l l hearing before said 

Board i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance noti c e of discharge, and 

has seven (7) days from r e c e i p t of the n o t i c e t o appeal. I f the 

employee does not f i l e an appeal w i t h i n the seven (7) day 

period, the Employer may then remove the employee from the 

p a y r o l l . I f the employee appeals the discharge, the Personnel 

Board s h a l l be requested to set a hearing date w i t h i n the 30. day 

n o t i c e period and the employee s h a l l remain on the p a y r o l l f o r 

the f u l l n otice period, except i f p r i o r t o completion of the 30 

day n o t i c e period, (1) the Hearing O f f i c e r a f f i r m s the 
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discharge; or (2) the employee continues the discharge hearing; 

or (3) the employee withdraws hi s appeal or otherwise.engages i n 

conduct which delays the completion of the hearing. However, i n 

no event many the employee req u i r e the Employer t o r e t a i n the 

employee on the p a y r o l l beyond the 30 day period. The Union 

s h a l l have the r i g h t t o have i t s representatives present at 

e i t h e r of the Board(s) or the grievance procedure, i n c l u d i n g 

a r b i t r a t i o n and t o a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i m i t e d t o , the s e v e r i t y of the 

offense or the employee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable o p p o r t u n i t y to f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d t o meet w i t h the employee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n emergency s i t u a t i o n s . 

Demotions s h a l l not be used as a p art of d i s c i p l i n e . 

Transfer s h a l l not be part of an employee's d i s c i p l i n e . 

In cases of o r a l warnings, the supervisor s h a l l inform the 

employee t h a t he/she i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 
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employee's immediate supervisor s h a l l meet w i t h the employee and 

n o t i f y him/her of the accusations against the employee a'nd give 

the employee an op p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the employee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

rev e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Employer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union s h a l l be given, i n w r i t i n g , a statement of the reasons 

t h e r e f o r e . The employee s h a l l i n i t i a l a copy, noting r e c e i p t 

only, which s h a l l be placed i n the employee's f i l e . The 

employee s h a l l have the r i g h t t o make a response i n w r i t i n g 

which s h a l l become pa r t of the employee's f i l e . 

Any record of d i s c i p l i n e may be re t a i n e d f o r a period of 

time not t o exceed eighteen (18) months and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at le a s t two s u b s t a n t i a l l y s i m i l a r offenses during 

said 18-month period. I f an employee su c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Employer s h a l l not 
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use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the case of promotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Employer s h a l l n o t i f y the employee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject matter, w i t h i n 30 

calendar days of the Employer bein'g made aware of the alleged 

r u l e v i o l a t i o n . For purposes of t h i s Section, the term "non-

egregious offense" s h a l l not include i n d i c t a b l e c r i m i n a l 

offenses, gross in s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e - d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board to the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Employer w i l l pay the employee's reasonable attorney's fees 

which he or she has incurred i n connection w i t h the court 

proceeding, excluding fees incurrecl before the Personnel or 

Police Board. The employee s h a l l submit a post-appeal fee 
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p e t i t i o n t o the Employer, which s h a l l be supported by f u l l 

documentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 

agree on the proper amount of the fees t o be paid t o the 

employee, e i t h e r p a r t y may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s Agreement. 

Section 11.2 Procedure For Department Review of Di s c i p l i n a r y 
Action Including Suspension 

Step 1. 

Within f i v e (5) working days a f t e r an employee receives 

w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y a c t i o n , i n c l u d i n g a 

suspension f o r ten (10) days or less which i s not appealable t o 

the Personnel or Police Board, or i n the case of suspensions of 

11 or more days which may be appealed t o a r b i t r a t i o n i n l i e u of 

the Police or Personnel Board upon the w r i t t e n request of the 

Union, the Employer s h a l l conduct a meeting w i t h the Union and 

employee. D i s c i p l i n e s h a l l be administered as soon as possible 

a f t e r the Employer has had a reasonable o p p o r t u n i t y t o f u r t h e r 

i n v e s t i g a t e the matter as appropriate. I f d i s c i p l i n a r y a c t i o n i s 

taken a f t e r the meeting or f u r t h e r i n v e s t i g a t i o n , the Employer 

may request i n w r i t i n g t o the department head f o r review of the 

said d i s c i p l i n a r y a c t i o n on a form provided by the Employer. 

Said request f o r review s h a l l be i n w r i t i n g and submitted w i t h i n 

three (3) working days of r e c e i p t of w r i t t e n n o t i c e of 
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d i s c i p l i n e . Said review form s h a l l be p r i n t e d on the back of or 

attached t o the n o t i c e or d i s c i p l i n e together w i t h i n s t r u c t i o n s 

f o r appeal. The f a i l u r e t o submit a w r i t t e n request f o r review 

of d i s c i p l i n a r y a c t i o n w i t h i n three (3) working days of r e c e i p t 

of n o t i c e of d i s c i p l i n a r y a c t i o n w i l l preclude the employee's 

r i g h t t o review. 

Step 2. 

Within three (3) working days or any mutually agreed upon 

extension a f t e r the department head or designee receives the 

employee's request f o r review, the department head or designee 

s h a l l conduct a meeting t o review the suspension. F a i l u r e t o 

conduct said meeting i n three (3) days w i l l r e s u l t i n automatic 

advancement t o Step 3 and the Union s h a l l so n o t i f y the 

Employer. At the meeting, the Department w i l l give the basis 

f o r i t s a c t i o n and the employee and Union r e p r e s e n t a t i v e , i f 

any, w i l l be heard and provided the o p p o r t u n i t y t o ask 

questions. The department head or designee -'shall render a 

w r i t t e n decision w i t h i n two (2) working days, of the meeting, 

except where both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s 

required. The absence of such agreement or f a i l u r e to decide 

and communicate such decision w i l l r e s u l t i n automatic 

advancement to Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent to the employee 

and the Union. 
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step 3. 

Where f u r t h e r ' i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the department head or designee 

and the employee and the Union re p r e s e n t a t i v e t o discuss the 

r e s u l t s of the i n v e s t i g a t i o n . Said meeting s h a l l be conducted 

w i t h i n f i v e (5) working days of the close of the Step 2 meeting, 

unless otherwise agreed by the p a r t i e s . The department head or 

designee s h a l l render a w r i t t e n decision within''two (2) working 

days of the second meeting. A copy of such decision s h a l l be 

sent t o the employee and the Union. I f the p a r t i e s f a i l t o meet 

w i t h i n f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o m a t i c a l l y proceed t o Step 4 and the Union s h a l l so n o t i f y 

the Employer. Except where otherwise i n d i c a t e d , the time l i m i t s 

set f o r t h herein are to encourage the prompt reviews of said 

d i s c i p l i n a r y a c t i o n and f a i l u r e to comply w i t h these time l i m i t s 

w i l l not a f f e c t the v a l i d i t y of the said d i s c i p l i n a r y a c t i o n . 

This procedure s h a l l be the employee's exclusive remedy f o r a l l 

said d i s c i p l i n a r y a c t i o n , i n c l u d i n g suspension f o r ten (10) days 

or less, or f o r suspensions of 11 days through 30 days which may 

be appealed t o a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the w r i t t e n request of the Union. 

Step 4. 
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I f the matter i s not settled in Steps 2 or 3, the Union may 

submit the matter to arbitration under the terms of thi s 

Agreement. The rules governing procedure for arbitration s h a l l 

be the same as in 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Employer and the Union or any of 

the employees of the Employer i t represents, a r i s i n g out of the 

circumstances or conditions of employment, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Employer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s t o t h i s Agreement. 

Fa i l u r e of the Employer t o answer a grievance w i t h i n the 

time l i m i t s herein s h a l l permit the Union t o advance the case t o 

the next -.Step. The Union w i l l , be informed of and allowed to be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n notice t o the Department Head n o t i f y i n g 

him/her of advancement to the next Step. 
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Before a formal grievance i s i n i t i a t e d , the employee may 

discuss the matter w i t h his/her immediate supervisor. I f the 

problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used to adjust the grievance: 

Step I - Immediate Supervisor 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by the Employer 

upon request, but i n the absence of such a form, 

employee or the Union may submit the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and p a r t of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

remedy, and submit the grievance t o the employee's 

immediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the immediate supervisor w i l l n o t i f y the employee and 

the union i n w r i t i n g of the decision. 
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step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

Representative and/or the employee s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g t o the Department 

Head or the Department Head's designee, w i t h i n seven 

(7) working days a f t e r the date of the r e c e i p t of the 

decision or the date i t was due under Step -I, by the 

immediate supervisor. The .name of the Department 

Head's designee s h a l l be posted f o r employees i n areas 

where employee notices are normally posted and 

submitted to the Union. F a i l u r e t o post and so n o t i f y 

the Union w i l l permit immediate advancement t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of not i c e of f a i l u r e t o post. 

B. The Department Head or the Department Head's designee 

s h a l l meet w i t h the Union's representative at l e a s t 

once each month t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I meeting w i l l be f o r the Department and the 

Union t o share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o amicably resolve as 

many grievances as possible. The Department Head or 

the Department Head's designee s h a l l have the 
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r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

more than one Step I I meeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Department Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I meeting. 

The response t o the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f statement of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved employee or 

employees. Grievances may be withdrawn without 

prejudice at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Emplo-yer may request f i n a l and 
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binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t may be presented by a s i n g l e selected 

employee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be made applicabl e to a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

ob l i g a t e d to f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous to the 

employee t h a t i t could cause death or serious ph y s i c a l 

harm. The Employer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the employee does not waive 

'his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders, s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - A r b i t r a t i o n ' 

I f the matter i s not s e t t l e d i n Step I I , the Union or the 

Employer, but not an i n d i v i c i u a l employee or employees, may 
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submit the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative from the 

Employer's operating department,- w i t h copies of the request t o 

the designated law department representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually may 

agree, the Union s h a l l have the r i g h t t o convene a meeting w i t h 

the Employer's designated representative i n an attempt t o 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the matter t o a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. In "the 

event the p a r t i e s are unable at such meeting t o resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r p a r t y may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e to the Federal Mediation 

and C o n c i l i a t i o n Service under the r u l e s of t h a t t r i b u n a l w i t h a 

copy t o the other party. The foregoing s h a l l not prevent the 
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Employer and Union from mutually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted must agree as a whole t o 

commencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s must 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t to subpoena witnesses and 

requi r e the production of p e r t i n e n t documents at the request of 

e i t h e r p a r t y 

Each p a r t y s h a l l be responsible f o r compensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 

borne by the pa r t y requesting the re p o r t e r unless the p a r t i e s 

agree t o share such costs. 

An a r b i t r a b l e matter must involve the meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a document incorporated by reference t h e r e t o . The 

provisions of t h i s Agreement and any other document incorporated 

by reference i n t h i s Agreement s h a l l be the sole source of any 
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r i g h t s which e i t h e r p a r t y may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the. a r b i t r a t o r . The 
c, 

a r b i t r a t o r s h a l l have no power t o amend, add t o , subtract from, 

or change the terms of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreement and 

apply them t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the employee or employees involved. Where ti m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure or 

which would become moot due t o the length of time necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the option 

of the grievant/Union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union may request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 
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under consideration. Such request s h a l l not be unreasonably 

/ 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and r u l e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 

A Union representative, a g r i e v a n t , and Union steward w i l l 

be permitted a reasonable amount of time without loss of pay 

during working'hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Employer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward., s h a l l n o t i f y ' his/her immediate 

supervisor f o r permission t o handle grievances on work time, i t 

being understood t h a t the operation of the Department takes 

precedence unless there i s an emergency, but such permission 

s h a l l not be denied unreasonably. A reasonable number of 

employees may attend the meeting without loss of pay; such 

meetings s h a l l be set by mutual agreement by the Employer and 

the Union. Where the Employer d i r e c t s an employee to report f o r 

a meeting concerning a grievance at a time when the employee i s 

not scheduled t o work such time s h a l l be considered time worked. 

I f there i s space a v a i l a b l e , the Employer, upon request of 

the Union re p r e s e n t a t i v e , s h a l l provide the use of a room and 

telephone, t o discuss the grievance, subject t o the Employer's 

reasonable rules f o r the Union's use of such f a c i l i t i e s . 
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C. EXPEDITED ARBITRATION 

The Employer and the Union may mutually agree t o submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually select an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n ,hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed to submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n d ecision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at le a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at leas t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 
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Section 11.4 Conduct of Disciplinary Investigations 

Supplementing a l l r i g h t s and processes due employees 

covered by t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l take 

place at the employee's l o c a t i o n of assignment, normal 

department l o c a t i o n or other appropriate l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the employee under i n v e s t i g a t i o n 

s h a l l be informed of the person i n charge of the 

i n v e s t i g a t i o n , the i d e n t i t y of the i n t e r v i e w e r and a l l 

persons present during the i n t e r v i e w . When a formal 

statement i s being taken, a l l questions d i r e c t e d t o 

the employee s h a l l be asked by and through one 

i n t e r v i e w e r at a time. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s permitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be informed of the nature of the matters to be 

discussed. 

68 • 
2454932.4 



F. An employee •'under i n v e s t i g a t i o n s h a l l not be threatened 

w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y a c t i o n , or 

promised a reward, as an inducement t o provide 

i n f o r m a t i o n r e l a t i n g to the matter under 

i n v e s t i g a t i o n , or f o r ex e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the employee's a d m i n i s t r a t i v e r i g h t s , or 

the i m p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

statement the employee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 

employee, said employee w i l l be given the s t a t u t o r y 

- a d m i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution may be probable 

against said employee, the prov i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said employee w i l l be 

afforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r to the commencement of the 

in t e r v i e w . An employee w i l l not be read his/her 

69 
2454982.4 



a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

employee who may be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union representation 

before commencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r epresentation 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Employer does not have the 

i n t e r v i e w unduly delayed. 

J. The Employer s h a l l not compel an employee under 

i n v e s t i g a t i o n to speak or t e s t i f y before, or t o be 
c 

questioned by, any non-governmental agency r e l a t i n g t o 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an employee i n any forum . adverse t o th'e 

employee's i n t e r e s t s . The Employer w i l l not require a 

polygraph examination i f i t i s i l l e g a l t o do so. I f 

an employee i s asked to take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r to 

the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 
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any polygraph examination s h a l l be known t o the 

employee w i t h i n one week. 

L. This Section s h a l l not apply t o employee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e to the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the employee has the op p o r t u n i t y t o 

respond t h e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y informed the media of the charges 

against the employee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e t o the media where the employee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, • any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

same forum as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inf o r m a t i o n i n c l u d i n g employee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section 11.4, s h a l l be suppressed 

71 
2454982. -



and s h a l l not be used by the Employer f o r any 

d i s c i p l i n a r y a c t i o n against the employee, or i n the 

case of promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the pro v i s i o n s of paragraph N 

above, at the opt i o n of the Union, a claim t h a t the 

Inspector General has v i o l a t e d the pro v i s i o n s of t h i s 

Section may be raised i n a suppression hearing before 

a member of the permanent hearing panel l i s t e d herein, 

r a t h e r than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. • 

(2) (b) (1) The Union may exercise t h i s o ption by 

n o t i f y i n g the employee's Department Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreement. The appeal 

s h a l l specify the p a r t i c u l a r c ontract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l summary of 

the conduct alleged to- have v i o l a t e d the Agreement. I t 

i s understood t h a t by e x e r c i s i n g t h i s o ption, any and 

a l l time l i m i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

•'arbitrator renders a decision as provided below. 
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(2) (b) (2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s elect i n order of r o t a t i o n one of the three 

permanent hearing panel members who are chosen as 

f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

members must be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any member of the panel resign or be removed 

upon mutual agreement of the p a r t i e s during the l i f e 

of t h i s Agreement, the p a r t i e s w i l l meet t o reach 

agreement on new panel member who must ^be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, 

the Employer w i l l request a panel of seven (7) 

a r b i t r a t o r s from FMCS, a l l of whom must be members of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l meet t o s t r i k e names from the l i s t , w i t h 

the Employer s t r i k i n g f i r s t , u n t i l one name remains, 

which person s h a l l be named t o the panel. 

2(c) The suppression hearing s h a l l be convened 

w i t h i n t h i r t y (30) calendar days of the s e l e c t i o n of 

the panel member, or at such other time as the p a r t i e s 

may mutually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n 

s h a l l be l i m i t e d to determining i f the Inspector 
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General obtained evidence or statements i n v i o l a t i o n 

of paragraph 0(1) above, and i f such evidence should 

be suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y 

t o r u l e on the merits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2 (d) The panel member s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r more than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i m i t e d t o 

sympathy s t r i k e s and s t r i k e s t o p r o t e c t union or t h i r d p arty 
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conduct), work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 12.2 Union E f f o r t s 

The Union agrees that i t w i l l use i t s best efforts to 

prevent any acts forbidden in th i s A r t i c l e and that in the event 

any such acts take place or are engaged in by any employee or 

group of employees in the Union's bargaining unit, the Union 

further agrees i t w i l l use i t s best efforts to cause an 

immediate cessation thereof. I f the Union immediately takes a l l 

necessary steps in good f a i t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclaiming such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to immediately cease such a c t i v i t y , the Employer 

agrees that i t w i l l not bring action against the Union to 

establish r e s ponsibility for such unauthorized conduct. 

Section 12.3 D i s c i p l i n e 

The Employer may terminate the employment of or otherwise 

d i s c i p l i n e any employee or employees who have been found t o have 

engaged i n any act forbidden i n t h i s A r t i c l e . 
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Section 12.4 No Lockout 

The Employer w i l l not lock out bargaining u n i t employees 

during the term of t h i s Agreement. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a semi-monthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be ir r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o the Employer and the Union during 

the f i f t e e n (15) day period p r i o r to the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l indemnify, defend and hold the 

Employer harmless against any and a l l claims, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

ac t i o n taken or not taken by the Employer f o r the purpose of 

complying w i t h Sections 13.1, 13.2, 13.3 and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any of such provisions or i n r e l i a n c e 

'upon employee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union to the Employer. 
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The Employer s h a l l provide t o the Union w i t h i n t h i r t y (30) 

days the name, address, c l a s s i f i c a t i o n , r a t e of salary and 

s t a r t i n g date of any new employee hired' i n t o the Union's 

bargaining u n i t . 

The City and the Coalition Unions w i l l create a committee 

to review and explore the f e a s i b i l i t y of using electronic 

records and/or electronic signatures consistent with state and 

federal law which allows the City and the Union to use 

electronic authorization to v e r i f y union membership and/or 

authorize voluntary deduction of Union dues and fees from wages 

or payments for remittance to the Union. 

Section 13.2 F a i r Share 

I t i s further agreed that 30 days after the l a t e r of the 

execution of the Agreement or the employee's date of hire, the 

Employer s h a l l deduct from the earnings of employees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions to the Union at the same time 

that the dues check-off i s remitted. I t i s understood that the 

amount of deductions from said non-member bargaining unit 

employees w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share c:ost of the c o l l e c t i v e 

bargaining process, contract administration and pursuing matters 

affecting wages, hours and other conditions of employment. 

Section 13.3 Right of Non-Association 
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Nothing in this Agreement s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such employees are members. 

Section 13.4 Condition of Employment 

Each employee who on the e f f e c t i v e date of t h i s Agreement 

i s a member of the Union, and each employee who becomes a member 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employment, maintain 

his/her membership i n the Union during the term of t h i s 

Agreement. 

Any present employee who i s not a member of the Union 

s h a l l , as a c o n d i t i o n of employment, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n . 

A l l employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not made a p p l i c a t i o n f o r membership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreement or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other conditions 

of employment. 

ARTICLE 14 
MISCELLANEOUS 
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Section 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Employer makes any subs-tantial change i n job 

duties i t w i l l discuss such changes w i t h the Union' p r i o r 

t h e r e t o . I f the Employer changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not permanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the mutual 

agreement of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue t o be 

performed by said employees, except where non-unit employees 

have i n the past performed u n i t work, or i n emergencies, t o 

t r a i n or i n s t r u c t employees, t o do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , t o do trou b l e s h o o t i n g or where 

special knowledge i s required, provided however, where employees 

do not report t o work because of vacations, or other absences or 

tar d i n e s s , or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be occupied w i t h 

assigned d u t i e s , or tO" complete a rush assignment, employees of 

any other u n i t represented by another Union s h a l l not perform 

the work of said employees. For example, i f a Deck Hand i s on 
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vacation, a Marine P i l o t s h a l l not be assigned as a. replacement 

Deck Hand. The Employer s h a l l not a r b i t r a r i l y extend the period 

of any emergency beyond the need f o r t h a t emergency. 

Notwithstanding the foregoing, i t i s understood that i t 

s h a l l not be a violation of th i s Agreement i f the following 

functions are performed by members of management, regardless of 

whether they are also performed by the bargaining unit: (a) crew 

assignment and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipment and materials from vendors. Nothing 

herein s h a l l deprive members of the bargaining unit of the right 

to perform h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit employee for the purpose of 

replacing that person with a member of management. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance claiming t h a t 

the Employer has v i o l a t e d the terms of t h i s Agreement by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Employer receives a grievance from another 

union p r o t e s t i n g the assignment of work t o employees covered 

under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of 'the existence 

of said ciispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 
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I n the event t h i s dispute remains unresolved and is_ 

submitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n ' dispute, and i f , i n t h a t eyent, the other 

a f f e c t e d union(s) s h a l l pursue a claim against- the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e - i n any a r b i t r a t i o n hearing of t h a t 

claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer t o comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perform the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Employer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the . dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures -contained i n A r t i c l e 11 of t h i s 
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Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l select the a r b i t r a t o r . The Employer, the Union and the 

other a f f e c t e d union(s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t to f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testimony .shall be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s to the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any time. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, .pertaining t o deferred compensation, s h a l l be 
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afforded t o a l l employees of the Employer without change during 

the term of t h i s Agreement. 

The Employer w i l l make contributions, on a dollar - f o r -

dollar basis, under a 401(a) Plan (or any similar successor Plan 

agreed to by the Coalition Unions) up to the maximxim t o t a l 

amounts per year shown below based on amounts deferred by each 

employee i n those same years to that employee's 457 Plan, as 

follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions at l e a s t semi-annually, of the 

tot a l contributions i t has made. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes t o i n i t i a t e reasonable changes 

or a d d i t i o n s to i t s r u l e s of conduct, which could subject 

Employees t o d i s c i p l i n e , the Employer s h a l l transmit four (4) 

copies of the proposed changes or ad d i t i o n s t o the Union. The 

Union w i l l consider the proposals, and upon request, the 

Employer w i l l meet w i t h the Union w i t h i n twenty (20) calendar 

days of the re c e i p t of the proposals to receive the Union's 

comments. Absent an emergency, the Employer w i l l not implement 

i t s proposed changes or add i t i o n s u n t i l the Union has had a 

reasonable op p o r t u n i t y to present i t s views and discuss the 
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proposals with the Employer. No such changes or additions s h a l l 

be implemented without prior publication and notice to the 

affected Employees. 

Section 14.6 Safety 

The Employer shal,l provide a safe and h e a l t h f u l working 

environment f o r employees covered by t h i s agreement i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l maintain i n good and safe working 

c o n d i t i o n a l l equipment necessary f o r the safe and proper 

performance of the job. 

In furtherance of those e f f o r t s , a C i t y j o i n t safety 

committee s h a l l be established which s h a l l be composed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Employer. The purpose of the committee 

s h a l l be t o discuss, examine and t o make recommendations 

concerning occupational safety and health issues a f f e c t i n g 

employees. A l l recommendations of the committee w i t h respect t o 

safety and health issues s h a l l be submitted i n w r i t i n g to the 

appropriate Department Head w i t h a copy t o the Union and the 

D i r e c t o r of Labor Relations. The Department Head s h a l l promptly 

issue a w r i t t e n response t o the committee as t o the Department's 

views regarding the committee's recommendations. 

The p a r t i e s may decide, from time to time, to r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 
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Department(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d employee(s). The Department 

safety personnel w i l l meet and confer w i t h a representative of 

the a f f e c t e d Union about such issues and r e p o r t back t o the 

Committee on any decisions or re.commendations concerning them. 

The j o i n t safety committee s h a l l meet at l e a s t once a 

month, or otherwise by mutual agreement. 

The p a r t i e s agree and understand t h a t i f an employee i s 

faced w i t h an unsafe working c o n d i t i o n , the employee i s required 

to perform the task i n question unless the employee's 

performance of an assigned task presents the strong l i k e l i h o o d 

of s u b j e c t i n g the employee t o imminent danger of death or 

serious i n j u r y . I f the employee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perform t h a t task and 

expose himself t o t h a t dangerous c o n d i t i o n , the ^employee w i l l 

not be subject to d i s c i p l i n e . I n order t o avoid d i s c i p l i n e 

under t h i s paragraph, the c o n d i t i o n must be of such a nature 

t h a t a reasonable person, under the circumstances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and imminent danger 

of death or serious i n j u r y . I n a d d i t i o n , the employee must also 

have sought from the Employer, and have been unable t o obtain, 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g t o perform the task 

i n question. 

Section 14.7 Information to Union 
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The Employer w i l l provide to the Union Bargaining Unit,, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimum, the following information: 

Payroll Period 

Payroll Number 

Employee Number 

Name 

T i t l e Code 

Overtime dollar amount per pay period 

Gross pay per pay period 

Contact information ( i . e . , address, phone, email, i f 

available) 

Date of hire and continuous service date 

Base hourly rate 

This information w i l l be sent or provided to the Union 

e l e c t r o n i c a l l y following the conclusion of each pay period. To 

ensure the safety and security of the information the City w i l l 

make a secured f i l e transfer protocol (SFTP) available to the 

Union to receive the information. 

e n — a — m o n t h l y — b a s i s — a — b a r g a i n i n g — u n i t — r e p o r t — e i — c u r r e n t — a c t i v e 

employees,—fehe—list—fee—include—employee—name,—address,—social 

s e c u r i t y — n u m b e r , — t i t l e , — p a y — s c h e d u l e , — g r a d e , . — c u r r e n t — p a y — r a t e . 
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s t a t u s , — c o n t i n u o u o — s e r v i c e — d a t e , — t i m e — i f l ^ — t i t l e , — d a t e — e f — b i r t h , 

race and sex. 

The—Employer—shall—also—provide—fee—fehe—Union— e n—a—monthly 

basis a — b a r g a i n i n g u n i t a c t i v i t y r e p o r t e i current a c t i v e 

e m p l o y e e s — t h a t — w i l l ' l i s t — C a r e e r — S e r v i c e — R e t i r e m e n t s ; Career 

Service Reoignationo; Career Service Discharges; Non-Career 

Service Terminations; Leaves e i Absence; Suspensions; 

Reinstatements;—Rcappointmento;—Tranof ors—(change—ei—department 

aftd change e i p a y r o l l ) ; Appointments (which also includes 

promotions and demotions) ;—and Deaths. 

Each—month—fehe—Employer—will—provide—fee—fehe—Union—fehe 

current—month's bargaining—unit—activity—report—and—fehe—updated 

report—from the previous month. 

Section 14.8 Subcontracting 

The Employer s h a l l not contract or subcontract out 

bargaining" u n i t work t o any person, c o n t r a c t o r or employer who 

i s not i n compliance w i t h the area standards established under 

and pursuant to the formula used by the United States Department 

of Labor i n adm i n i s t e r i n g the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g "or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r to i t s e f f e c t i v e date. The 

noti c e s h a l l be i n w r i t i n g - and s h a l l contain the name and 

address of the p a r t y who w i l l perform the work, a d e s c r i p t i o n of 

the work to be performed and any other relevant data to enable 
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the Union t o determine compliance wit h t h i s Section. I n the 

event such p a r t y i s determined not t o be i n compliance w i t h the 

said area standards, the Employer s h a l l w i t h hold payouts and 

s h a l l not contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Employer receive a w r i t t e n and 

enforceable assurance of compliance. 

In the event t h a t the Employer determines t o subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Employer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer has declared to be vacant i n 

the a f f e c t e d Department, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 
r-

reasonable amount of o r i e n t a t i o n t o allow him or her t o perform 

the work. 

Prio r to sub-contracting of bargaining u n i t work, the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the employment of employees subject t o l a y o f f . During 

t h a t meeting the Employer w i l l request and urge t h a t the sub

contractor h i r e l a i d o f f employees. 
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Section 14.9 Automobile Reimbursement 

Employees who are required by the Employer t o use t h e i r own 

automobiles i n the performance of t h e i r job s h a l l receive 

mileage reimbursement at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a maximum of $250 per month. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maximum reimbursement w i l l 

increase t o $350.00 per month. E f f e c t i v e February 1, 2008, the 

maximum reimbursement w i l l increase t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the maximum reimbursement w i l l 

increase t o $550.00 per month. Thereafter, the maximum 

reimbursement w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking mileage reimbursement 

must submit t h a t request on a form provided by the Employer. 

Payment f o r mileage expenses w i l l be made on a monthly basis. I n 

the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l implement f o r any group of employees an automobile expense 

reimbursement program which i s more favorable t o employees than 

the p r o v i s i o n s of t h i s paragraph, upon n o t i c e from the Union, 

the Employer w i l l meet and discuss w i t h representatives of the 
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Union the possible a p p l i c a t i o n of said new program t o employees 

covered by t h i s Agreement. 

Upon request by e i t h e r p a r t y made no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l meet t o discuss any proposed 

changes t o t h i s Section 14.9. 

Section 14.10 F i l l i n g of Permanent Vacancies 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

posting. Said vacancy s h a l l be posted for 14 days on the CAREERS 

website. The posting s h a l l contain at l e a s t the following 

information: job t i t l e , q u a l i f i c a t i o n s , days off, s h i f t , hours, 

work location, i f known, and rate of pay. The posting s h a l l also 

identify the number of positions to be f i l l e d . I f the noamber to 

be f i l l e d changes, the Employer s h a l l promptly notify the Union. 

Prior to the commencement of the selection process, the Employer 

w i l l provide the Union with a l i s t of q u a l i f i e d bidders. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents considered during the hir i n g process. 
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including documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information suiranary, and hi r i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e d by the Department Head and informed of the 

reasons for non-selection. 

The successful bidder for any jobs under t h i s Section s h a l l 

have an evaluation period, not to exceed s i x t y (60) days, to 

demonstrate that he/she can perform the job. I f the Employer has 
I 

j u s t cause based on the employee's job performance at any time 

during that period that the successful bidder cannot perform the 

job, then the successful bidder s h a l l be returned to the job 

he/she held j u s t prior to the awarding of the bid, displacing, 

i f necessary, any employee who has been placed into said job. 

Section 14.11 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

l i m i t a t i o n that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination that the 

employee i s u n f i t for duty and the employee's physician 

c e r t i f i e s that the employee i s f i t for duty, the employee may 

91 
2454982.4 



e l e c t or the Employer may require the employee, at the 

Employer's sole expense, to be subject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 

duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the independent 

physician and the IME s h a l l be f i n a l and binding. The employee 

s h a l l execute a l l HIPAA waivers and other forms necessary in 

order to permit access to a l l medical records related to his/her 

condition, and the City s h a l l agree to secure and maintain the 

confidential nature of a l l medical records obtained through t h i s 

process. 

ARTICLE 15 
LAYOFFS & RECALL 

Section 15.1 

Probationary employees w i t h more than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior employee 

i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t , 

provided the a b i l i t y , q u a l i f i c a t i o n s to perform the required 

work, and the employee's job performance are equal among the 

other employees i n the job i n the department. " S e n i o r i t y " s h a l l 
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mean, f o r purposes of t h i s Section, the employee's continuous 

service i n the job t i t l e ( t i m e - i n - t i t l e ) . 

Employees s h a l l be r e c a l l e d i n reverse order they were l a i d 

o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16./I 

I n the event any ei—fehe- p r o v i s i o n e of t h i s Agreement s h a l l 

be or become i n v a l i d or unenforceable by reason of any f i n a l and 

b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such 

i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the remainder of 

the provisions hereof, which s h a l l remain i n f u l l force and 

effect. The i n v a l i d or unenforceable provision s h a l l be svibject 

to re-negotiation by the Parties within a reasonable period of 

time . ihe—portico—agree—fee—meet— a n d—adopt—revised—provisions 

which vjould be—in conformity w i t h the—law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Employer i n w r i t i n g , of the names 

of the Stewards i n each department or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Employer promptly of any changes. 

Stewards w i l l be permitted t o handle and process grievances 

r e f e r r e d by employees at the appropriate steps of the gr.i.evance 
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procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of time, 

or unreasonably, i n t e r r u p t the work of employees." Stewards s h a l l 

n o t i f y t h e i r immediate supervisors i n advance of t h e i r i n t e n t i o n 

to handle and process grievances. Supervisors may not 

unreasonably w i t h h o l d permission t o the stewards t o engage i n 

such a c t i v i t i e s . 

Employees a c t i n g as Union Stewards s h a l l not be 

d i s c r i m i n a t e d against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards from t h e i r 

job c l a s s i f i c a t i o n s or departments, other than i n an emergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 

Section 17.2 Union Rights 

The Union s h a l l have the right and responsibility to 

represent the interests of a l l employees in the Unit, to present 

i t s views to the City on matters of concern, either o r a l l y or in 

writing, and to consult and be consulted with, in respect to the 

formulation, development and implementation of p o l i c i e s and 

programs affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normial working hours, to enter Employer f a c i l i t i e s f o r 
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purposes of handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse" t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not t o i n t e r f e r e w i t h normal operations. The 

Employer may be able t o change or set r u l e s of access, provided 

t h a t any change i n current p r a c t i c e s must be reasonable and 

subject t o the grievance procedure. 
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ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statements 

The C i t y of Chicago''s e s s e n t i a l mission i s t o provide 

services t o i t s c i t i z e n s i n a safe and economic manner. The 

p a r t i e s t o t h i s Agreement recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y and the employees covered by t h i s Agreement serve. 

Furthermore, the economic cost of pr o v i d i n g h e a l t h care services 

t o employees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The Employer and the Union maintain a strong commitment t o 

pr o t e c t people and property, and t o provide a safe working 

environment. To t h i s end, the employer has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r employees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreement urge employees who have such 

problems to u t i l i z e the Program's services. 

To maintain a workplace which provides a safe and healthy 

work environment f o r a l l employees, the f o l l o w i n g drug and 

alcohol program i s also established. 
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Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Items and Substances: a l l i l l e g a l drugs 

and c o n t r o l l e d substances, a l c o h o l i c beverages, and 

drug paraphernalia i n the possession of, or being used 

by, an employee on the^ job or the premises of the 

Employer. 

(c) Employer Premises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other 

vehicles owned, leased or used by the Employer, job 

s i t e s or work l o c a t i o n s and over which the Employer 

has a u t h o r i t y as employer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t 

damage to property t o which an employee c o n t r i b u t e d as 

a d i r e c t or i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i m i t e d t o noticeable 

imbalance, incoherence and d i s o r i e n t a t i o n , which would 

lead a person of ordinary s e n s i b i l i t i e s t o conclude 

t h a t the employee i s under the i n f l u e n c e of drugs 

and/or a l c o h o l . 
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(g) Under the Influence: any mental, emotional, sensory 

or p h y s i c a l impairment due to the use of drugs or 

alc o h o l . 

(h) Test: The t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , or i n any 

other s c i e n t i f i c a l l y r e l i a b l e manner, f o r the"purpose 

of i d e n t i f y i n g , measuring or q u a n t i f y i n g the presence 

or absence of drugs, alcohol or any metabolite 

thereof. 

Section 18.3 Disciplinary Action 

(a) A l l employees must report t o work i n a phy s i c a l 

c o n d i t i o n t h a t w i l l enable them t o perform t h e i r jobs 

i n a safe manner. Further, employees s h a l l not use, 

possess, dispense or receive p r o h i b i t e d items or 

substances on or at the Employer's premises, nor s h a l l 

they report t o work under the in f l u e n c e of drugs 

and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o 

believe t h a t an employee i s under the in f l u e n c e of a 

p r o h i b i t e d substance, the Employer s h a l l have the 

r i g h t t o subject t h a t employee t o a drug and alcohol 

t e s t . At the Employer's d i s c r e t i o n , the employee may 

be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l t e s t 
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r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove 

negative, the employee s h a l l be r e i n s t a t e d . In a l l 

other cases, the Employer w i l l terminate a l l employees 

who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs or 

alcohol while on duty and on the Employer's 

premises; 

( i v ) are found i n possession of a l c o h o l , drugs or 

drug paraphernalia, or are found s e l l i n g or 

d i s t r i b u t i n g drugs or drug paraphernalia, on the 

Employer's premises. 

(c) A l l adverse employment action taken against an 

employee under thi s program s h a l l be subject to the grievance 

and arbitration procedures of th i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer may re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two 

supervisors have reasonable cause t o believe 

t h a t an employee has reported to work under the 

i n f l u e n c e of or i s at work under the in f l u e n c e 

of drugs or a l c o h o l ; 
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( i i ) a t e s t may be required i f an employee i s 

involved i n a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a follow-up t o 

counseling or r e h a b i l i t a t i o n f o r substance abuse 

f o r up t o a one year period. 

( i v ) a random t e s t may be required i n accordance w i t h 

the Federal r e g u l a t i o n s a p p l i c a b l e t o marine 

employers, and consistent w i t h the app l i c a b l e 

p r o t o c o l s and procedures established by the C i t y 

f o r the random t e s t i n g of employees holding 

commercial d r i v e r ' s licenses. 

(b) Employees t o be te s t e d w i l l be required t o sign a 

consent form and chain of custody form, assuring proper 

documentation and accuracy. I f an employee refuses t o sign a 

consent from a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

te r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and may consist of e i t h e r blood or urine t e s t s , or both. 

The Employer reserves the r i g h t t o u t i l i z e a breath analyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

.-.(.d) Laboratory t e s t i n g procedures w i l l conform t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 
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workplace drug t e s t i n g programs, dated A p r i l 11, 1988 and as may 

be amended he r e a f t e r by the relevant agency of the Department of 

Health and Human Services. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they may be amended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presumptively e s t a b l i s h t h a t the t e s t e d 

employee was under the in f l u e n c e of drugs. 

( f ) I n i t i a l and confirmatory (or breath analyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the te s t e d 

employee was under the in f l u e n c e of a l c o h o l . 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be 

borne by the Employer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Commissioner of Personnel or his designee i n the manner t o be 

prescribed by the Commissioner. ' The ap p l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissioner w i l l info'rm the app l i c a b l e department head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 
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used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 

re t e s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Commissioner of Personnel, .provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t sample, or t o preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l . not a f f e c t the removal from 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No l a b o r a t o r y r e p o r t or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are p a r t of a 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

sp e c i a l locked f i l e maintained by the Commissioner of Personnel, 

except as such di s c l o s u r e may be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

may . p a r t i c i p a t e i f they wish i n the v o l u n t a r y Employee 

Assistance Program.. 
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ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The City of Chicago and each • Coalition Union (the 

"Parties") agree to create a Joint Apprenticeship and Training 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) in ' conjunction with certain 

third parties including, but without limitation, the Chicago 

Public Schools ("CPS"), the City Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 

and training programs and to provide expanded post-

apprenticeship and training employment opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreement with the City of 

Chicago, the Parties s h a l l enter into a supplemental memorandum 

of understanding regarding the structure, implementation, 

monitoring and enforcement of t h i s . I n i t i a t i v e . Said memorandum 

sh a l l be attached to this Agreement as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l g e n e r a l l y include the f o l l o w i n g : 

a. A commitment by each C o a l i t i o n -Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n t o f i l l at 
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l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A commitment by the C o a l i t i o n and the C i t y t o 

co l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g programs. I n p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and t o expand post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps to f u l f i l l the commitments set f o r t h i n 

t h i s A r t i c l e and supplemental memorandum attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject t o 

r a t i f i c a t i o n by the Ci t y Council of the C i t y of Chicago and 
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concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Counsel and s h a l l remain i n f u l l force 

and e f f e c t from said date t o June 30, 20172022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year to-

year unless at l e a s t 60 days and not more than 120 days p r i o r t o 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e t o the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o amend, add t o , subtract from or 

terminate t h i s Agreement. 

In the event such n o t i c e of a desire t o amend, add t o , or 

subtract from the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

t o agree upon a successor Agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d t o s h a l l be 

considered t o have been given as of the date shown on the 

postmark, w r i t t e n notices may be tendered i n person, i n which 

case the date of not i c e s h a l l be the w r i t t e n date of r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e c ontract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h 
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respect t o a l l matters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect to any matter which i s subject t o 

c o l l e c t i v e bargaining whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such matter may not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

volun t a r y unpaid time o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

Agreement, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

employees covered by t h i s Agreement. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be e f f e c t i v e from the date upon which 

i t i s r a ' t i f i e d by the C i t y Council of the C i t y of Chicago, but 

no e a r l i e r than July 1, 20072017, and s h a l l remain i n e f f e c t 

through 11:59 p.m. on June 30, 20172022. .̂ 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 
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Any change(s) i n the ap p l i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or st a t e 

h e a l t h care program mandating s i g n i f i c a n t changes 

i n h e a l t h insurance b e n e f i t s t h a t becomes law and 

i s e f f e c t i v e during the term of t h i s Agreement; 

The lack of achievement of heal t h care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishment and a d m i n i s t r a t i o n 

of the Labor-Management Cooperation Committee on 

health care, as defined below: 

(a) The' p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 

pro j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no more than '8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l make such adjustments t o the 
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Plan as are necessary, i n c l u d i n g but not 

l i m i t e d t o adjustments i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase from exceeding 8% as measured i n 

subsection (a) above, 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y may e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party—rcoervco—fehe—right—fee—reopen—thio 

Agreement— i n—order—fee—negotiate—fehe—Health—Plan—eefe—forth—ift 

A r t i c l e — 9 — n o later—than—Juno—3^-^—2011—and—June—3^-7—2015,—er— in 

i he—event—fehe—City of Chicago—ie—avjordcd tho—2016 Olympic Games, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of this 

I 
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Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreement has t h i r t y (30) days t o n o t i f y 

the other p a r t y of i t s i n t e n t t o reopen t h i s Agreement i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t t o reopen n e g o t i a t i o n s pursuant t o t h i s 

p r o v i s i o n , i t s h a l l submit w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ni n e t y (90) days w i t h i n which t o 

reach agreement on the A r t i c l e . I f the p a r t i e s f a i l t o reach 

agreement at the conclusion of t h a t n i n e t y (90) day period, each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

Non-Prevailing Wage Rate Reopened 

Four-Year : Thio—Agreement—m a y—be—rooponcd—fee—further 

negotiate—fehe—non-prevailing—wage—ratco—governing—fehe—second 

f i v e - y e a r fe^^ffi (07/01/2012 fee 06/30/2017) under A r t i c l e 4, 

Section 4,—in the event—that—(-a^—the City notifies the Coalition 

that—ife—ha-s—ftefe—reached—a—successor—agreement—fee—a—then—current 

f our-yoar—agreement—expiring—en—June—3-0-7—2011—regarding—an 

across-the-board percentage increase f e r other u n i o n i zed 

e m p l o y e e s — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s — d e f i n e d — i f t 

t h e—^Me—Tee—Clause"—by—March——2012 ; — e r — f b ^ — f e h e — C o a l i t i o n 

n o t i f i e s the C i t y of i t s — i n t e n t — t o terminate the—"Me Too Clauoo" 

by March 31, 2012. 

109 
2454982.4 



Five-Year : Thio—Agreement—may—be—reopened—fee—further 

nogotiato—fehe—non-prevailing—wage—rates—governing—fehe—second 

f i v e year feer?R (07/01/2012 fee 06/30/2017) under A r t i c l e 4, 

Section 4,—in the e v e n t — t h a t — ( e ^ — t h o C i t y n o t i f i e s the C o a l i t i o n 

that—ife—hae—nefe^—reached—a—successor—agreement—fee—a—then—current 

f i v e - y e a r — a g r e e m e n t — e x p i r i n g — e n — J u n o — 3 ^ - ? 2 0 1 2 — r e g a r d i n g — a f t 

across thc-board percentage incrcaoc f e r other unionized 

employeeo—ift—non-prevailing—wage—rate—claooificationo—def i n o d — i f t 

ihe—"Mc: Too Clauoc" by October 3 1 , — 2 0 1 2 ; — e r — — t h e C o a l i t i o n 

n o t i f i e s tho C i t y of i t s i n t e n t t o tcrminato the—"Me Too Clauoc" 

by October 31, 2012. 

i i — a n y one—ei—fehe—foregoing—events—occuro,—cither p a r t y t o 

t h i o Agrocmont hao thirty—(^-0^—days t o n o t i f y the othor p a r t y of 

ifee—intent—fee—reopon—thio—Agreement— i n—order—fee—negotiate—fehe 

non-prevailing—wage—rates—governing—fehe—occond—five-year—term 

(07/01/2012—to, 06/30/2017)—eefe—forth i n A r t i c l e 4,—Section—4-^ 

S h o u l d — c i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n e g o t i a t i o n s — p u r s u a n t — f e e 

t h i s — p r o v i s i o n , — i f e — s h a l l — s u b m i t — w r i t t e n — n o t i c e — f e e — f e h e — o t h e r 

party— a n d—fe^^e—City—shall—nefe—be—obligated—fee—make—fehe—wage 

adj ustmcnts—eefe—forth— i n—Article— 4 - ,—Section— 4 - . Thereafter -,—fe^ 

parties—have—ninety—(-9fH—days—within—which—fee—reach agreement—en 

ferhe—Article . H — t h e — p a r t i e s — f a i l — f e e — r e a c h — a g r e e m e n t — a f e — f e h e 

conclusion—ef—that—ninety—(-9^-)—day—perioci,—ea-eh—party—resorvoo 

the r i g h t to reopen the e n t i r e Agreement. 
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other Reopener 

In the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed t h i s document as of 

the day of , 2018. 

CITY OF CHICAGO OPERATING ENGINEERS 150, DECKHANDS 

By: By: 

[EMS: Operating Engineers 150 -
Deckhands] 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree to the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to., d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 t o explore and recommend the con s i d e r a t i o n of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i m i t e d t o : 

a. A m u l t i - p r o j e c t labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o n t r a c t o r s and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum number of apprentices on the p r o j e c t as 

permitted under the terms and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h 
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the U.S. Department of Labor's 'Bureau of Apprenticeship and 

Tra i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t to a preventive health care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, i n c l u d i n g but 

not l i m i t e d t o the f o l l o w i n g areas: 

Expanded Disease Management Program 

HRA and Bio-metric Screening 

Health Fairs 

Weight Management Program 

Imaging Review Service 

L i f e t i m e Maximum 

Subscriber Share f o r Hospital B i l l s and Co-insurance 

Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 
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• Comprehensive Communication and Outreach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 
r-

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Memorandum of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive some or a l l of the monetary 

make whole remedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order to conclude neg o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y t o waive 

some or a l l of the monetary make whole remedies. U n t i l such an 

agreement i s reached, the a f f e c t e d Unions agree t h a t the C i t y 
I 

s h a l l not be ob l i g a t e d t o implement the monetary make whole 

remedies i n the Award. I n a d d i t i o n , i f such an agreement i s not 
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reached by December 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed amendment t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f from the monetary make whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO; 
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CITY OF CHICAGO 
AGREEMENT WITH 

INTERNATIONAL ORGANIZATION OF MASTERS, 
MATES AND PILOTS - GREAT LAKES & RIVERS MARITIME REGION 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer") and The I n t e r n a t i o n a l Organization of Masters, 

Mates and P i l o t s - Great Lakes & Rivers Maritime Region 

( h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose of 

e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages, and other terms and 

conditions of employment f o r the employees represented by the 

Union. 

In r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 Recognition 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Marine Engineer 

Marine P i l o t 

Marine P i l o t ( F i r e Boat) 

The Union i s authorized to bargain c o l l e c t i v e l y f o r such 

employees w i t h respect to rates of pay, wages, hours and other 

terms and conditions of employment. The term "employee" as used 



herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 Management Rights 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Employer, except only as they may be subject t o a s p e c i f i c 

and express o b l i g a t i o n o f • t h i s Agreement. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning. or r e l a t e d t o the management of the 

Employer's operations and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces,, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, ' or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or org a n i z a t i o n of the Employer's 'operations, or other 

economic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o make and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipment and mat e r i a l s to be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t t o determine the number of employees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required t o insure maximum e f f i c i e n c y of operations;. 



to e s t a b l i s h and enforce f a i r production standards; and t o 

determine the size, number and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the p r o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal employment opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and nothing in 

thi s Agreement s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that t h i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect the 

seniority provisions of t h i s Agreement. 

Section 3.2 No Discrimination 

Neither the Employer nor the Union s h a l l discriminate 

against any employee covered by th i s Agreement in a manner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, marital status, mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievance of Alleged Violation 

Grievances by employees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

t h i s Agreement, but s h a l l not be subject t o a r b i t r a t i o n unless 

mutually agreed by the p a r t i e s . 



Section 3.4 Reasonable Accommodation 

I n the event the Employer s h a l l be required t o make a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act '(''ADA") t o the d i s a b i l i t y of an applicant or incumbent 

employee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreement-, the Employer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the union. The prov i s i o n s of A r t i c l e 11 of 

t h i s Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r may 

balance the Employer's o b l i g a t i o n s under the ADA and • t h i s 

Agreement and the employee's r i g h t s under t h i s Agreement, 

provided t h a t no incumbent employee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 
ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

Effective July 1, 20-0-17, employees covered by th i s 

Agreement s h a l l continue to receive the hourly rate being paid 

to crafts or job c l a s s i f i c a t i o n s doing similar kinds of work in 

Cook County pursuant to the formula currently used by the United 

States Department of Labor in administering the Davis-Bacon Act 

as currently being paid to said employees as set forth in 

Appendix A appended to and made a part of this Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 20-9-17, through the period ending June 30, 20i^22, 

the wage ra t e r e f e r r e d to i n the immediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 



such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—First—Five-
Yoaro of thio Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e -the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l employees who are i n n o n - p r e v a i l i n g 

ra t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

• Effective 07/01/2007 1% 01/01/2018 - 2.00% 

E f f e c t i v e 01/01/2008 

Year 2 

• E f f e c t i v e 01/01/2009 

01/01/2019 - 2.25% 

01/01/2020 - 2.00% 

Year 3 

E f f e c t i v e 01/01/2010 01/01/2021 2 .25% 

Year ^ 

Effective 01/01/2011 3 .251 01/01/2022 - 2.00% 

Year 5: 

E f f e c t i v e 01/01/2012 3-.r^ 



Section—4 . 4 Non-Prevailing—Wage—Rates—Governing—Second—Five-

Yoar Torm (07/01/2012 to 06/30/2017) 

Effective—the—following—dates,—trhe—City—vjill—make—fehe—wage 

ad j ustments—bclovj—f-er—aii—employees—whe—a-re—ifi—non-prevailing 

r a t e — c l a o s i f i c a t i o n o — a n d vjho a r e — c i t h e r on the payroll—a-s—of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 6: 

•—Effective 01/01/2013 2^ 

Year 7: 

• — E f f e c t i v e 01/01/2014 2-% 

Year 8: 

•—Effective 01/01/2015 2^ 

Year 9: 

•—Effective 01/01/2016 2% 

Year 10: 

•—Effective 01/01/2017 2^ 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees 

i n n o n-prevailing wage ra t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base r a t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r |Wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 
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any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non - p r e v a i l i n g wage r a t e c l a s s i f i c a t i o n s * * receive 

a lump sum payment i n any contract year, employees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the same lump sum payment i n any such year. The p a r t i e s 

agree t o confer regarding the t i m i n g , amount and implementation 

of any wage adjustment or lump sum payment under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Department 

and uniformed members of the Chicago Fire Department. 

Section 4.5 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected employees who, as of August—2-,—2007 the 

date of f i n a l r a t i f i c a t i o n of th i s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal employees who 

are e l i g i b l e for rehire, or are former employees who ret i r e d 

effective between July 1, 2007 2017 and the date of final,, 

r a t i f i c a t i o n of the Agreement by the City Council, inclusive. 

Section 4.6 Out of Grade Pay 

An employee covered by t h i s Agreement who i s d i r e c t e d to 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h his own tenure f o r a l l such time from the f i r s t 

11 ' 



day of the assignment. The Employer agrees t h a t i t . w i l l make 

such assignments f o r not less than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days, except where a regular 

inc\ambent i s on leave of absence, i n which case the time l i m i t 

for acting into such position may not exceed one (1) year, and 

no individual employee can act up into that position for more 

than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the par t i e s . I f the one hundred eighty (180) day 

l i m i t i s extended to one (l)year due to a regular incoombent on 

leave of absence or by mutual agreement of the par t i e s , 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein, 

the position s h a l l be treated as a "permanent vacancy" within 

the meaning of Section - of th i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" siibject to 

the applicable provisions of that Section. 

Section 4.7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

12 



p a y r o l l period i n which i t i s earned. A l l overtime or 

premium pay s h a l l be paid to employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. In the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or premium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the employee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute t o the' Department timekeeper on the "Employee 

Pa y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's submission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Department w i l l submit a 

supplemental p a y r o l l to the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the employee's 
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complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date p e r i o d , the Employer 

w i l l pay t o the employee the sum of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i m i t e d t o duty d i s a b i l i t y ) , overtime 

earned under the City's emergency snow removal program, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the p r o v i s i o n s 'of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect t o the payments r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement. 

(e) In order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Committee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the -

C o a l i t i o n . The City's members of the Committee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 
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C o a l i t i o n , as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives t o serve as members of the Committee. The 

Committee w i l l meet not less than q u a r t e r l y , or more 

f r e q u e n t l y as the need may a r i s e , t o review ongoing issues 

regarding p a y r o l l , compliance w i t h t h i s Section, or other 

issues of mutual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreement. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from time-to-time a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f meetings w i t h Department heads t o review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t employees. 

ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 The Work Week 

This A r t i c l e s h a l l be to calculate overtime and s h a l l not 

be a guarantee of work or hours for any day or week. A l l 

overtime earned under t h i s Section s h a l l be paid to employees, 

not l a t e r than the second regular payday following the end of 

the payroll period i n which i t i s earned. 

Section 5.2 Water Department Work Week 

The normal work week s h a l l consist of 5 consecutive 8-hour 

days Monday through Friday and 2 consecutive days off, except 

where the Employer's operations require different scheduling 

needs. The Employer w i l l notify the Union of these exceptions. 

Section 5.3 F i r e Department Work Week 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 midnight (one minute a f t e r 11:59 p.m. 
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Saturday) ' Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. . The Employer w i l l continue the current schedule of 

hours of work. 

Section 5.4 Overtime-Water Department 

A l l work performed by employees i n the Water Department i n 

excess of 40 hours worked per week; or i n excess of 8 hours 

worked per day when the employee has 40 hours of work or excused 

absences; or on Saturday as such, when Saturday i s not p a r t of 

the employee's regular work week; or on the s i x t h consecutive 

day worked, s h a l l be paid f o r at one and one-half (1-1/2) times 

the regular s t r a i g h t - t i m e hourly r a t e of pay. A l l work 

performed on Sunday, when Sunday i s not p a r t of the employee's 

regular work week; or on the seventh consecutive day worked, 

s h a l l be paid f o r at two (2) times the regular hourly r a t e of 

pay. Such overtime s h a l l be computed on the basis of completed 

f i f t e e n minute segments. 

• Employees exempt from the Fair Labor Standards Act s h a l l 

not be e l i g i b l e f o r overtime under t h i s Section. There s h a l l be 

no pyramiding of overtime and/or premium pay. Daily and/or 

weekly overtime and/or premium pay s h a l l not be paid f o r the 

same hours worked. 

Section 5.5 Overtime-Fire Department 

Marine P i l o t s s h a l l receive overtime pay at the r a t e of 

time and one-half (1-1/2) f o r a l l work performed beyond t h e i r 

r e g u l a r l y scheduled hours c o n s i s t i n g of t h i r t y (30) minutes or 

more. Such employees s h a l l receive pay at the overtime r a t e f o r 

one (1) hour. Work c o n s i s t i n g of more than one (1) hour s h a l l 

be paid i n one-half (1/2) hour increments. The City's 
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managerial r i g h t s t o make and enforce r u l e s regarding employment 

lateness or other g r a t u i t o u s and/or i n f o r m a l periods of time o f f 

during regular working hours are reserved. 

A Marine P i l o t who i s required to work 48 consecutive hours 

because of a fu r l o u g h w i l l be compensated at the s t r a i g h t time 

r a t e . 

Employees Marine P i l o t s are exempt from the Fair Labor 

Standards Act s h a l l not be e l i g i b l e for overtime under this 

Section, however Marine P i l o t s w i l l be paid overtime i n the 

manner described above and pursuant to past practice. There 

s h a l l be no pyramiding of overtime and/or premium pay. Daily 

and/or weekly overtime and/or premium pay s h a l l not be paid for 

the same hours worked. 

Section 5.6 Overtime Distribution 

A reasonable amount of overtime and/or premium time s h a l l 

be a condition of continued employment. Overtime and/or premium 

time referred to in t h i s Agreement, s h a l l be offered f i r s t to 

the employee doing the job. A l l overtime w i l l be distributed as 

equally as feasible over a reasonable period of time among the 

employees within the same c l a s s i f i c a t i o n and within the same 

work location. 

Section 5.7 Reporting Pay 

When an employee repor t s f o r his or her r e g u l a r l y scheduled 

s h i f t , the employee s h a l l receive a minimum of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at le a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 
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under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Department of h i s or her current telephone 

number. 

I f the employee works more than two (2) hours, he or she 

s h a l l receive a minimum of four (4) hours work or pay for that 

day. I f the employee works more than four (4) hours, he s h a l l 

be guaranteed eight (8) hours work or pay for that day. An 

employee who does not complete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 

option of using a portion of accrued vacation,• personal or 

compensatory time for that day upon notice to the Employer. 

Section 5.8 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a minimum 

of two (2) hours pay at the appropriate overtime r a t e from the 

time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.9 Emergency C a l l Pay 

In the. event a General Foreman or Foreman i s d i r e c t e d by 

the Employer to respond t o emergency c a l l s from home and outside 

of his or her regular working hours, he or she w i l l be granted 

compensatory time at the appropriate r a t e for- a l l v e r i f i e d time 
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spent responding t o the emergency from home, w i t h a minimum of 

15 minutes of compensatory time t o be granted "in any calendar 

day on which any such emergency responses were required, up t o a 

maximum of two hours of compensatory time i n any calendar day. 

Section 5.10 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accumulate such time up to a maximum of 160 hours. 

Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. A l l accixmulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 in any calendar year w i l l be paid to employees i n the 

form of cash at their current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 

(a) F u l l time hourly employees s h a l l receive eight hours 

s t r a i g h t time pay f o r the holidays set f o r t h below: 

1. New Year's Day 
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2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Columbus Day 
8. Thanksgiving Day 

9. Christmas Day 

(b) F u l l - t i m e s a l a r i e d employees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Memorial Day 
7. Independence Day 
8 . Labor Day 
9. Columbus Day 

10. Veteran's Day 
11. Thanksgiving Day 

12. Christmas Day 

(c) The b e n e f i t s set f o r t h i n (a) and (b) above s h a l l be 

paid provided the employee is., i n pay status the . f u l l scheduled 

work day immediately preceding and the f u l l scheduled work day 

immediately f o l l o w i n g such holiday, or i s absent from work on 

one or both of those days w i t h the Employer's permission; such 

permission s h a l l not be unreasonably denied. 

(d) Employees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreement. At the employee's 

option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not to schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 
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s h a l l not be denied by the Employer. I f the employee i s required 

or allowed t o work on such designated day, the employee s h a l l 

receive the appropriate holiday premium r a t e . An employee may 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Employees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Employer. New ..employees who 

commence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar h o l i d a y 

as s p e c i f i e d i n Section 6.1 he/she s h a l l be paid at the r a t e o f 

two (2) times (which includes holiday pay) his/her normal hourly 

r a t e f o r a l l hours worked. 

I f a f u l l - t i m e hourly employee i s not required t o work on a 

calendar holiday s p e c i f i e d i n Section 6.1, such employee s h a l l 

be paid eight hours at s t r a i g h t time f o r such holiday. 

I f a calendar holiday as s p e c i f i e d f a l l s on a f u l l - t i m e 

s a l a r i e d employee's normal day o f f , such employee s h a l l receive 

his normal week's pay. 

A l l holiday time s h a l l be considered time worked f o r the 

purposes of computing overtime except where the holiday f a l l s on 

the employee's day o f f . 
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Section 6.3 Failure to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s 

to report to work, the employee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other emergency. 

Section 6.4 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

.after the holiday. For employees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an employee's vacation 

period the Employer s h a l l have the option of granting the 

employee an extra day's pay or an extra day of vacation at a 

time mutually agreed upon between the employee and the 

department head, provided the employee works the f u l l scheduled 

workday immediately preceding and the f u l l scheduled workday 

immediately following such vacation period, unless such absence 

i s for a reason the Employer finds to be vali d . 

Section 6.5 Determining Work Days As Holidays 

A holiday i s the calendar day running from midnight t o 

midnight. An employee whose workday extends over parts of two 

(2) calendar days, one of which i s a holiday, s h a l l be 

considered to have worked on the holiday i f the m a j o r i t y of the 

hours worked f a l l on the holiday. 
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ARTICLE 7 
VACATIONS 

Section 7.1(a) 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

employed. An employee w i l l earn the f o l l o w i n g amounts of paid 

vacation, based on such employee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service P r i o r t o July 1 Vacation 

Less than 6 years 13 days 

6 years or more, but less than 14 years 18 days 

14 years or more 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 7.1(b) 

An employee i n the Fi r e Department covered by t h i s 

Agreement s h a l l be granted an annual paid vacation of ten (10) 

duty days. 

Section 7.2 ,Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r ' p r o rata vacation i f : 

1. The employee d i d not have twelve • (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The employee was separated from employment, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous servJ.ce. 
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The amount of pro r a t a vacation i s determined by d i v i d i n g 

the number of ' months of continuous service the f u l l - t i m e 

employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

amount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f to the nearest 

whole number of days. Employees separated from employment, 

other than f o r cause, w i l l be paid on a supplemental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-time employees who work at l e a s t 80 hours • per month 

earn .vacation on a pro r a t a basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Employer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 

A l l earned vacation leave s h a l l be forfeited unless (1) the 

employee was denied vacation by the employer, or (2) the employee 

i s on an approved leave of absence, or (3) the employee elects in 

writing to carry over vacation days (up to three (3) ouch 

vacation days of accrued and unused vacation days for employees 

with l e s s than ten (10) years of service, and up to f i v e (5) days 

of accrued and unused vacation days for employees with ten (10) 

or more years of service) for use individually or consecutively 

during the next vacation year, provided that notice of such 

election s h a l l be given to the employer before December 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximum nvimber of single use vacation days provided 
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f o r under t h i s Agreement. Such carry over vacation days must be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

Cancellation or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks , upon mutual—agreement—ei—fe^^e—employer,—which 

agreement—shall not be unreasonably denied or wit h h e l d , and such 

carry over days must be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) months, i n the case of an 

employee's r e t u r n from an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30̂ **, or approving 

the rescheduling of c a r r y over days beyond June 30̂ *̂ . Employees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

to being placed on duty d i s a b i l i t y leave,..J together w i t h a l l 

vacation time earned during the p e r i o d of duty d i s a b i l i t y f o r the 

twelve (12) months f o l l o w i n g the date i n which the person became 

disabled, and s h a l l be-,entitled t o use such vacation time w i t h i n 

twelve (12) months f o l l o w i n g t h e i r r e t u r n to work. 

Section 7.4 Employees Laid-Off or Discharged 

Employees who are terminated f o r cause are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay in th e i r 

bank a t 'the time of r e s i g n a t i o n . Employees s h a l l not earn 

vacation c r e d i t f o r any period during which they are on l a y o f f 

or leave of absence without pay i n excess of 30 days (except 

where such leave was adjudged e l i g i b l e f o r duty d i s a b i l i t y ) or 

engaged i n conduct i n v i o l a t i o n of A r t i c l e 12 of t h i s Agreement. 
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In the event of the death of an e l i g i b l e employee, the surviving 

widow, widower or estate s h a l l be entitled to any vacation pay 

to which the deceased employee was entit l e d . 

Section 7.5 Rate of Pay 

The rate of vacation pay s h a l l be computed by multiplying 

the employee's straight time hourly .rate of pay in effect for 

the employee's regular job at the time the vacation i s being 

taken, times 8 hours per day, times the number of days' vacation 

to which the employee i s entit l e d . Salaried employees s h a l l 

receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 

determine the number and scheduling of crews and employees who 

can be on vacation at any one time without hi n d e r i n g the 

operation of the Department. The Department w i l l not designate 

any time or period during the calendar year when e l i g i b l e 

employees would be p r o h i b i t e d from scheduling and t a k i n g 

vacation time. 

Employees s h a l l make vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

Department w i l l respond t o the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days from the 

date the request i s received by the Department, except i n cases 

where the request i s made f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department wi.1.1 not a r b i t r a r i l y cancel 
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an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe manpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable t o the immediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payment to the employee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an employee s h a l l 

occur only in the most extreme emergencies. In the event of such 

cancellation, the Employer w i l l reimburse the employee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Reciprocity with Other Agoncioa 

Any employee e i feh^ C i t y e i Chicago h i r e d — p r i o r fe^ 

February 1^-7—198 6—whe—ha-s—rcndorcd—service—fee—fehe—County—ei 

Cook,—fehe—Chicago—Park—District,—fe-he—Chicago—Houoing—Authority, 

ferhe—Foreot P r e s e r v e — D i s t r i c t , — f e h - e — M e t r o p o l i t a n — S a n i t a r y — D i o t r i c t 

ei—Creator—Chicago,—fe+i-e—State—ei—Illinoio,—fehe—Chicago—Board of 

Education, fehe C i t y Colleges e i — C h i c a g o , Community—College ' 

D i o t r i c t — 5 0 8 ,—tho Chicago T r a n s i t A u t h o r i t y , — f e h e — P u b l i c , B u i l d i n g 

Commission e i Chicago, fehe Chicago Urban Transportation 
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D i o t r i c t , — a n d — f e h e — R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

t h e — r i g h t — f e ^ — h a v e — f e f ^ e — p e r i o d o f — o u c h — s e r v i c e — c r e d i t e d — a n d 

counted—feer—the purpose of—computing—fehe—number'—ei—yoaro—ei 

sorvice— a - s—an—employee—ei—fehe—City—fer—vacations,—provided—that 

such—service—ha-s—been—continuous—service . However,—vacation 

t i m e — a c c r u e d — w h i l e — w o r k i n g — f - e r — a n o t h o r — p u b l i c — a g e n c y — i - s — h e f e 

t r a n s f e r a b l e . E m p l o y e e s — h i r e d — a f t e r — F e b r u a r y —1̂ -7 198 6—whe 

render—ocrvice—fer—any other employer as—stated—above—shall—have 

t h e — r i g h t — f e e — h a v e — f e h e — p e r i o d — e i — s u c h — s e r v i c e — c r e d i t e d — a n d 

counted—fer—fehe—purpose—ei—computing .. the—number—ef—years—ei 

service—a-s— a n—employee—ei— t h e—City—fer—vacations,—providod—a 

majority of other employees of the Employer receive such credit. 

Section 7.8 Non-Consecutive Vacation Days 

Employees may receive up to five s i x (6) of thei r vacations 

days one or more day(s) at a time as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so late 

in the vacation year that the employee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday) , and the employee would not be 
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charged with a single, non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on either side of his/her regularly scheduled days off and 

then schedules a single vacation day on the opposite side of the 

regularly scheduled days off, then the single day s h a l l be 

considered consecutive with the other vacation days and the 

employee s h a l l not be charged with a single vacation day. 

Nothing herein s h a l l l i m i t or prohibit the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees may designate and use at t h e i r o ption up t o f i v e 

s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreement as sick days t o cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of family members, who s h a l l include (or 

may be expanded upon by the City) : (i)mother, father, husband, 

wife, brother or s i s t e r (including blood, step or half) , son or 

daughter (including blood, step or adopted), father-in-law, 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic partner or the domestic 

partner's mother, father, son or daughter (including blood, 

half, step or adopted), provided that the employee's domestic 

partner i s r e g i s t e r e d w i t h the Department of Human Resources. 

The Employer reserves the r i g h t t o ask the employee to f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g to use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inform the 

representative of the Employer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . Salaried employees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreement s h a l l be i n e l i g i b l e 
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t o use vacation days as sick days while they have a v a i l a b l e 

unused sick days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service means continuous paid employment from 

the employee's l a s t date of h i r e , , without a break or 

i n t e r r u p t i o n i n such paid employment. I n . a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or le s s ; or 

2. An absence where the employee i s a d j u d g e d ^ e l i g i b l e f o r 

duty d i s a b i l i t y compensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal employees who work a minimum of ei g h t y 

(80) hours per month s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due to suspension 

(3) unpaid leaves of absence f o r more than 30 days or 

l a y o f f f o r more than 30 days, unless employees are 

allowed to accumulate s e n i o r i t y under t h i s Agreement. 

(b) Seasonal employment which does not exceed 120 calendar 

days i n any calendar year s h a l l not be c r e d i t e d toward 

continuous service f o r the time worked. 
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(c) Seasonal employment in excess of 120 calendar days in 

any calendar year s h a l l be credited toward continuous service. 

Section 8.3 Reciprocity 

Employeeo h i r e d — p r i o r fe-e February h^, 1986 whe have 

rendered ocrvice fe-e the County—ei-—Cook, fehe Chicago Park 

D i o t r i c t , fehe—Forest—Preserve—District, t h e—Chicago—Houoing 

A u t h o r i t y , fehe Metropolitan Sanitary D i s t r i c t e i Greater 

Chicago,—fehe—State o f — I l l i n o i s , — f e h e — C h i c a g o Board—ei—Education, 

City—Colleges—ei—Chicago,—Community C o l l e g e — D i o t r i c t — 5 0 8 ,—fehe 

Chicago Tranoit A u t h o r i t y , Public B u i l d i n g Commission e i 

Chicago, t h e — C h i c a g o — U r b a n — T r a n s p o r t a t i o n D i s t r i c t — a n d — f e h e 

Regional T r a n s p o r t a t i o n — A u t h o r i t y — s h a l l — h a v e — t h e — p e r i o d — e i — o u c h 

o c r v i c c — e r e d i t e d — a n d — c o u n t e d — i e r — t h e purpooc—ei—advancement 

w i t h i n — l o n g e v i t y — o a l a r y — s c h e d u l e s . However, employees—hired 

a f t e r — F e b r u a r y — i ^ , 198 6 — w h e — r e n d e r — s e r v i c e f e r — a f t y — o t h e r 

employer—a-s—stated above—shall—have—fehe—right—fee—have—fehe—period 

e i such service c r e d i t e d — a n d countod f o r the purpose e i 

advancemeni w i t h i n l o n g e v i t y salary schodulco provided a 

m a j o r i t y of other employees of the Employer receive such c r e d i t . 

Section 8.4 Break in Service 

Notwithstanding the p r o v i s i o n s of any ordinance or r u l e t o 

the contrary, continuous service of an employee i s broken, the 

employment r e l a t i o n s h i p i s terminated, and the employee s h a l l 

have no r i g h t to be r e h i r e d , i f the employee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

days without n o t i f y i n g the employee's authorized Employer 

representative unless the circumstances preclude the Employee, 
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or someone on his behalf, from giving such notice, does not 

actively work for the Employer for twelve (12) months (except 

for approved f u l l time Union representative leaves or medical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for more than twelve (12) consecutive months i f the employee has 

less than five (5) years of service at the time of the layoff, 

or i s on layoff for more than two (2) years i f the employee has 

five (5) or more years of service at the time of the layoff. 

Section 8.5 Probationary Employment 

New employees, h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary employees f o r the f i r s t twelve 

(12) -s-i^^—(-6-)- months of t h e i r employment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary employees con t i n u i n g i n the service of the 

Employer a f t e r twelve (12) sacn (-6) months s h a l l be career 

service employees and s h a l l have their seniority date made 

retroactive to the date of their o r i g i n a l hiring. Probationary 

employees may be disciplined or discharged as exclusively 

determined by the Employer and such Employer action ;shall not be 

subject to the grievance procedures, provided that, (1) a f t e r the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 
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i f the Employer, w i t h i n i t s d i s c r e t i o n , r e h i r e s a former 

employee who d i d not complete his/her probationary period w i t h i n 

one year from the employee's t e r m i n a t i o n , and said former 

employee had served 90 days or more • of his/her probationary 

period, a l l time p r e v i o u s l y served i n the probationary period 

s h a l l be counted f o r purposes of determining when the said 

employee completes his/her probationary period. A probationary 

employee who has served 90 days or more of his/her probationary 

period and who i s l a i d o f f s h a l l be given preference over other 

applicants f o r employment i n the same job t i t l e i n the 

department from which he/she was l a i d o f f , so long as he/she 

does not refuse an o f f e r of employment, and does not s u f f e r a 

break in service under Section 8.4 of t h i s Agreement. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cumulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary employees s h a l l be compensated at the 

same rate as career service employees. 
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ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Employer s h a l l provide t o employees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the same terms and conditions 

applic a b l e ,. t o said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 

(b) Employees who participate in the Employer; medical 

care plan or an HMO s h a l l make the following contributions 

toward their health care coverage based on the applicable 

percentage of thei r base salary (not including overtime) limited 

by the salary cap: 
Single Employee +1 Family Salary Cap 

July 1, 2017 1.2921% 1.9854% 2.4765% $90,000 

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

Jan. 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

Jan. 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

-(^r^ employee—medical—contributions—are—based—en—a 

compooitc—1. 6 %—ei—base—oalary—fe-r—single,—cmployoc—and 

one,—and—family—Icvclo—ef—coverage—a-s—spcci f iod—bolow . 

F̂ er example, fefeie c o n t r i b u t i o n s afe selected oalary 

l e v e l s per pay period are—a-s—f ollovjo : 
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ANNUAL 
C'7\ T 7\ P Y 

SINGLE 
-1 f l O O -1 o, 

EMPLOYEE 1 1 — 
1 K T O 1 Q. 

FAMILY 
1 n "7 n K p. 

L \ X l L iLA 1 X . 3 iL 3 X \i 1 . -3 -l-ly—t—6- 1 . y / u D 

[ I n t n $ ' ' 0 n O O 1"> RD 10 nn n n 
3 ^ 3 3 ^-x" 3 3 , 3 3 3 

$•^0 n o i 
X iL . 3 3 

1 O O C 

X J . 33 
1 0 T R 

i L i L . 3 3 

'~> A "5 V —' *-* / U U X 

^AO 000 1 7 1 4 

X J . , 3 

o c oo 
r i . D 

•:) o OA 
Y / W \ J VJ 

S 50 000 
J . * . ± 4 

O 1 / O 

iL 3 . 3 3 

O O q 1 

3 iL . 3 *i 

A l OR 
Y ^ f vJ U U 

$60 000 
^ L . T Z_ 

S 7 0 

i^ . J X 

"5 Q AO 

T 1 . U 3 

AO I f , 
V ^ VJ ^ U U VJ 

s'̂ o ono 
.L- vJ . 13 

o n o n 
3 J . H l7 

A f, 01 
H j ) . i L 3 

V ' f ^ 

S80 noo 
e.^ J , J 3 

OA o n 

' 1 3 . 3 I 3 1 . rt 1 

fi S fi O 
V ' J / VJ VJ VJ 

q O ("1 Q Q 0 

O 4 . / 

T O R C 
o ^ . o o 
R 0 /I 

D O . D Cr 

-7 •:) o n 
^ ^ J f J J J 

$ 9 0 , 0 0 0 1 — — 3 8 . 60 
3 1? . Z 4 -

5'9. 30 
1 3 . 3 1 ) 

7 3 . 95 

A i i — c o n t r i b u t i o n s — s h a l l — b e — m a d e — e n — a — p r e - t a x — b a s i s — a n d — a r e 

payable on a per pay period basis. 

-f-3-) e f f e c t i v e — J u l y — h - , — 2 0 0 6 — e m p l o y e e — m e d i c a l — c o n t r i b u t i o n s 

a-re—based—en—a—composite—2 . O t ; — e i — b a s e — s a l a r y — f e ^ 

s i n g l e , employee and one, and f a m i l y l o v c l o e i 

coverage a-s s p e c i f i e d below. For example, fehe 

c o n t r i b u t i o n s — a i — s e l e c t e d — s a l a r y — l e v e l s — p e r — p a y period 

are—a-s—follows : 

ANNUAL 
^ AT 7̂  D Y 

SINGLE 
1 o n o -1 o. 

EMPLOYEE't'l 
1 0 ° R 4 9-

FAMILY 
^ /I 7 fi R 9-

^ Z^ J- u X . J O 3 H Xi iL . H 13 3^-

U n r l n r ' ^ ' ' O D f i n S 1 R 1 1 COO QQ con cc. 

ST) nn 1 
C? X 3 

<̂  1 fi 1 s 
Cf i L 3 . O O 

CO A OO 

Cf i i 1- -. 3 3 

con nc 
V ^ / VJ U _L 

S 4 0 0 0 0 

Cf X3 

co-\ 
. -L ^ 

S A 

Cf iL *i . O iL 

COO n n 

Cf .j}3 . J 3 

C A - \ o p 
V ^ ' J / VJ VJ VJ 

s50 oon 
Cf i^ X 

s "> fi 
. O *a 

n o 
V . 3 y 

*i d 1 fi 

S> *1 1 . Z o 

m ^0 
V 3 U , 3 3 3 

s fi n nnn 
V ^ o 

coo 
. 1? z l 

0 

Cf H X . 3 3 

* 4 Q fi 4 

Cf 3 X-. 3 J 

<̂  fi 1 Q 1 
V t j u , u VJ u 

S7n nnn 
Cf 3 i -

con Q 

Cf H J . O * t 

S R 7 01 
Cf 3 X . J X 

cno o 0 
V ^ 3 , 3 3 3 

°n nnn 
Cf 3 1 

<^ AO D ^ 

*Y 3. 1 . U X 

<̂  fi fi I P 

V /-zf-l-Z -3 

COO ccn 
Y ^ f VJ U U 

S i n nnn 
V ~l 

<i AO 
. w / 

A S 

V O O . -L O 

'^,1 A 4 

Cf 3 iL . 3 3 

cno on 
V -J ^ / VJ U VJ 

$ 1 0 0 , 0 0 0 
V * i o - *4 O Cf { ' - 1 . ^ 3 

$ 8 2 . 7 3 
Cf ly iL . 3 1 

$ 1 0 3 . 1 9 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 
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E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

siabject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

STobject t o an annual deductible o f $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 

provisions of insurance p o l i c i e s between Employers and insurance 

companies. 

(d) A dispute between an employee (or .his/her covered 

dependent) and the processor of claims s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e to q u a l i f i e d 

employees. The Employer may o f f e r coverage under more than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement to the contrary. 

(f) Where both husband and wife or other f a m i l y members 

e l i g i b l e under one fa m i l y coverage are employed by the Employer, 

the Employer s h a l l pay f o r only one f a m i l y insurance or f a m i l y 

health plan. 

(g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 
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his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreement. 

(h) Consistent w i t h the terms of the Employer's e x i s t i n g 

Group Health Care Plan, and the ap p l i c a b l e r u l e s thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 .days or less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 

maximum of 12 weeks, subject t o the terms of the Plan ahd any 

other app l i c a b l e provisions of t h i s Agreement. Employees who are 

rec e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terms of the 

Plan and i t s applicable r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, employees must make a l l i n d i v i d u a l medical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terms of 

the Plan and i t s applicab l e r u l e s . I n the event t h a t an 

employee loses coverage u n d e r t h e Plan, he or she w i l l be 

provided n o t i c e thereof, the form of which may include, but i s 

not l i m i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

communication from the Employer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each Coalit.i.on Union (the 

"Parties") agree to create maintain a J o i n t Labor Management 
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Cooperation Committee ("LMCC") pursuant to app l i c a b l e s t a t e and 

fede r a l Law. The purpose of the LMCC i s t o research and make 

recommendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achievement of s i g n i f i c a n t and measurable savings i n the 

cost of employee health care during the term of t h i s Agreement. 

The Parties s h a l l memorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreement and Declaration of Trust ("Trust 

Agreement") contemporaneously w i t h • the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 

of Chicago. Said Trust Agreement s h a l l be attached t o t h i s 

Agreement as Appendix C. 

Section 9.3 

The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

(a) Formation of a Committee t o govern the LMCC c o n s i s t i n g 

of up to twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointment by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreement. 

(c) A u t h o r i t y of the LMCC t o make recommendations and 

mod i f i c a t i o n s i n the health plan expected t o r e s u l t i n savings 

and cost containment. 

(cl) Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 
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Section 9.4 

For purposes of t h i s A r t i c l e , an "employee" s h a l l mean a 

City employee represented by signatory labor organizations of 

this Agreement. A "Coalition Union" means signatories to this 

Agreement which have executed a c o l l e c t i v e bargaining agreement 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design changes 

that w i l l r e s u l t i n estimated savings of at l e a s t $3 mil l i o n (as 

calculated with respect to the Coalition Unions bargaining 

units) by 2020. The parties w i l l work through the LMCC to 

identify changes that w i l l r e s u l t i n the required savings. I f , 

prior to January 1, 2020, the parties have not reached agreement 

upon the proposed changes, each party w i l l submit i t s offer of 

proposed changes and the amount proposed to be reduced, 

including the methodology for estimating the value of the 

proposed changes, to a mutually.agreed upon arbitrator, who w i l l 

be limited to selecting either the City's or Coalition Unions' 

offer. The offer selected by the arbitrator w i l l be binding on 

the parties and on the LMCC. 

Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 
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f e a s i b i l i t y of establishing t h e i r own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s in the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate confidentiality agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

I n the event of a death i n an employee's immediate f a m i l y 

such employee s h a l l be e n t i t l e d t o a leave of absence up t o a 

maximum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out of 

I l l i n o i s and beyond the states contiguous t h e r e t o , the employee 

s h a l l be e n t i t l e d to a maximum of f i v e consecutive days. During 

such leave, an hourly employee s h a l l receive his/her regular 

s t r a i g h t time pay f o r such time as she/he i s required t o be away 

from work during his/her r e g u l a r l y scheduled hours of work (not 
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t o exceed eight hours per day) . S a l a r i e d employees., s h a l l 

receive the leave of absence without a d d i t i o n a l compensation. ^ 

The employee's immediate f a m i l y s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents, grandchildren, ' c o u r t -

appointed l e g a l guardian, and a person f o r whom the employee i s 

a court-appointed l e g a l guardian. The Employer may, at i t s 

option, r e q u i r e the employee t o submit s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 Mi l i t a r y Leave 

Any employee who i s a member of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of s.uch a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Employer wit h the C i t y Comptroller. 

Any employee who i s a member of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s to attend a t r a i n i n g program or 

perform •other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 
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absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the employee deposits his/her m i l i t a r y pay f o r a l l days 

compensated by the Employer w i t h the C i t y Comptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r September 11, 2001, 

s h a l l be e n t i t l e d t o f u l l s alary and medical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payment of m i l i t a r y 

pay to the Comptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l a u t o m a t i c a l l y terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Subpoena 

An employee who serves on a jury or i s subject to a proper 

subpoena (except i f the employee i s a party to the l i t i g a t i o n ) 

s h a l l be granted a leave of absence with pay during the term of 

such absence, provided that the employee deposits his jury duty 

pay with the City Comptroller. 

Section 10.4 Sick Leave 

Salaried—employees—whe—are—granted—paid—oick—leave—en— t h e 

execution—ei—thio—Agreement—shall—continue—fee—receive—fehe—same 

sick—leave—provisions—during—fehe—tcrm of—thio—Agreement,—se—long 

a - s — h e / s h e — c o n t i n u e s — f e e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t—wa-s 

receiving—sie-k—leave—a-fe—fehe—execution—ei—this—Agreement. Thio 

p r o v i o i o n — w i l l — n e f e — a f f e c t — a n y — a c c u m u l a t e d — s i c le—leave—employees 

may—have—afe—fehe—execution—ei—this—Agreement. An—cmployoo—shall 

have—fehe—eption—fee—u-se—up—fee—sa^7^—days—ei—o i c ] i — l e a v e — p e r — y e a r — f e ^ 

the i l l n o s o of an immediate f a m i l y member. 
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Notwithstanding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and thereafter, said s a l a r i e d employees who receive paid sick 

time s h a l l accrue sick time at the rate of one (1) day for each 

month of employment. Employees may use up to s i x (6) days of 

sick time per year for the, bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 

blood, step or h a l f ) , son or daughter (including blood, step or 

adopted), father-in-law, mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic partner or 

the domestic partner's mother, father, son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department of 

Human Resources. In the event an employee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

A c t , i s — h o s p i t a l i z e d , upon request of the employee, the Employer 

w i l l make a v a i l a b l e t o said employee up t o the f u l l amount of 

si c k time the employee would have accrued f o r the remainder of 

t h a t calendar year as i f he/she were a c t i v e l y employed, i n order 

to cover the absence r e s u l t i n g from the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n — a n d — r e c o v e r y . Upon his/her r e t u r n t o 

work, the employee w i l l begin to accrue s i c k time w i t h the s t a r t 

of the next calendar year. The Employer reserves the r i g h t t o 

require an employee to provide documentation of the i l l n e s s i n 

question. 
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Section 10.5 Duty D i s a b i l i t y Leave 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e employees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 

den i a l i s l a t e r reversed, the employee s h a l l be paid up t o date 

the amount the employee was e l i g i b l e t o receive. Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the employee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h the subject t o the l a y o f f , r e c a l l and break-in-

service p r ovisions of t h i s Agreement. 

The Employer w i l l mail the i n i t i a l Duty D i s a b i l i t y payment 

within fourteen (14) days of the Employer's designated medical 

off i c e r being advised by the employee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the employee's entitlement to Duty D i s a b i l i t y . 

Section 10.6 Personal Leave 

-Non-probationary employees may apply f o r leave of absence 

without pay f o r personal reasons. The grant and du r a t i o n o f 

such-, leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accumuJate f o r employees on said leaves. 

Employees who r e t u r n from said leave s h a l l be r e i n s t a t e d to 
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t h e i r former job c l a s s i f i c a t i o n , i'f the Employer determines i t 

i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . , I f the employee's former job i s not a v a i l a b l e 

because the employee would have been l a i d o f f i f the employee 

had not been on a leave of absence, the employee may exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service provisions of t h i s Agreement. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

months of employment and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and medical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) month period 'for any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an employee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placement w i t h the employee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) to care f o r the employee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due to a . serious health c o n d i t i o n a f f e c t i n g the 

employee. 

Such leave s h a l l be without pay unless the employee 

determines to s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's health care coverage s h a l l be maintained 

and paid f o r by the employer, as i f the employee was working and 

s e n i o r i t y s h a l l accrue. 
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Any employee desiring to take leave under t h i s Section 

s h a l l provide reasonable advance notice to the employer on a 

form provided by the employer, which form s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no l e s s than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide notice within 48 hours after the employee 

i s able to do so. Failure to provide the notice provided for in 

thi s Section s h a l l not affect the v a l i d i t y of the leave where 

the employer has actual notice. Except as raay be s p e c i f i c a l l y 

stated in t h i s Agreement, employees s h a l l take leave provided 

for as permitted by the provisions of the Family Medical Leave 

Act, including i t s rules and regulations. Employees s h a l l have 

a right to return to- their regular assignment and location. 

Section 10.7 Medical Leaves 

Non-probationary employees s h a l l be granted medical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up to 3. months, provided said leaves s h a l l be _ 

renewable f o r l i k e 3-month periods. The Employer may request 

s a t i s f a c t o r y proof of medical leaves of absence. A f t e r the 

f i r s t year, such medical leaves s h a l l -.be extended i n up t o one-

year segments. Employee's on medical leaves of absence s h a l l 

r e t u r n to work promptly a f t e r t h e i r doctor releases them to 

r e t u r n to work. 

Employees who r e t u r n from said medical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former j o b / c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an employee of lower s e n i o r i t y . Tn 

a d d i t i o n , the Emiployer w i l l r e t u r n an employee t o the same 
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geographic l o c a t i o n of h i s or her previous job assignment f o r a 

period up to one year a f t e r the s t a r t of the leave. I f the 

employee's former job i s not a v a i l a b l e because the employee 

would have been l a i d o f f i f the employee had not been on a leave 

of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service p r ovisions i n t h i s Agreement. 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 

release and who raeet. the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) months ..of such reinstatement 

r i g h t s f o r every year of service t o a maximum of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not meet the above e l i g i b i l i t y 

requirements and who returns to work promptly a f t e r his/her 

doctor's release a f t e r more than one year on a medical leave of 

absence, s h a l l be returned to his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up t o one year. A f t e r one year, an employee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up to 2 employees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 
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D i s t r i c t Council or Local Organization of the Union f o r the 

dura t i o n of his/her appointment t o the Union, provided 

reasonable advance notice i n w r i t i n g i s given t o the employer. 

While on such leave to employee s h a l l not inc u r a break i n 

continuous service. An employee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 

Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n from' medical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during th e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 



• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to'recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of t h i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 Disciplinary Action 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

appl i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more may be appealed t o a r b i t r a t i o n i n l i e u of the 
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Personnel or Police. Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An employee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any impropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r to being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not commence 

u n t i l the Union, representative a r r i v e s , provided t h a t the 

Employer does not have t o wait an unreasonable time and the 

Employer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An employee may be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said employee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not. t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, insubordination or work stoppages, the 

employee w i l l be given 30 days advance not i c e of discharge, and 

has seven (7) days from r e c e i p t of the noti c e t o appeal. I f the 

employee does not f i l e an appeal w i t h i n the seven (7) day appeal 

period, the Employer may then rem.ove the employee from the 

p a y r o l l . I f the employee appeals the discharge, the Personnel 

Board s h a l l be requested to set a hearing date w i t h i n the 30-clay 
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n o t i c e period and the employee s h a l l remain on the p a y r o l l f o r 

the f u l l n o t i c e period, except i f p r i o r t o completion of the 30-

day n o t i c e period (1) the Hearing O f f i c e r a f f i r m s the discharge; 

or (2) the employee continues the discharge hearing; or (3) the 

employee withdraws hi s appeal or otherwise engages i n conduct 

which delays the completion of the hearing. However, i n no 

event may the employee require the employer to r e t a i n the 

employee on the p a y r o l l beyond the 30-day period. The Union 

s h a l l have the r i g h t t o have i t s representatives present at 

e i t h e r of the Board (s) or the grievance procedure, i n c l u d i n g 

a r b i t r a t i o n , and to a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon ^ various 

f a c t o r s , such as, but not l i m i t e d t o , the' s e v e r i t y of the 

offense or the employee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable o p p o r t u n i t y to f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d to meet w i t h the employee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n emergency s i t u a t i o n s . 

Demotions s h a l l not be used as a p art of d i s c i p l i n e . 

Transfer s h a l l not be p art of an employee's d i s c i p l i n e . 

In cases of o r a l warnings, the supervisor s h a l l inform the 

employee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's immediate supervisor s h a l l meet w i t h the employee and 
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n o t i f y him/her of the accusations against the employee and give 

the employee an o pportunity t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the employee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1(c) s h a l l not i n and of i t s e l f r e s u l t 

i n a r e v e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Employer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union s h a l l be given, i n w r i t i n g , a s t a t i n g of the reasons 

th e r e f o r e . The employee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, .which s h a l l be placed i n the , employee's f i l e . The 

employee s h a l l have the r i g h t t o make a response i n w r i t i n g 

which s h a l l become part of the employee's f i l e . 

Any record of d i s c i p l i n e may be r e t a i n e d f o r a p eriod of 

time not t o exceed eighteen (18) months and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i m i l a r offenses during 

said 18-month period. I f an employee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the case of promotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget ancd Management, the Employer s h a l l n o t i f y the employee 
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who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject matter, w i t h i n 30 

days of the employer being made aware of the a l l e g e r u l e 

v i o l a t i o n . For the purposes of t h i s Section, the term "non-

egregious offense" s h a l l not include i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police board i s 

reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the" 

Employer w i l l pay the employee's reasonable attorney's fees 

which he or she has in c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The employee s h a l l submit a post-appeal fee 

p e t i t i o n t o the Employer, which s h a l l be supported by f u l l 

documentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable to 

agree on the proper amount of the fees t o be paid to the 

employee, e i t h e r party may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant provisions of t h i s agreement. 
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Section 11.2 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1. Within 5 working days a f t e r an employee receives 

w r i t t e n notice of any proposed d i s c i p l i n a r y a c t i o n , 

i n c l u d i n g a suspension f o r ten (10) days or less which i s 

not appealable t o the Personnel or Police Board, or i n the 

case of suspension of 11 or more days which raay be appealed 

to a r b i t r a t i o n i n l i e u of the Police or Personnel Board 

upon thei w r i t t e n request of the Union, the Eraployer s h a l l 

conduct a meeting w i t h the Union and employee. D i s c i p l i n e 

s h a l l be administered as soon as possible' a f t e r the 

employer has had a reasonable o p p o r t u n i t y t o f u r t h e r 

i n v e s t i g a t e 'the matter as appropriate. I f d i s c i p l i n a r y 

a c t i o n i s taken a f t e r the meeting or f u r t h e r i n v e s t i g a t i o n , 

the employer may request i n w r i t i n g t o the department head 

f o r review- of the said, d i s c i p l i n a r y a c t i o n on a form 

provided by the Employer. Said request f o r review s h a l l be 

i n w r i t i n g and submitted w i t h i n three (3) working days of 

r e c e i p t of w r i t t e n n otice of d i s c i p l i n e . Said review form 

s h a l l be p r i n t e d on the back of or attached t o the n o t i c e 

or d i s c i p l i n e together w i t h i n s t r u c t i o n s f o r appeal. The 

f a i l u r e to submit a w r i t t e n request f o r rev.i.ew of 

d i s c i p l i n a r y a c t i o n w i t h i n three (3) working days of 

r e c e i p t of notice of d i s c i p l i n a r y a c t i o n w i l l preclude the 

eraployee's r i g h t to review. 

Step 2. Within three (3) working days or any mutually agreed 

upon extension a f t e r the department head ĉ r tlesignee 

receives the employee's request f o r review, the department 
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head or designee s h a l l conduct a meeting t o review the 

suspension. F a i l u r e t o conduct said meeting i n three (3) 

days w i l l r e s u l t i n automatic advancement t o Step 3 and the 

Union s h a l l so n o t i f y the Employer. At the meeting, the 

Department w i l l give the basis f o r i t s a c t i o n and the 

employee and Union re p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the o p p o r t u n i t y t o ask questions. The 

department head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the meeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s .required. 

The absence of such agreement or f a i l u r e t o decide and 

coraraunicate such decision w i l l r e s u l t i n automatic 

advancement- t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the 

employee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the department head or 

designee and the employee and the Union r e p r e s e n t a t i v e t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said meeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 meeting, unless otherwise agreed by the 

p a r t i e s . The department head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

meeting. A copy of such decision s h a l l be sent t o the 

employee and the Union. I f the p a r t i e s f a i l to meet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o m a t i c a l l y proceed to Step 4 and the Union s h a l l so 
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. notify the Employer. Except where otherwise indicated, the 

time li m i t s set forth herein are to encourage the prompt 

reviews of said d i s c i p l i n a r y action and f a i l u r e to comply 

with these time limits w i l l not affect the v a l i d i t y of the 

said d i s c i p l i n a r y action. This procedure s h a l l be the 

employee's exclusive remedy for a l l said d i s c i p l i n a r y 

action, including suspension for ten (10) days or l e s s , or 

for suspensions of 11 days through 30 days which may be 

appealed to arbitration in l i e u of the Personnel or Police 

Board upon the written request of the Union. 

Step 4 . I f the matter i s not settled in Steps 2 or 3, the 

Union may submit the matter to arbitration under the terms 

of t h i s Agreement. The rules governing procedure for 

arbitration s h a l l be the same as in Section 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections. 11.1 and 

11.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Employer and the Union or any of 

the employees of the. Employer i t represents, a r i s i n g out of the 

circumstances or conditions of employment, s h a l l be e x c l u s i v e l y 

s e t t l e d , i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Employer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and that no a c t i o n or matter not i n 

compliance therewith s h a l l be considered the subject of a 
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grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s t o t h i s Agreement. 

Fa i l u r e of the Employer t o answer a grievance w i t h i n the 

time l i m i t s herein s h a l l permit the Union t o advance the case t o 

the next step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Department Head n o t i f y i n g 

him/her of advancement t o the next Step. 

Before a formal grievance i s i n i t i a t e d , the employee may 

discuss the matter w i t h his/her immediate supervisor. I f the 

problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - Immediate Supervisor 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form to be supplied by the Employer 

upon request, but i n the absence of such a form, 

employee or the Union may submit the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and p a r t of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

remedy, and submit the grievance to the employee's 

immediate supervisor. I t i s understood t h a t i f the 
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employee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the immediate supervisor w i l l n o t i f y the employee and 

the union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

Representative and/or the employee s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g t o the Department 

Head or the Department Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

immediate supervisor. The name of the Department Head 

designee s h a l l be posted f o r employees i n areas where 

employee notices are normally posted and submitted t o 

the Union. F a i l u r e to post ancJ so n o t i f y the Union 

w i l l permit immediate advancement to a r b i t r a t i o n 

unless ccjrrected w i t h i n two (2) working days of no t i c e 

of f a i l u r e to post. 

B. The Department Head or the Department Head's designee 

s h a l l meet wi t h the Union's re p r e s e n t a t i v e at le a s t 

once each m.onth to tliscuss a l l pending grievances t h a t 

have been advanced to Step I I . The purpose of the 
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step I I meeting w i l l be f o r the Department and the 

Union to share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt to amicably resolve as 

many grievances as possible. The Department Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y to resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

more than one Step I I meeting, unless the C i t y and the 

Union .mutually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Department Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy to the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I meeting. 

The response t o the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect to the grievance 

together w i t h a b r i e f statement of the f a c t s and 

reas(jn(s) supptorting that p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union a.nd the aggrieved employee or 



employees. Grievances raay be withdrawn without 

prejudice at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second' step, 

the Union or the - Employer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t may be presented by a s i n g l e selected 

employee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n - of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be made applicable t o a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

o b l i g a t e d to f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

employee t h a t i t could cause death or serious p h y s i c a l 

harm. The Employer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the employee does not waive 

his/her r i g h t to process the grievance. Refusal to 
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f o l l o w i n s t r u c t i o n s or orders, s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - A r b i t r a t i o n 

I f the matter i s not s e t t l e d i n Step I I , the Union or the 

Employer, but not an i n d i v i d u a l employee or employees, may 

submit the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

t o a r b i t r a t e , t o the designafeed representative from the 

Employer's operating department, w i t h copies of the request t o 

the designated law department representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , ' or as soon t h e r e a f t e r as the p a r t i e s mutually may 

agree, the Union s h a l l have the r i g h t t o convene a meeting w i t h 

the Employer's designated representative i n an attempt t o 

resolve the grievance p r i o r to any f u r t h e r a c t i o n being taken t o 

advance the matter t o _ a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect to the grievance. In the 

event the p a r t i e s are unable at such meeting to resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

61 



Either party may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the ru l e s of t h a t t r i b u n a l w i t h a 

copy to the other party. The foregoing s h a l l not prevent the 

Employer and Union from mutually agreeing to the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted must agree as a whole t o 

commencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i r a i t s must 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side t o agree to an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t to subpoena witnesses and 

require the production of p e r t i n e n t documerits at the request of 

e i t h e r p a r t y . 

Each pa r t y s h a l l be responsible f o r compensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 

borne by the party requesting the reporter unless the p a r t i e s 

agree to share such costs. 

An a r b i t r a b l e matter must involve the meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 
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Agreement or a document incorporated by reference t h e r e t o . The 

provi s i o n s of t h i s Agreement and any other document incorporated 

by reference i n t h i s Agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o amend, add t o , subtract from, 

or change the terms of t h i s Agreement, and s h a l l be authorized 

only to i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreeraent and 

apply thera t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguraents presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure or 

which would become moot due t o the length of time necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the option 

of the Union at Step I I or Step I I I . 
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B. PERTINENT WITNESSES AND INFORMATION 

The Union may request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and rul e s issued pursuant the r e t o governing the 

dissemination of such m a t e r i a l s . 

A Union representative, a gri e v a n t , and Union steward w i l l 

be permitted a reasonable amount of time without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Employer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her immediate 

supervisor f o r permission t o handle grievances on work time, i t 

being' understood t h a t the operation of the Department takes 

precedence unless there i s an emergency, but such permission 

s h a l l not be denied unreasonably. A reasonable number of 

employees may attend the meeting without loss of pay; such 

meetings s h a l l be set by mutual agreeraent by the Employer and 

the Union. Where the Employer d i r e c t s an employee t o report f o r 

a meeting concerning a grievance at a time when the employee i s 

not scheduled to work such time s h a l l be considered time worked. 
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I f there i s space a v a i l a b l e , the Employer, upon request of 

the Union re p r e s e n t a t i v e , s h a l l provide the use of a room and 

telephone, t o discuss the grievance, subject t o the Employer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Employer and the Union may mutually agree t o submit any 

grievance to expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually s e l e c t an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 
./ 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s d ecision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at l e a s t one pre-
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established ' hearing date ;' per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

Supplementing a l l r i g h t s and processes due employees 

covered by t h i s Agreeraent who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the eraployee's l o c a t i o n of assignraent, 

normal department l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r to an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a formal statement i s being taken, 

a l l questions d i r e c t e d to the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 

D. The length of the . i n t e r v i e w sessions w i l l be 

reasonable, wi t h reasonable i n t e r r u p t i o n s permitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the in t e r v i e w , the employee s h a l l 

be informed of the nature of the matters t o be 

discussed. 
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F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y 

a c t i o n , or promised a reward, as an inducement t o 

provide i n f o r m a t i o n r e l a t i n g t o the matter under 

i n v e s t i g a t i o n , or f o r ex e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the employee's a d m i n i s t r a t i v e r i g h t s , or 

the i m p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

statement the employee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 

employee, said employee w i l l be given the s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution may be probable 

against said employee, the prov i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e ,and said employee w i l l be 

afforded h is c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r t o the comraencement of the 

in t e r v i e w . An employee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

employee who may be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 
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representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union repr e s e n t a t i o n 

before commencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e presentation 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Eraployer does not have the 

i n t e r v i e w unduly delayed. 

J. The Eraployer s h a l l not compel an employee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governmental agency r e l a t i n g t o 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l - not be 

used against an employee i n any forum adverse t o the 

employee's i n t e r e s t s . The Employer w i l l not r e q u i r e a 

polygraph examination i f i t i s i l l e g a l t o do so. I f 

an employee i s asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 

any polygraph examination s h a l l be known t o the 

employee w i t h i n one week. 

L. This Section s h a l l not apply to employee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be. made a v a i l a b l e t o the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the employee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y informed the media of the charges 
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against the employee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e t o the media where the employee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

same forum as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y ..action i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or i n f o r m a t i o n i n c l u d i n g employee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n agai-nst the employee, or i n the case of 

promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the pr o v i s i o n s of paragraph N 

above, at the option of the Union, a claim t h a t the 

Inspector General has v i o l a t e d the pro v i s i o n s of t h i s 

Section may be rais e d i n a suppression hearing before 

a member of the permanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required -in 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s o ption by 

n o t i f y i n g the employee's Department Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than 
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ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreement. The appeal 

s h a l l specify the p a r t i c u l a r contract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l summary of 

the conduct alleged t o have v i o l a t e d the Agreement. I t 

i s understood t h a t by ex e r c i s i n g t h i s o ption, any. and 

a l l time l i r a i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s w i l l 

s e l e c t i n order of r o t a t i o n one of the three permanent 

hearing panel members who are chosen as f o l l o w s . To 

be e l i g i b l e f o r service on t h i s panel, members must be 

w i l l i n g t o convene a suppression hearing w i t h i n t h i r t y 

(30) days of r e c e i v i n g n o t i c e of h i s or her s e l e c t i o n . 

To select the i n i t i a l panel, or should any raeraber of 

the panel resign or be removed upon mutual agreeraent 

of the p a r t i e s during the l i f e of t h i s Agreeraent, the 

p a r t i e s w i l l meet t o reach agreement on new panel 

member who must be an a r b i t r a t o r l i s t e d w i t h the 

Federal Mediation and C o n c i l i a t i o n Service. I f no 

agreement can be reached, the Employer w i l l request a 

panel of seven (7) a r b i t r a t o r s from FMCS, a l l of whom 

must be members of the National Academy of 

A r b i t r a t o r s . Thereafter, the p a r t i e s w i l l raeet t o 

s t r i k e names from the l i s t , w i t h the E.mployer s t r i k i n g 
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f i r s t , u n t i l one name remains, which person s h a l l be 

named to the panel. 

2 (c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel member, or at such other time as the p a r t i e s may 

mutually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i r a i t e d t o determining i f the Inspector General 

obtained evidence or statements i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the raerits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2 (d) The panel member s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r more than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 
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The Union agrees t h a t during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i r a i t e d t o 

sympathy s t r i k e s and s t r i k e s to p r o t e c t union or t h i r d p a r t y 

conduct) , work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 12.2 Union Ef f o r t s 

The Union agrees that i t w i l l use i t s best efforts to 

prevent any acts forbidden in th i s A r t i c l e and that in the event 

any such acts take place or are engaged in by any employee or 

group of employees in the Union's bargaining unit, the Union 

further agrees i t w i l l use i t s best efforts to cause an 

immediate cessation thereof. I f the Union imraediately takes a l l 

necessary steps in good fai t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclairaing such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to immediately cease such a c t i v i t y , the Employer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 D i s c i p l i n e 

The Employer may terminate the employment of or otherwise 

d i s c i p l i n e any employee or employees who have been found to have 

engaged in any act forbidden in th i s A r t i c l e . 

Section 12.4 No Lockout 

The Employer w i l l not lock out bargaining u n i t employees 

during the term of t h i s Agreement. 
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ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

frora the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a semi-monthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l indemnify, defend and hold the 

Employer harmless against any and a l l claims, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

ac t i o n taken or not taken by the Employer f o r the purpose of 

complying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any such pr o v i s i o n s or i n r e l i a n c e 

upon employee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union t o the Employer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to ve r i f y union membership and/or authorize 
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voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

The Employer s h a l l provide t o the Union w i t h i n t h i r t y (30) 

days name, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new employee h i r e d i n t o the Union's bargaining u n i t . 

Section 13.2 F a i r Share 

I t i s further agreed that 30 ' days after the l a t e r of the 

execution of the Agreement or the employee's date of hire, the 

Employer s h a l l deduct frora the earnings of employees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions to the Union at the same time 

that- the dues check-off i s remitted. I t i s understood that the 

amount of deductions from said non-member bargaining unit 

employees w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract administration and pursuing matters 

affecting wages, hours and other conditions of employment. 

Section 13.3 Right of Non-Association 

Nothing in this Agreement s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such employees are members. 

Section 13.4 Condition of Employment 

Each employee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a member of the Union, and each employee who becomes a raeraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employment, maintain 
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his/her membership i n the Union during the term of t h i s 

Agreement. 

Any present employee who i s not a raeraber of the Union-

s h a l l , as a c o n d i t i o n of employraent, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n . 

A l l eraployees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreeraent and who have not raade a p p l i c a t i o n f o r raembership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreement or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other conditions 

of employment. 
ARTICLE 14 

MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Employer makes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Employer changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not permanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the mutual 

agreement of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y perforraed by 

employees who -are represented by the Union s h a l l continue t o be 
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performed by said employees, except where non-unit employees 

have i n the past performed u n i t work, or i n emergencies, t o 

t r a i n or i n s t r u c t employees, to do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , t o do troubleshooting or where 

special knowledge i s required, provided however, where eraployees 

do not report t o work because of vacations, or other absences or 

tardin e s s , or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be - occupied w i t h 

assigned d u t i e s , or to complete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not perform 

the work of said eraployees. For exaraple, i f a Marine P i l o t i s 

on vacation, a Tug Fireman s h a l l not be assigned as a 

replacement Marine P i l o t . The Employer s h a l l not a r b i t r a r i l y 

extend the period of any emergency beyond the need f o r t h a t 

emergency. 

Notwithstanding the foregoing, i t i s understood that i t 

s h a l l not be a violation of t h i s Agreement i f the following 

functions are performed by members of management, regardless of 

whether they are also performed by the bargaining unit: (a) crew 

assignment and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipment and materials from vendors. Nothing 

herein s h a l l deprive members of the bargaining unit of the right 

to perform h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City, lay-off a bargaining unit employee for the purpose of 

replacing that person with a member of management. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

In the event t h a t the Union f i l e s a grievance claiming t h a t 

the Employer has vitolated the terms of t h i s Agreement by 
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assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Employer receives a grievance from another 

union p r o t e s t i n g the assignment of work t o employees covered 

under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11.3 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Employer and the. Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e . i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the provisions of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s to the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine that the Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer to comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perform the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 
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The Eraployer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the provisions of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11.3 of t h i s 

Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l select the a r b i t r a t o r . The Employer, the Union and the 

other a f f e c t e d union(s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t to f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s to the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l parties to the dispute 

frora voluntarily resolving i t at any time. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded t o a l l employees of the Employer without change during 

the term of t h i s Agreement. 
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The Employer w i l l make contributions, on a dollar - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximum to t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the to t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing t h e i r own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s i n the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-

Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 
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Section 14.5 Rules of Conduct Changes 

When the Eraployer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

employees to d i s c i p l i n e , the Employer s h a l l transmit four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Employer w i l l meet with the Union within twenty (20) calendar 

days of the receipt of the proposals to receive the Union's 

comments. Absent an emergency, the Employer w i l l not impleraent 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Employer. No such changes or additions s h a l l 

be implemented without prior publication and notice to the 

affected Employees. 

Section 14.6 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l working 

environment f o r employees covered by t h i s agreement i n c l u d i n g i n 

accordance w i t h applicable f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l maintain i n good and safe working 

c o n d i t i o n a l l equipment necessary f o r the safe and proper 

performance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t safety 

comraittee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Employer. The purpose of the committee 

s h a l l be t o discuss, examine and to make recommendations 

concerning occupational safety and health issues a f f e c t i n g 
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employees. A l l recommendations of the committee w i t h respect t o 

safety and health issues s h a l l be submitted i n w r i t i n g t o the 

appropriate Department Head w i t h a copy t o the Union and the 

D i r e c t o r of Labor Relations.. The Department Head s h a l l promptly 

issue a w r i t t e n response t o the committee concerning the 

Department's views regarding the comraittee's recommendations. 

The p a r t i e s may decide, frora time t o time, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Department(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d employee(s). The Department 

safety personnel w i l l raeet and confer w i t h a r e p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and re p o r t back t o the 

Committee on any decisions or recommendations concerning them. 

(c) The j o i n t safety committee s h a l l meet at l e a s t once a 

raonth, or otherwise by mutual agreement. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s 

faced w i t h an unsafe working c o n d i t i o n , the employee i s required 

to perform the task i n question unless the employee's 

performance of an assigned task presented the strong l i k e l i h o o d 

of s u b j e c t i n g the employee to imminent danger of death or 

serious i n j u r y . I f the employee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perform t h a t task and 

expose himself to t h a t dangerous c o n d i t i o n , the employee w i l l 

not be subject t o d i s c i p l i n e . In order t o avoid d i s c i p l i n e 

under t h i s paragraph, the c o n d i t i o n must be of such a nature 

t h a t a reasonable person, under the circumstances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and imminent danger 

of death or serious i n j u r y . In a d d i t i o n , the employee must also 
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have sought from the Employer, and have been unable to obtain, 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g t o perform the task 

i n question. 

Section 14.7 Information to Union 

The Employer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minim\im, the following information: 

• Payroll period 

• Payroll Niamber 

• Employee nvimber 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the s a f e t y and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r m a t i o n , en—a—monthly—basis—a—bargaining—unit, 

report—ei—current—active—employees,— t h e—list—fee—include—employco 

name, address, s o c i a l — s c c u r i ty—number, t i t l e , pay—schedule, 

g r a d e , — c u r r e n t — p a y — r a t e , — s t a t u s , — c o n t i n u o u o — s e r v i c e — d a t c , — t i m e 

i n t i t l e , — d a t e of b i r t h , — r a c e and sex. 
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The Employer—shall—also—provide—fee—fel^e—Union—on a—monthly 

basis a — b a r g a i n i n g u n i t a c t i v i t y r e p o r t e i current a c t i v e 

e m p l o y e e s — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R o t i r c m e n t o ; Career 

Service Resignations; Career Service Discharges; Non-Career 

Sorvice Terminations; Leaves e i Absence; Suspensions; 

Reinstatements;—Reappointments;—Transfers—(change—ei—department 

end change e i — p a y r o l l ) ; Appointmonto (which also includes 

promotions and dcmotiono);—and" Deaths. 

Each—month—fehe—Employer—will—provide—fee—fehe—Union—fehe 

current—raonth ' o—bargaining—unit—activity—report—and—fe4^e—updated 

report—from the previous raonth. 

Section 14.8 Subcontracting 

The Employer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or employer who 

i s not i n compliance w i t h the area standards established under 

and pursuant t o the formula used by the United States Department 

of Labor administering the Davis-Bacon Act. Notice of any such 

c o n t r a c t i n g or subcontracting s h a l l be given t o the Union at 

l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The n o t i c e 

s h a l l be i n w r i t i n g and s h a l l contain the name and address of 

the p a r t y who w i l l perform the work, a d e s c r i p t i o n of the work 

to be performed and any other relevant data to enable the Union 

to determine compliance w i t h t h i s Section. In the event such 

party i s determined not t o be i n compliance w i t h the said area 

standards, the Employer s h a l l withhold payouts, and s h a l l not 

contract or subcontract f u r t h e r with any such party u n t i l the 
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Union and the Employer receive a w r i t t e n and enforceable 

assurance .of compliance. 

In the event t h a t the Employer determines to subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Employer s h a l l make a v a i l a b l e , • on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Department, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her t o perforra 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Emplo-yer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the employraent of employees subject to layoff. During 

that meeting the Employer w i l l request and urge that the sub

contractor hire l a i d off eraployees. ' 

Section 14.9 Automobile Reimbursement 

Employees who are required by the Employer t o use> t h e i r own 

automobiles i n the performance of t h e i r job s h a l l receive 

mileage reimburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a maxiraura of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maximum reimbursement w i l l 

increase to $350.00 per month. \ E f f e c t i v e February 1, 2008, the 

maximum reimbursement w i l l increase to $450.00 per month. 

E f f e c t i v e February 1, 2009, the maximum reimbursement w i l l 
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increase t o $550.00 per month. Thereafter, the maximum 

reimburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U) : 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking mileage reimburseraent 

must submit t h a t request on a form provided by the Eraployer. 

Payraent f o r mileage expenses w i l l be made on-a monthly basis. I n 

the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l implement f o r any group of employees an automobile expense-

reimbursement program which i s more f a v o r a b l e " t o employees than 

the p r o v isions of t h i s paragraph, upon n o t i c e from the Union, 

the Employer w i l l meet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new prqgram t o employees 

covered by t h i s Agreeraent. 

Upon request by e i t h e r p a r t y raade no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l meet t o discuss any proposed 

changes t o t h i s Section 14.9. 

Section 14.10 F i l l i n g of Permanent Vacancies 

The Employer s h a l l determine i f there i s a permanent 

vacancy t o be f i l l e d , and at any time before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l b e - f i l l e d . 

The—Employer—will—post—vacancy—announcements—fer—fourteen 

(14)—days ,—and provide—the Union—with—a—copy—e-f—fehe—announcement 

at the timo i t i s posted. 



The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

posting. Said vacancies s h a l l be posted for fourteen (14) days 

on the CAREERS WEBSITE. The posting s h a l l contain at l e a s t the 

following information: job t i t l e , q u a l i f i c a t i o n s , days off, 

s h i f t , hours, work location, i f known, and the rate of pay. The 

posting s h a l l also identify the number of positions to be 

f i l l e d . I f the number to be f i l l e d changes, the Employer s h a l l 

promptly notify. Prior to the commencement of the selection 

process, the employer w i l l provide the Union with a l i s t of 

qua l i f i e d bidders-^ 

' Q u a l i f i e d bargaining u n i t eraployees s h a l l be given an 

oppor t u n i t y t o b i d on perraanent vacancies declared by the 

Eraployer. The Eraployer s h a l l select the raost q u a l i f i e d 

a p p l i c a n t . I n making s e l e c t i o n s , the Employer s h a l l give 

preference t o bargaining u n i t applicants over non-bargaining 

u n i t a p p l i c a n t s , except where non-bargaining u n i t a p plicants 

have demonstrably greater s k i l l and a b i l i t y t o perform the work 

required. I n making a s e l e c t i o n between two or more bargaining 

u n i t applicants who are r e l a t i v e l y equally q u a l i f i e d , ' the 

Employer s h a l l select the most senior bidder. For purposes of 

t h i s Section, s e n i o r i t y s h a l l be determined by the employee's 

t o t a l service i n any bargaining u n i t t i t l e ( s ) . 
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Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decision form, hi r i n g information summary, and hir i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such dociiments to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

The successful bidder f o r any job under t h i s Section shall'' 

have an eval u a t i o n period, not t o exceed s i x t y (60) days, t o 

demonstrate t h a t he or she can perform the job. I f the Employer 

has j u s t cause based upon the employee's job performance at any 

time during t h a t p eriod t o believe t h a t the successful bidder 

cannot perform the job, then the successful bidder s h a l l be 

returned t o the job he/she held j u s t p r i o r t o the awarding of 

the b i d , d i s p l a c i n g , i f necessary, any employee who has been 

placed i n t o said job. 

Section 14.11 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 
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limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s in a determination that the 

employee i s u n f i t for duty and the employee's physician 

c e r t i f i e d that the employee i s f i t for duty, the employee may 

e l e c t or Employer may require the employee, at the Employer's 

sole expense, to be siibject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 

duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and binding. 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary in, order to permit access to a l l medical records 

related to his/her condition, and the City s h a l l agree to secure 

and maintain the confidential nature of a l l medical records 

obtained through the process. 

ARTICLE 15 
LAYOFFS/RECALL 

Section 15.1 



Probationary employees w i t h more than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior employee 

i n the a f f e c t e d job c l a s s i f i c a t i o n i n the department s h a l l be 

l a i d o f f f i r s t , - provided the a b i l i t y , q u a l i f i c a t i o n s t o perform 

the required work, and the employee's job perforraance are equal 

araong the other employees i n the job, i n the department. 

" S e n i o r i t y " s h a l l mean, f o r purposes of t h i s Section, the 

employee's service i n the job t i t l e ( t i m e - i n - t i t l e ) . Employees 

s h a l l be r e c a l l e d i n the reverse order they were l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

I n the event any ei—fehe p r o v i s i o n e of t h i s Agreement s h a l l 

be or become i n v a l i d or unenforceable by reason of any f i n a l and 

b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such 

i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the remainder of 

the p r o visions hereof, which s h a l l remain i n f u l l f o r c e and 

e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n s h a l l be subject 

to r e - n e g o t i a t i o n by the P a r t i e s w i t h i n a reasonable p e r i o d of 

time . ihe—parties—agree—fee—moot—and—adopt—revised—provisiono 

which vjould be—in conformity w i t h the—law . 
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ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Representatives 

The Union w i l l advise the Employer i n w r i t i n g , , of the names 

of the Stewards i n each department or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Eraployer promptly of any changes. 

Stewards w i l l be permitted t o handle and process grievances 

r e f e r r e d by .employees at the appropriate steps of the grievance 

procedure during norraal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of tirae, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors i n advance of t h e i r i n t e n t i o n 

to handle and process grievances. Supervisors may not 

unreasonably w i t h h o l d permission t o the stewards t o engage i n 

such a c t i v i t i e s . 

Employees a c t i n g as Union Stewards , s h a l l not be 

di s c r i m i n a t e d against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards from t h e i r 

job c l a s s i f i c a t i o n s or departments, other than i n an emergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 

Section 17.2 Union Rights 

The Union s h a l l have the r i g h t and r e s p o n s i b i l i t y t o 

represent the i n t e r e s t s of a l l employees i n the Unit, to present 

i t s views t o the C i t y on matters of concern, e i t h e r o r a l l y or i n 

w r i t i n g , and to consult and be consulted w i t h , i n respect to the 

90 



formulation, development and implementation of po l i c i e s and 

programs affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal working hours, t o enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not t o i n t e r f e r e w i t h normal operations'. The 

Employer raay be able t o change or set r u l e s of access, provided 

t h a t any change i n current p r a c t i c e s must be reasonable and 

subject t o the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

The C i t y proposes t o add the f o l l o w i n g new p r o v i s i o n t o a l l 

Agreements: 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services to i t s c i t i z e n s i n a safe and economic manner. The 

p a r t i e s to t h i s Agreement recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of employees, as w e l l as t h e i r moral and p r o d u c t i v i t y , 

a l l of which .creates an undue burden on the persons which the 

Ci t y and the employees covered by t h i s Agreement serve. 

Furthermore, the economic cost of pr o v i d i n g health care services 

to employees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 
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The Employer and the Union maintain a strong commitment t o 

p r o t e c t people and property, and to provide a safe working 

environment. To t h i s end, the eraployer has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r employees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreement urge employees who have such 

problems t o u t i l i z e the Program's services. 

To maintain a workplace which provides a safe and' health 

work environment for a l l employees, the following drug and 

alcohol program i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Items & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

employee on the job or the premises of the Employer. 

(c) Employer Premises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other vehicles 

owned, leased or used by the Eraployer job s i t e s or work 

l o c a t i o n s and over which the Eraployer has a u t h o r i t y as employer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage to 

property to which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f) Reasonable Cause: e r r a t i c or unusual behavior by and 

employee, i n c l u d i n g but not l i r a i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 
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ordinary s e n s i b i l i t i e s t o conclude t h a t the. employee i s under 

the i n f l u e n c e of drugs and/or al c o h o l . 

(g) Under the I n f l u e n c e : any mental, emotional, sensory 

or p h y s i c a l impairment due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 D i s c i p l i n a r y Action 

(a) A l l employees must report t o work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable them to perform t h e i r jobs i n a safe 

manner. Further, eraployees s h a l l no't use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they report t o work under the i n f l u e n c e or 

drugs and/or a l c o h o l . 

(b) When, based upon the d i r e c t ' observation of two 

supervisors, the Eraployer has a reasonable cause to believe t h a t 

an eraployee i s under the i n f l u e n c e of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t to. subject t h a t employee to a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

employee may be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the employee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Employer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 
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( i i i ) are found t o be under the in f l u e n c e of drugs or 

alcohol while on duty and on the Employer's 

premises; 

(i v ) are found i n possession of a l c o h o l , drugs or 

drug paraphernalia, or are found s e l l i n g or 

d i s t r i b u t i n g drugs or drug paraphernalia, on the 

Employer's premises. 

(c) A l l adverse employment action taken against an 

employee under this prograra s h a l l be subject to the grievance 

and arbitration procedures of th i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer may require drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two 

supervisors have reasonable cause t o believe 

t h a t an employee has reported t o work under the 

inf l u e n c e of or i s at work under the i n f l u e n c e 

of drugs or a l c o h o l . 

( i i ) a t e s t may be required as p a r t of a follow-up to 

counseling or r e h a b i l i t a t i o n f o r substance abuse 

f o r up t o a one year period. 

(b) Employees t o be t e s t e d w i l l be required t o sign a 

consent form and chain of custody form, assuring proper 

documentation and accuracy. I f an eraployee refuses t o sign a 

consent form a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

t e r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited but NIDA or any successor 
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agency, and may consist of e i t h e r blood or urine t e s t , or both. 

The Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of al c o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g programs, dated A p r i l 11, 1988 and as may 

be. amended here a f t e r by the relevant agency of the Department of 

Health and Human Services. 

(e) I n i t i a l 'and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (.and as they may be amended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presumptively e s t a b l i s h t h a t the t e s t e d 

employee was under the i n f l u e n c e of drugs. 

( f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the test e d 

eraployee was under the i n f l u e n c e of a l c o h o l . 

(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the•Employer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported to the 

Coramissioner of Personnel or his designee i n the manner t o be 

prescribed by the Commissioner. The applicant or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissioner w i l l inform the app l i c a b l e department head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 
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( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 

rete s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Commissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

to take a s u f f i c i e n t sample, or t o preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal from 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No l a b o r a t o r y r e p o r t or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are p a r t of a 

personnel a c t i o n under t h i s prograra, but s h a l l be placed i n a 

special locked f i l e maintained by the Commissioner of Personnel, 

except as such d i s c l o s u r e may be required by t h i s p o l i c y , law or 

fjrdinance. 

Section 18.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

may p a r t i c i p a t e i f they wish i n the vo l u n t a r y Eraployee 

Assistance Prograra. 

96 



ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The City of Chicago and each Coalition Union (the 

"Parties") agree to create a Joint Apprenticeship and Training 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) in conjunction with certain 

third parties including, but without limitation, the Chicago 

Public Schools ("CPS"), the City Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 

and training programs and to provide expanded post-

apprenticeship and training employment opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreement with the City of 

Chicago, the Parties s h a l l enter into a suppleraental memorandum 

of understanding regarding the structure, implementation, 

monitoring and enforcement of th i s I n i t i a t i v e . Said raemorandum 

sh a l l be attached to th i s Agreement as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l g enerally include the f o l l o w i n g : 

a. A comraitment by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n to f i l l at 

le a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 
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CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A commitment by the C o a l i t i o n and the C i t y t o 

col l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g programs. I n p a r t i c u l a r , the C o a l i t i o n and the 

Ci t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors to p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and t o expand post-

apprenticeship and t r a i n i n g employraent o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps t o f u l f i l l the commitraents set f o r t h i n 

t h i s A r t i c l e and supplemental meraorandum attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate to secure t h i s l e g i s l a t i v e approval. 
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This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t from said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f frora year t o 

year unless at lea s t 60 days and not more than 120 days p r i o r to 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d Mail, r e t u r n r e c e i p t 

requested, of a desire to amend, add t o , subtract from, or 

terminate t h i s Agreement. 

In the event such n o t i c e of a desire t o amend, add t o , or 

subtract from the terms of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d to «shall be 

considered t o have been given as of the date shown on the 

postmark, w r i t t e n notices may be tendered i n person, i n which 

case the date of noticie s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e contract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h 

respect to a l l matters subject to c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees that the other s h a l l not be o b l i g a t e d t o bargain 
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c o l l e c t i v e l y w i t h respect t o any matter which i s subject t o 

c o l l e c t i v e bargaining whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such matter may not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

volun t a r y unpaid time o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreement, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

employees covered by t h i s Agreement. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be e f f e c t i v e from the date upon which 

i t i s r a t i f i e d by the C i t y Council of the C i t y of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l remain i n e f f e c t 

through 11:59 p.m. on June 30, ^ ^ i ^ - 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order to f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the applicab l e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care program mandating s i g n i f i c a n t changes 
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i n health insurance b e n e f i t s t h a t becomes law and 

i s e f f e c t i v e during the term of t h i s Agreement; 

The lack of achievement of health care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishment and ad r a i n i s t r a t i o n 

of the Labor-Management Cooperation Comraittee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 

pro j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o hea l t h care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l make such adjustments to the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, to prevent the cost 
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increase from exceeding ' 8% as measured i n 

subsection (a) above, 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the .end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y may e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party—reoorvco—fehe—right—fee—reopon—this 

Agreement—in - o r d o r — f e e — n o g o t i a t o — f e h e — H e a l t h — P l a n — s e f e — f o r t h — i n 

Article—9—ne—later—than—Juno—3-0-^—2011—and—June—3^-?—2015,—er—in 

ferhe—event—fehe—City—ei—Chicago—ie—avjardcd the—2016—Olympic—Games, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of this 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r party 'to t h i s Agreement has t h i r t y (30) days to n o t i f y 

the other p a r t y of i t s i n t e n t to reopen t h i s Agreement i n order 
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to negotiate the Health Plan set forth in A r t i c l e 9. Should 

either party elect to reopen negotiations pursuant to thi s 

provision, i t s h a l l submit written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreement on the A r t i c l e . I f the parties f a i l to reach 

agreement at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreement. 

Non-Provailing Wago Rato Rooponor 

Four-Yoar: Thio—Agreement—fftay—be—reopened—fee—further 

negotiate—fehe—non-prevailing—wage—rates—governing—-fehe—occond 

f i v e year feerro (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e 4^ 

S e c t i o n — 4 . 4 , — i n — t h e — e v e n t — t h a t (-a-) fehe—City—notifies—fehe 

Coalition—that—ife—ha-s—nefe^—reached—a—successor—agreement—fee—a 

t h e n — c u r r e n t — f o u r - y e a r — a g r c o m c n t — e x p i r i n g — e n — J u n e — 3 # 7 2011 

regarding—an—across-the-board—percentage increase f e r — o t h e r 

u n i o n i z o d — e r a p l o y e e s — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the "Me Too Clause" by March 31,—2012;—er—1 ^—fehe 

Coalition—notifies—fehe—City—ei—U s—intent—fe-e—terminate— t h e—^^-Me 

Too Clauoc" by March 31, 2012. 

Five-Year: Thio—Agreement—may—be—reopened—fee—further 

negotiate—fehe—non-prevailing—wage—rates—governing—fehe—second 

f i v e yoar fee^m (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e 4-r 

Section 4.4, in—fehe event that (-a^ fehe—City—notifies the 

Coalition—that—ii—ha-s—nefe—reached—a—oucceooor—agreement—fee—a 

t h e n — c u r r e n t f i v e - y e a r — a g r e e m e n t — e x p i r i n g — e n — J u n o 3-0-̂  2012 
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r e g a r d i n g — a n — a c r o s s - t h e - b o a r d — p e r c e n t a g e — i n c r e a s e f o r .—other 

u n i o n i z e d — o m p l o y e o o — i n — n o n - p r e v a i l i n g — v j a g o — r a t e — c l a s s i f i c a t i o n s 

defined i n the "Me Too Clauoc" by October 31,—2012;—er—fb^—fehe 

C o a l i t i o n — n o t i f i e s — t h e — C i t y — e i — H e — i n t e n t — f e e — t e r m i n a t e the—^^Me 

Too Clause" by October 31, 2012. 

ii—any—ene—ef—fehe—forogoing events—occurs,—cither—party—fee 

thio—Agreement—ha-s—thirty—(30)—days—fee—notify—fehe—other—party—ei 

-iferS—intent—fee—reopen—thio—Agreement—in—order, to—negotiate—fehe 

non-prevailing—wage—rates—govorning—fehe—occond—five-year—terra 

(07/01/2012 to 06/30/2017)—oet f o r t h i n A r t i c l e , d,—Section 4.1. 

S h o u l d — e i t h e r — p a r t y — e l e c t — t - e — r e o p e n — n c g o t i a t i o n o — p u r s u a n t — f e e 

t h i s — p r o v i o i o n , i f e — s h a l l — s u b r a ' i t — w r i t t e n — n o t i c e — f e e — t h e — o t h e r 

p a r t y — a n d — t h e City—shall—nefe—be—obligated—fe-e—make— t h e—wage 

adj u s t m c n t s — s e f e — f o r t h — i n — A r t i c l e — 4 - , — S e c t i o n — 4 . 4 . Thereafter, 

fel^e p a r t i e s have ni n e t y ( 90) days w i t h i n which fee roach 

agrccmont e n — f e h e — A r t i c l e . i f — f e h e — p a r t i e s f a i l — f e - e — r o a c h 

agreement—afe—fel^e—conclusion of t h a t — n i n e t y — — d a y period,—ea-eh 

party reserves—fehe—right—to reopen the entire Agreement. 

Other Reopener 

I n the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

party reserves the r i g h t to reopen the e n t i r e Agreement. 
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IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s), has executed t h i s document as of 

the day of , 2 ^ ^ 2018. 

CITY OF CHICAGO I.O.M.M.P 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 
LMCC REFERRAL 

Agree t o • t h e f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and Tr a i n i n g Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 t o explore and recommend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i m i t e d t o : 

a. A m u l t i - p r o j e c t labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o n t r actors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum number of apprentices on t h e ' p r o j e c t as 

permitted under the terms and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement ( s ) ; and ( i i ) a l l con t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship pro'gram r e g i s t e r e d w i t h 
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the 'U.S. Department of Labor's Bureau of Apprenticeship and 

T r a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree to d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan * (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive h e a l t h care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, i n c l u d i n g but 

not l i m i t e d t o the f o l l o w i n g areas: 

Expanded Disease Management Program 

HRA and Bio-metric Screening 

Health Fairs 

Weight Management Prograra 

Iraaging Review Service 

L i f e t i m e Maxiraura 

Subscriber Share for Hospital B i l l s and Co-insurance 

Exclusion for S e l f - i n f l i c t e d I n j u r i e s . 

Comprehensive Communication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Meraorandum of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive some or a l l of the monetary 

make whole remedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order t o conclude ne g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y t o waive 

some or a l l of the monetary make whole remedies. U n t i l such an 

agreement i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not .be o b l i g a t e d t o implement the monetary make whole 

remedies i n the Award. In a d d i t i o n , i f such an agreement i s not 
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reached by December 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed amendment t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f from the monetary make whole remedy to an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

POINTERS, CLEANERS AND CAULKERS UNION 
LOCAL 52 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and Local 52, Pointers, Cleaners and Caulkers 

Union ( h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose of 

e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages, and other terms and 

conditions of employment f o r the employees represented by the 

Union. 

I n r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a i l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Tuck Pointer 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect t o rates of pay, wages, hours and other 

terms and conditions of employment. The term "employee" as used 

herein, refers. t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 
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ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Eraployer, except only as they may • be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the management of the 

Employer's operations' and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or or g a n i z a t i o n of the Employer's operations, or other 

economic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o make and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipment and m a t e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and meth'od of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t t o determine the number of employees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required t o . ensure maximum e f f i c i e n c y of operations; 

to e s t a b l i s h and enforce f a i r production standards; and to 
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determine the size, number and l o c a t i o n of i t s departments and 

f a c i l i t i e s . . A l l of the p r o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal employment opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and nothing in 

t h i s Agreement s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that th i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely affect the 

seniority provisions of t h i s Agreement. 

Section 3.2 No Discrimination 

Neither the Employer nor the Union s h a l l discrirainate 

against any employee covered by th i s Agreement in a manner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, marital status, mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 

Grievances by employees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

t h i s Agreement, but s h a l l not be subject t o a r b i t r a t i o n unless 

mutually agreed by the p a r t i e s . 
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Section 3.4 Reasonable Accommodation 

I n the event the Employer s h a l l be required t o make a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act (̂ "ADA") t o the d i s a b i l i t y of an applicant or incumbent 

employee t h a t raay be i n c o n f l i c t w i t h the rig h t s ' of an employee 

under t h i s Agreement, the Employer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the Union. The pro v i s i o n s of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreement and the employee's r i g h t s under t h i s Agreement, 

provided th'at no incumbent employee s h a l l be' displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

Effective July 1, 20-9-17, employees covered by th i s 

agreement s h a l l continue to receive the hourly rate being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing similar kinds of work in 

Cook County pursuant to the formula currently used by the United 

States Department of Labor in administering the Davis-Bacon Act 

as currently being paid to said employees as set forth in 

Appendix A appended to and made a part of this Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 200-17, through the period ending June 30, 20i^22, 
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the wage ra t e r e f e r r e d t o i n the immediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such rates, when established, s h a l l be paid as of 

said e f f e c t i v e date. In no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 4.3 Non-Prevailing Wage Rates Governing F i r s t Five-
Yoaro of thio Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustments below f o r a l l employees who are i n non-p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : . 

Year 1: 

• Effective 07/01/2007 i % - 01/01/2018 - 2.00% 

-• Effective 01/01/2008 2.25°o 01/01/2019 - 2.25% 

Year 2-H 

• Effective 01/01/200 9 ^ 01/01/2020 - 2.00% 

Year 3-h 

• Effective 01/01/2 010 ^ 01/01/2021 - 2.25% 

Year 4:-
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• Effective 01/01/2011 3.25°o 01/01/2022 - 2.00% 

Year 5H-

• — E f f e c t i v e 01/01/2012 3^r^ 

Soction—4-r4 Non-Prevailing—Wage—Rates—Govorning—Second—Five-
Year Term (07/01/2012 to 06/30/2017) 

Effective—fei^^e—following—datos,—fehe—City—will—make—fehe—wage 

ad j u s t m c n t s — h c l o w — f e r — a i i — o m p l o y e o o — w h e — a r e — i n — n o n - p r e v a i l i n g 

r a t o — c l a s s i f i c a t i o n s — a n d who—a-re—cither—en—fehe—payroll—a-s—ei—fehe 

e f f e c t i v e ' d a t e or on l a y - o f f w i t h r e c a l l r i g h t o : 

Year 6-;-

• — E f f e c t i v e 01/01/2013 2°o 

Year 7: 

" •—Effective 01/01/201d 2^ 

Year 8: 

•—Effective 01/01/2015 2^ 

Year 9: 

• — E f f e c t i v e 01/01/2016 2-%-

Year 10: 

•—Effective 01/01/2017 2% 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees 

i n n o n - p r e v a i l i n g wage rate c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base r a t e of pay 

i n any contract year higher than the increase set f o r t h above i n 
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any such year, employees i n n o n - p r e v a i l i n g r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreeraent s h a l l have t h e i r wage adjustraent set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n n o n - p r e v a i l i n g wage r a t e c l a s s i f i c a t i o n s * * receive 

a lump sum payment i n any contract year, employees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the same lump sum payment i n any such year. The p a r t i e s 

agree t o confer regarding the t i m i n g , amount and implementation 

of any wage adjustraent or lurap sum payment under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn employees ,of the Chicago Police Department 

and uniformed raembers of the Chicago F i r e Department. 

Section 4.5 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected employees who, as of August—2r-,—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, pr are seasonal eraployees who 

are e l i g i b l e for rehire, or are forraer eraployees who r e t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the City Council, inclusive. 

Section 4.6 Out of Grade Pay 
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An employee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perforra s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such time from the f i r s t 

day of the assignment. " The Employer agrees t h a t i t w i l l make 

such assignments f o r not less than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days, except where a regular 

incumbent i s on leave of absence, i n which case the time l i m i t 

for acting into such position may not exceed one (1) year, and 

no individual employee can act up into that position for more 

than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the par t i e s . I f the one hundred eighty (180) day 

l i m i t i s extended to one (1) year due to a regular incumbent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein. 
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the position s h a l l be treated as a "permanent vacancy" within 

the meaning of Section - of t h i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" soibject to 

the applicable provisions of that Section. 

Section 4.7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l p e riod i n which i t i s earned. A l l overtime or 

premium pay s h a l l be paid t o employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

p e riod i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g , a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the time s p e c i f i e d 

i n .paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or premium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the employee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute t o the Department timekeeper on the "Employee 

Pa y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's submission of such Form s h a l l t o l l the period 
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f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Department concludes that., there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Department w i l l submit a 

supplemental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the employee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o the employee the sum of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i m i t e d t o duty d i s a b i l i t y ) , overtirae 

earned under the City's emergency snow removal program, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the provisions of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 
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w i t h respect t o the payments r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreeraent. 

(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

forra a Labor Manageraent Committee c o n s i s t i n g of four .(4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's merabers of the Committee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l select four (4) 

representatives t o serve as members of the Committee. The 

Committee w i l l raeet not less than q u a r t e r l y , or more 

f r e q u e n t l y as the need may a r i s e , t o review ongoing issues 

regarding p a y r o l l , compliance w i t h t h i s Section, or other 

issues of mutual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreement. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from tirae-to-tirae a 

r epresentative of the C o a l i t i o n at the Coraptroller's weekly 

s t a f f meetings w i t h Department heads to review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t eraployees. 
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ARTICLE 5 
HOURS OF WORK 

Section 5.1 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l n'ot 

be a guarantee of work or hours f o r any day or week. 

The normal work week s h a l l consist of f i v e (5) consecutive 

8-hour days and two (2) consecutive days o f f , except where the 

Employer's operations r e q u i r e d i f f e r e n t scheduling needs. The 

Employer w i l l n o t i f y the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 midnight (one minute a f t e r 11:59 p.m. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. The norraal work day s h a l l begin at 8:00 a.m. and end at 

4:30 p.m. as determined by the Employer. 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Employer may change the established s t a r t i n g tirae of the Monday 

through Friday work day f o r a departraent, bureau, work u n i t , 

crew or i n d i v i d u a l upon fourteen (14) days w r i t t e n n o t i c e t o the-

Union and a f f e c t e d employees, and discussion w i t h the Union. 

Said s t a r t i n g times s h a l l not be scheduled more than two (2) 

hours before the regular s t a r t i n g times c u r r e n t l y i n e f f e c t i n 

t h i s Agreement. A l l such changes, unless otherwise agreed t o by 

the p a r t i e s , s h a l l . b e i n e f f e c t f o r a rainiraum of one (1) week, 

and s h a l l provide f o r the same s t a r t i n g times each day of t h a t 

period. No employee s h a l l be placed on a s p l i t s h i f t without 

agreement by the Union. Fa i l u r e to comply w i t h t h i s p r o v i s i o n 
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s h a l l result in the payment of appropriate premium tirae to 

affected eraployees. 

Section 5.2 Overtime 

Overtirae and premium pay f o r employees s h a l l be defined and 

paid i n accordance w i t h the h i s t o r i c a l and t r a d i t i o n a l , p r a c t i c e s 

of employers and the Union pursuant t o the a p p l i c a b l e c o l l e c t i v e 

bargaining agreeraent which i s negotiated i n the p r i v a t e sector 

and which h i s t o r i c a l l y and t r a d i t i o n a l l y governs said payraent. 

The Union s h a l l c e r t i f y and provide evidence t o the Employer of 

said overtime and premiura d e f i n i t i o n s and rates as described 

above. 

A l l work performed a f t e r e i ght (8) hours worked i n any 24 

hour period s h a l l be considered overtime and paid f o r at the 

r a t e of one and one-half (1 1/2) times the r e g u l a r s t r a i g h t tirae 

hourly r a t e of pay provided the employee completes the normal 

work week or i s absent w i t h the Employer's permission. Work 

performed on Saturday, when Saturday i s not p a r t of the 

employee's regular work week; or the s i x t h consecutive day 

worked, s h a l l be paid f o r at one and one-half (1 1/2) times the 

regular hourly r a t e of pay f o r the f i r s t e i g h t hours of overtime 

work; a l l other overtime work s h a l l be paid f o r at two (2) times 

the regular s t r a i g h t time hourly r a t e of pay. 

A l l work performed on Sunday, when Sunday i s not p a r t of 

the employee's regular work week; or the seventh consecutive day 

worked, s h a l l be paid f o r at two (2) times the regular hourly 

r a t e of pay. Such overtime s h a l l be computed on the basis of 
13 
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completed f i f t e e n minute segments. Employees exempt from the 

Fair Labor Standards Act s h a l l not be e l i g i b l e f o r overtime 

under t h i s Section. There s h a l l be no pyramiding of overtime 

and/or premium pay. Daily and/or weekly overtime and/or premium 

pay s h a l l not be paid f o r the same hours worked. 

A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period in which i t i s earned. 

Section 5.3 Overtime Equalization 

A reasonable amount of overtime and/or premium time s h a l l 

be a condition of continued employment. Overtime and/or premium 

time referred to in this Agreement, s h a l l be offered f i r s t to 

the employee doing the job. A l l overtime w i l l be distributed as 

equally as feasible over a reasonable period of time among the 

employees within the same c l a s s i f i c a t i o n and within the same 

work location. 

Section 5.4 Reporting Pay 

When an employee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the employee s h a l l receive a minimum of fewo (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r to h i s 

or her normal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 
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under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Departraent of his or her current telephone 

number. 

I f the employee works more than two (2) hours, he or she 

s h a l l receive a minimum of four (4) hours work or pay f o r t h a t 

day. I f the employee works more than four (4) hours, he or she 

s h a l l be guaranteed e i g h t (8) hours work or pay f o r t h a t day. An 

employee who does not complete a normal e i g h t (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 

option of using a p o r t i o n of accrued vacation, personal or 

compensatory time f o r t h a t day upon n o t i c e t o the Employer. 

Section 5.5 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a minimum 

of two (2) hours pay at the appropriate overtime r a t e frora the 

time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

to an eraployee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 
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Section 5.6 Emergency C a l l Pay 

In the event a General Foreraan or Foreman i s directed by 

the Employer to respond to emergency c a l l s from home and outside 

of his or her regular working hours, he or she w i l l be granted 

compensatory time at the appropriate rate for a l l v e r i f i e d time 

spent responding to the emergency from home, with a minimum of 

15 minutes of compensatory time to be granted in any calendar 

day on which any such emergency responses were required, up to a 

maximum of two hours of compensatory time in any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and/or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may acciimulate such time up to a maximoim of 160 hours. 

Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. A l l accumulated compensatory 

time in excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 
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form of cash at t h e i r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 

(a) F u l l time hourly employees s h a l l receive e i g h t hours 

s t r a i g h t time pay f o r the holidays set f o r t h below: 

1. New Years Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Columbus Day 
8. Thanksgiving Day 

9. Christmas Day 

(b) F u l l - t i m e s a l a r i e d employees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Years Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Memorial Day 
7. Independence Day 
8. Labor Day 
9. Columbus Day 

10. Veteran's Day 
11. Thanksgiving Day 

12. Christmas Day 

(c) Employees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreement. At the employee's 

17 

2454984.4 



option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Employer. I f the employee i s required 

or allowed to work on such designated day, the employee s h a l l 

receive the appropriate holiday premium r a t e . An employee may 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Employees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Employer. New employees who 

commence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(d) The benefits set forth in (a) , (b) and (,c) above s h a l l 

be paid provided the employee i s in pay status the f u l l 

scheduled work day imraediately preceding and the f u l l scheduled 

work day immediately following such holiday, or i s absent from 

work on one or both of those days with the Employer's 

permission; such permission s h a l l not be unreasonably denied. 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled to work on any calendar holiday 

as s p e c i f i e d i n Section 6 . 1 , he/she s h a l l be paid at the r a t e of 
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two (2) times (which includes holiday pay) his/her normal hourly 

r a t e f o r a l l hours worked. 

I f the employee i s not required t o work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such employee s h a l l be paid 

eight hours at s t r a i g h t time f o r such holiday. 

A l l h oliday time s h a l l be considered time worked f o r the 

purposes of computing overtime except where the holiday f a l l s on 

the employee's day o f f . 

Section 6.3 F a i l u r e to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s 

to report to work, the employee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other emergency. 

Section 6.4 Holiday Observance 

Except f o r eraployees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which - f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an employee's vacation 

period the Employer s h a l l have the option of g r a n t i n g the 

employee an extra day's pay or an extra day of vacation at a 

time mutually agreed upon between the employee and the 
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department head, provided the employee works the f u l l scheduled 

workday imiraediately preceding and the f u l l scheduled workday 

.immediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Employer f i n d s to be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

employed. An employee w i l l earn the f o l l o w i n g amounts of paid 

vacation, based on such employee's continuous service as of 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y -

Continuous 
Service P r i o r t o July 1 Vacation 

Less than 6 years 13 days 
6 years or more, 
but less than 14 years 18 days 
14 years or more 23 days 
A f t e r 24 years 24 days 
A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The employee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year -and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The employee was separated from employment, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 
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The amount of pro rata vacation i s determined by d i v i d i n g 

the number of months of continuous service the f u l l - t i m e 

employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

amount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole number of days. Employee separated frora employment, other 

than f o r cause, w i l l be paid on a supplemental p a y r o l l as soon 

as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-time eraployee who work at l e a s t 80 hours per raonth 

earn vacation on a pro rata basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Employer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 F o r f e i t of Vacation 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

eraployee was denied vacation by the employer, or (2)' the 

employee i s on an approved leave of absence, or (3) the employee 

e l e c t s i n w r i t i n g t o carry over vacation days (up t o three (3) 

such vacation days of accrued and unused vacation days f o r 

employees w i t h less than ten (10) years of s e r v i c e , and up t o 

f i v e (5) days of accrued and unused vacation days f o r employees 

w i t h ten (10) or more years of service) f o r use i n d i v i d u a l l y or 

consecutively during the next vacation year, provided t h a t 

n o t i c e of such e l e c t i o n s h a l l be given t o the employer before 
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December 15 of the vacation year. Carry over days s h a l l not 

count against an employee's maximvim nvimber of s i n g l e use 

vacation days provided f o r under t h i s Agreement. Such carry over 

vacation days must be scheduled i n the then c u r r e n t year f o r use 

i n the next year. Cancellation or re-scheduling of c a r r y over 

days s h a l l be c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the 

Agreement under Vacation Picks , upon—mutual—agrccmont—ei—fehe 

employer,—which—agreement—shall—nefe—be—unreasonably—denied—er^ 

withheld, and such carry over days must be taken on or before 

A p r i l June 30 of the next vacation year (or w i t h i n s i x (6) 

months, i n the case of an employee's r e t u r n from an approved 
.1 

leave of absence). Nothing herein s h a l l l i m i t or prohibit the 

Employer from allowing the employee to reschedule carry over 

before June 30̂ *̂ , or approving the rescheduling of carry over 

days beyond June 30"^. Employees on duty d i s a b i l i t y s h a l l retain 

any vacation leave earned prior to being placed on duty 

d i s a b i l i t y leave, together with a l l vacation time earned during 

the period of duty d i s a b i l i t y for the twelve (12) months 

following the date in which the person became disabled, and 

s h a l l be entitled to use such vacation time within twelve (12) 

months following their return to work. 

Section 7.4 Employee Laid Off or Discharged 
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Employees who are terrainated for cause are not e n t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay i n th e i r 

bank at the time of resignation. Employees s h a l l not earn 

vacation credit for any period during which they are on layoff 

or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of t h i s Agreement. 

In the event of the death of an e l i g i b l e employee, the surviving 

widow, widower or estate s h a l l be e n t i t l e d to any vacation, pay 

to which the deceased employee was enti t l e d . 

Section 7.5 Rate of Pay 

The rate of vacation pay s h a l l be computed by multiplying 

the employee's straight time hourly rate of pay in effect for 

the employee's regular job at the time the vacation i s being 

taken, times 8 hours per day, times the number of days' vacation 

to which the employee i s enti t l e d . Salaried employees s h a l l 

receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 

determine the number and scheduling of crews and employees who 
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can be on vacation at any one time without hindering the 

operation of the Department. The Department w i l l not designate 

any time or p e r i o d during the calendar year when e l i g i b l e 

employees ' would be p r o h i b i t e d frora scheduling and t a k i n g 

vacation time. 

Employees s h a l l raake vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

Department w i l l respond t o the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days from the 

date the request i s received by the Department, except i n cases 

where the request i s made f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe manpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable t o the immediate perforraance of a 

Departraent's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payraent to the employee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, or f o r a normal 
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work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an employee s h a l l 

occur only in the raost extreme emergencies. In the event of 

such cancellation, the Employer will,,- reimburse the employee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Soction 7.7 Reciprocity With Othor Asaemblieo 

Any employee—ei—fehe—City of Chicago—hired prior—fee—February 

i-3-?—198 6—whe—ha-s—rendered—service—to the—County—ei—Cook,—fehe 

Ch i c a g o — P a r k — D i s t r i c t , — t h e Chicago—Housing Authority,—fehe—Forest 

P r e s e r v e — D i s t r i c t , — t h e M e t r o p o l i t a n Sanitary D i s t r i c t — o f Greater 

Chicago,—fehe—State—ef—Illinoio,—fehe—Chicago—Board—ei—Education, 

fehe—City—Colleges—ei—Chicago,—Community—College—Diotrict—508, 

fel^e—Chicago—Tranoit A u t h o r i t y , — f e h e — P u b l i c — B u i l d i n g Commiooion—ei 

Chicago, fef^e—Chicago—Urban—Transportation—District, and—fehe 

Regional—Transportation . A u t h o r i t y , — s h a l l — h a v e — f e h e — r i g h t to—have 

the—period—ei—ouch—service—croditod—and—counted—fer—fef^e—purpooc 

ei—computing—fe-he—number—ei—years—ei—servico—as—an—employee—ei 

fehe—City—fer—vacations,—provided—that—such—servico—ha-s—been 

continuous service . However, vacation time a c c r u e d — w h i l e 
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working f e r another p u b l i c agency i-s nefe t r a n s f e r a b l e . 

Employeeo—hirod—after—February—hi- ,—198 6—whe—render—service—fer^ 

any other—employor—a-s—stated above—shall—have—fehe—right—fee—have 

fehe—period—ef—such—service—credited—and—counted—fer—fehe—purpooo 

ef—computing—fehe—number—ei—years—ei—service—a-s—an—omployec—ei 

fe^^ie—City—fer—vacations,—provided—a—ma j ority—ei—other—employees 

of tho Employer receive ouch credit. 

Section 7.8 Non-Consecutive Vacation Days 

Employees may receive up to five s i x of thei r vacations 

days one or more days(s) at a time as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such days(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so late 

in the vacation year that the employee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 
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charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side of the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees may designate and use at t h e i r o ption up t o f i v e 

- ( ^ i s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as sick days t o cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l i n clude (or 

may be expanded upon by the C i t y ) : ( i ) mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

partner i s r e g i s t e r e d w i t h the Department of Human Resources. 

The Employer reserves the r i g h t t o ask the employee to f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g t o use vacation days 
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as sick days under t h i s p r o v i s i o n s h a l l inform the 

representative of the Eraployer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . Salaried employees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreement s h a l l be i n e l i g i b l e 

to use vacation days as sick days while they have a v a i l a b l e 

unused s i c k days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 

Continuous service means continuous paid employment from 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employment. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or less; or 

2. An absence where the employee i s adjudged e l i g i b l e f o r 

duty d i s a b i l i t y compensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal employees who work a minimum of .eighty 

(80) hours per month s h a l l be c r e d i t e d w i t h continuous service 

f o r the tirae worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

1) absences without leave 

2) absences due t o suspension 
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3) unpaid leaves of absence f o r raore than 30 days or 

l a y o f f f o r more than 30 days, unless employees are 

allowed t o accumulate s e n i o r i t y under t h i s Agreement. 

(b) Seasonal employment of 120 days or less i n any 

calendar year s h a l l not' be c r e d i t e d toward continuous service 

f o r the time worked. 

(c) Seasonal employment in excess of 120 days in any 

calendar year s h a l l be credited toward continuous service. 

Section 8.3 Rociprocity 

Employees h i r e d p r i o r fee February i3-^ 198 6—who have 

r e n d e r e d — s e r v i c e — f e e — f e h e — C o u n t y — e i — C o o l c , fehe—Chicago Park 

D i o t r i c t , fehe—Forest—Prcsorvc—Diotrict, fel^e—Chicago—Houoing 

A u t h o r i t y , fehe M e t r o p o l i t a n Sanitary D i o t r i c t e i Greater 

Chicago,—the—State—ei—Illinois,—fehe—Chicago—Board—ei—Education, 

City—Collcgco—ei—Chicago,—Community—College—District—508,—the 

Chicago Tranoit A u t h o r i t y , Public — B u i l d i n g Coraraission e i 

Chicago, fehe Chicago—Urban Transportation D i s t r i c t and—fehe 

Regional—Transportation—Authority—shall—have—fei^e—period—ei—ouch 

o c r v i c c — c r e d i t e d — a n d — c o u n t e d — f e r — t r h e — p u r p o o o — e i — a d v a n c e r a c n t 

w i t h i n — l o n g e v i t y — s a l a r y — s c h e d u l e s . However,—eraployees—hired 

a f t e r February Or-, 1986 whe render service f e r any other 

employer as—stated above—shall—have—fehe—right—fee—have—the period 

e i ouch service c r e d i t e d and counted f e r fef^e purpose e i 

advancement vj i t h i n l o n g e v i t y salary schedules provided a 

m a j o r i t y of—othor employees—ei—fehe—Employer—receive—ouch c r e d i t . 
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Section 8.4 Break i n Service 

Notwithstanding the provisions of any ordinance or' rule to 

the contrary, continuous service of an employee i s broken, the 

employment relationship i s terminated, and the eraployee s h a l l 

have no right to be rehired, i f the employee quits, i s 

discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the employee's authorized Employer 

representative' unless the circumstances preclude the Employee, 

or someone on his behalf, from giving such notice, does not 

actively work for the Eraployer for twelve (12) months (except 

for approved f u l l tirae Union representative leaves or raedical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for more than twelve (12) consecutive months i f the employee has 

less than five (5) years of service at the' time of the layoff, 

or i s on layoff for more than two (2) years i f the employee has 

five (5) or more years of service at the time of the layoff. 

Section 8.5 Probationary Employment 

New employees, hired after r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary employees f o r the f i r s t -si^?—(-Si-

twelve (12) months of' t h e i r employment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary employees continuing i n the service of the 

Eraployer a f t e r -si^^ (-6-)- twelve (12) months s h a l l be career 

service employees and s h a l l have t h e i r s e n i o r i t y date made 

r e t r o a c t i v e t o the date of t h e i r o r i g i n a l h i r i n g . Probationary 
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employees may be d i s c i p l i n e d or discharged as e x c l u s i v e l y 

determined by the Eraployer and such Employer a c t i o n s h a l l not be 

subject to the grievance procedures, provided t h a t , ( 1 ) a f t e r the 

f i r s t s i x (6) months o f the probationary p e r i o d , i f the Employer 

intends t o impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

p r i o r t o imposing the suspension, except i n emergency or where 

the employee i s u n a v a i l a b l e , the Employer s h a l l n o t i f y the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting w i t h the Union and the employee t o discuss 

and allow the employee t o respond t o the accusations, and/or (2) 

i f the Employer, w i t h i n i t s d i s c r e t i o n , r e h i r e s a former 

employee who d i d not complete his/her probationary period w i t h i n 

one year from the employee's t e r m i n a t i o n , and said former 

employee had served 90 days or more of his/her probationary 

period, a l l time p r e v i o u s l y served i n the probationary period 

s h a l l be counted f o r purposes of determining when the said 

eraployee corapletes his/her probationary period. A probationary 

employee who has served 90 days or more of his/her probationary 

period and who i s l a i d o f f s h a l l be given preference over other 

applicants f o r employment i n the same job t i t l e i n the 

department from which he/she was l a i d o f f , so long as he/she 

does not refuse an o f f e r of employraent, and does not s u f f e r a 
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break in service under Section 8.4 of t h i s Agreement. Seasonal 

employees who have worked without a break i n service or who have 

worked more than twelve (12) consecutive months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary employees s h a l l be corapensated at the 

same ra t e as career service employees. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

a) The Employer s h a l l provide to employees and t h e i r 

e l i g i b l e . dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the same terms and conditions 

applicable to said other employees, provided f u r t h e r , said 
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b e n e f i t s s h a l l be at no cost to employees and t h e i r e l i g i b l e 

dependents. 

b) Employees who p a r t i c i p a t e i n the Employer; medical 

care plan or an HMO s h a l l make the f o l l o w i n g c o n t r i b u t i o n s 

toward t h e i r h e a l t h care coverage, based on the a p p l i c a b l e 

percentage of t h e i r base s a l a r y , soabject t o the then-applicable 

sa l a r y cap: 

i-) employee medical c o n t r i b u t i o n s are based en a 

compooitc—1 . 6 %—ei—base—salary—fer—single,—eraployee—and—one,—and 

family—levels—ei—coverage—a-s—specified—below. Fer—example,—fehe 

c o n t r i b u t i o n s — a f e — s e l e c t e d — s a l a r y — l e v e l s — p e r — p a y ^ — p e r i o d — a r e — a - s -

f o l l o w o : 

ANNUAL 
O 7\ T 7\ p Y 

S I N G L E 
-1 n o 19-

EMPLOYEE+1 
1 ccn nn o 

F A M I L Y 
-1 n-7 n R 9-

1 . 3 iLO X \i X . 3 1 ly 1 6 1 . J 1 3 3 G 

rin t n '^^n nnn 1 ^ Rn 1 0 00 3 0 nn 
C J ^ 3 3 v O C J , C J C ^ C / 

fi^0 n m 
X iL . 3 3 

1 "> <̂  R 
X J . CJ CJ . 

10 7 R 
iL iL . 33 

A fi T 
.f ^ 3 , 3 3 X 
$ AO 000 

X iL , O 3 

11 1 A 
X 3 . 13 

OC OO 

iLH . 3 3 

OO OA 
V " CJ , CJ CJ u 

S 5 0 0 0 0 
X f . X *i 

O-I AO 

iL 3 . 3 3 

O O n - 1 

3 iL . 3 

A l OR 
V ^ u / \J \J \J 

5f̂ n nnn '~>^ 10 
3 i^ . 3 X 

"5 Q AO 
rl X . U O 
AO ^ fi 

V ^ ^ / u u u 

^7n non 
i.^ 3 . 13 

on nn 
3 J . J 'r. J . iL3 

R M 
V ' ^ / u u u 

son nnn 
iL ly . J ly 

OA on 
*4 O . CJ / 

R P 
3 1 . H 1 

fi R fifl 
V o u / y j \ j \ j 

o n n n n 
3 H . iL 1 

O Q C, C 

3 iL . 3 3 

R Q d 

3 3 . 3 3 

no on 
Y ^ f J J J 

$ 9 0 , 0 0 0 1 
3 O . 3 3 

3 8 . 6 0 
3 J . iL H 

5 9 . 30 — 
1 3 . o ly 

7 3 . 9 5 

Single Employee + 1 Family 

S a l a r y 

Cap 

J u l y 1 , 2017 1, .2921% 1 .9854% 2 . 4765 $90,000 

J u l y 1 , 2018 1, .7921% 2 .4854% 2 , 9765% $100,000 

J u l y 1 , 2019 2 .2921% 2 .9854% 3. . 4765% $115,000 
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July 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

-3-)- e f f e c t i v e — J u l y — h , — 2 0 0 6 — e m p l o y e e — m e d i c a l — c o n t r i b u t i o n s 

e r e — b a s e d — e n — a — c o r a p o o i t o — 2 . 0°c—ei—base—salary—for—single, 

era p l o y e e — a n d — o n e , — a n d — f a m i l y — l e v e l s — e i — c o v o r a g o — a - s — o p e c i f i c d 

below.—Fer—example,—fehe—contributions—afe—selected—salary—lovclo 

per pay period arc as follovjo: 

ANNUAL SINGLE EMPLOYEE+1 FAMILY 
SALARY 1.2 921°o 1 . 985 4°o 2 . <1765°e 

U n d e r * 0 0 0 0 1 R T 1 coo oo i; o 7 cc. 

s n n m 
•f X 3 . IX 

* 1 fi 1 R 

.J' i - ^ . 3 3 

CO A Q O 
Cf iL 1 , 3 3 
con nc 

•y' J> \J f \J \J X 

SAO 000 
9 1 O . X 3 

fi 1 R d 
Cf i i ' i . 0 iL 
COO nn 

i f 3 3 . y o 

fi d 1 3 0 
Y ^ ^ f ^ ^ O 

S RO 0 0 0 
.f i L . 3 H 
COC no 

Cf 3 3 . 3 J 

fi d 1 "3 fi 

Cf *i X . iLO 

fi R 1 R Q 
Y —> f ' - ' W W 

fi 60 0 0 0 
Cf iL 3 , J iL 
COO on 

Cf H X . 3 3 

fi /I 0 fid 

•9-31—. -3'ly-
c c - \ n i 

Y ^ ^ f w >^ w 

fi 7 0 0 0 0 
Cf 3 iL , 3 3 

'^'^1 fiO 
Cf H ly , O * i 

fi R 7 01 

'Cf 3 X . ly X 

cno 00 Y 1 ^ f ^ ^ ^ 

* ° 0 0 0 0 
Cf 3 t . 3 J 

fi (1 "5 0 7 

Cf 3 1 . ly X 

fi fi fi 1 o 

Cf 1 iL . iL 3 
C O O c c 

V ^ ^ / w v-* w 

* 90 0 0 0 
Cf H 3 . 3 1 

fi /I P /I R 
Cf 3 3 . X 0 

fi 7 d d R 

Cf 0 iL . 3 3 
cno on 

Y ~y ^ f V-/ w »J 

$ 1 0 0 , 000 
V T O . r l .J 

$ 5 3 . 84 
V r r l . rt o 

$ 8 2 . 7 3 
Cf ly iL . O- /• 

$ 1 0 3 . 1 9 

Aii—contributions—shall—be—made—en—a—pre-tax—basis—and—a^e 

payable on a per pay period basis. 

c) The b e n e f i t s provided herein s h a l l be provided through 

a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 

provisions of insurance p o l i c i e s between Employers and insurance 

companies. 

d) A dispute between an eraployee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject t o 

34 

24 54 984.4 



the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

e) Optional coverage o'ffered by a Health Maintenance 

Organization (HMO) - s h a l l be made a v a i l a b l e t o q u a l i f i e d 

employees. The Employer may o f f e r coverage under more than one 

HMO. The eraployee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreeraent t o the contrary. 

f ) Where both husband and wife or other f a m i l y merabers 

e l i g i b l e under one f a m i l y coverage are employed by the Employer, 

the Employer s h a l l pay f o r only one f a m i l y insurance or f a m i l y 

health plan. 

g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreement. 

h) Consistent w i t h the terras of the Employer's e x i s t i n g 

Group Health Care Plan, and the ap p l i c a b l e r u l e s thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d to continued medical coverage f o r a 

maximum of 12 weeks, subject t o the terms of the Plan and any 
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other a p p l i c a b l e p r o v i s i o n s of t h i s Agreeraent. Employees who are 

rece i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terms of the 

Plan and i t s applicable r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees raust raake a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terras of 

the Plan and i t s applicab l e r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the form of which may include, but i s 

not l i m i t e d t o , a COBRA n o t i c e , a HIPAA n o t i c e , a w r i t t e n 

comraunication from the Employer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be subject to an annual deductible of $35 per household. 

Ef f e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

subject to an annual deductible of $75 per household. 

Section 9.2 Joint Labor Management Cooperation Committee on 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Labor Management Cooperation 

Committee ("LMCC") pursuant to app l i c a b l e s t a t e and f e d e r a l law. 

The purpose of the LMCC i s t o research and make recommendations 

and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o the achievement of 
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s i g n i f i c a n t and measurable savings in the cost of eraployee 

health care during the term of th i s Agreement. The Parties 

s h a l l memorialize their intent to create t h i s LMCC by executing 

an Agreeraent and Declaration of Trust ("Trust Agreement") 

contemporaneously with the execution of each Coalition Union's 

co l l e c t i v e bargaining agreement with the City of Chicago. Said 

Trust Agreeraent s h a l l be attached to this Agreeraent as 

Appendix C. 

Section 9.3 

The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

a. Formation of a Committee t o govern the LMCC 

co n s i s t i n g of up t o twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be appointed 

by the C o a l i t i o n Unions. 

b. Appointment by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust 

Agreement. 

c. A u t h o r i t y of the LMCC t o raake recommendations and 

mod i f i c a t i o n s i n the h e a l t h plan expected' t o r e s u l t 

i n savings and cost containment. 
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d. Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of this A r t i c l e , an "employee" s h a l l mean a 

City employee represented by signatory labor organizations of 

this Agreeraent. A "Coalition Union" raeans signatories to t h i s 

Agreeraent which have executed a c o l l e c t i v e bargaining agreement 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 

million (as calculated with respect to the Coalition Unions) by 

2020. The parties w i l l work through the LMCC to identify changes 

that w i l l r e s u l t i n the required savings. I f , prior to 

January 1, 2020, the parties have not reached agreement upon the 

proposed changes, each party w i l l siibmit i t s offer of proposed 

changes and the amount proposed to be reduced, including the 

methodology, for estimating the value of the proposed changes, to 

a mutually agreed upon arbitrator, who w i l l be limited to 

selecting either the City's or the Coalition Unions^ offer. The 

offer selected by the arbitrator w i l l be binding on the parties 

and on the LMCC. 
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Section 9.6 

The C i t y agrees t o provide r e p r e s e n t a t i v e s from the 

C o a l i t i o n Unions i n f o r m a t i o n , such as the claims experience from 

the C i t y r e t i r e e h e a l t h plans, and other r e l e v a n t 

data/information so t h a t the C o a l i t i o n Unions can explore the 

f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h plan 

separate and independent from the C i t y ' s plans t h a t could cover 

c e r t a i n C i t y r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be 

provided w i l l i n c l u d e , b u t not be l i m i t e d t o , a census f o r the 

cu r r e n t non-Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, 

coverage t i e r ( s i n g l e , couple, f a m i l y , e t c . ) , and z i p code of 

residence, as w e l l as the claims i n f o r m a t i o n and enrollment 

counts f o r the l a s t three (3) years. The Unions agree t o execute 

any appropriate c o n f i d e n t i a l i t y agreements necessary f o r the 

release of such i n f o r m a t i o n . The p a r t i e s understand and agree 

t h a t the i d e n t i t y of any s p e c i f i c i n d i v i d u a l , w i l l not be 

ascertainable from the i n f o r m a t i o n supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an employee's iraraediate faraily 

such eraployee s h a l l be e n t i t l e d t o a leave of absence up to a 

raaxiraum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s to be held out 
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of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d to a maximum of f i v e consecutive 

days. During such leave, an hourly employee s h a l l receive 

his/her regular s t r a i g h t time pay f o r such time as she/he i s 

required to be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed eight hours per day) . S a l a r ied 

employees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The employee's immediate f a m i l y s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the eraployee i s 

a court-appointed l e g a l guardian. The Employer raay, at i t s 

option, require the employee t o submit s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 Mi l i t a r y Leave 

Any eraployee who i s a member of a reserve fcrce of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g program or perforra other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen , (14) 
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calendar days i n any calendar year, provided t h a t the eraployee 

deposits his/her railitary pay f o r a l l days compensated by the 

Employer w i t h the C i t y Comptroller. 

Any employee who i s a raeraber of the National Guard of the 

United States o r • o f the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s t o attend a t r a i n i n g program or 

perform other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the eraployee deposits his/her railitary pay f o r a l l days 

compensated by the Employer w i t h the C i t y Comptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r September 11, 2001, 

s h a l l be e n t i t l e d t o f u l l s a l a ry and medical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payment of railitary 

pay t o the Comptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l a u t o m a t i c a l l y terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Subpoena 

An employee who serves on a jury or i s subject to a proper 

subpoena (except i f the employee i s a party to the l i t i g a t i o n ) 

s h a l l be granted a leave of absence with pay during the term of 

such absence, provided that the employee deposits his jury duty 

pay with the City Comptroller. 

Section 10.4 Sick Leave 
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S a l a r i e d — e m p l o y e e s — w h e — a - r e — g r a n t e d — p a i d — l e a v e — e n — f e h e 

execution—ei—thio—Agreement—shall—continue—fee—receive—fe^^e—oarae 

side—leave—provisions—during— t h e—term of thio—Agreement,—se—long 

a-s—he/she—continues—fee—work—under—a-^—classification—that— • t i - a s -

receiving—oick—leave—afe—fehe—execution—ef—thio—Agreement. This 

provision—vjill—nefe—affect—any—accumu'latcd—sick—leave—cmploycoo 

fftay—have—afe—fehe—execution—ei—thio—Agreement. An—employee o h a l l 

have—the o p t i o n — t o use up t o — o i x days—ei—oick—leave per y e a r — f e ^ 

fei^e—illneoo—of an—imraediately faraily raomber. 

No tvj i t ho funding—fehe—foregoing, Eeffective January 1, 1998 

and thereafter, said s a l a r i e d employees who receive paid sick 

time s h a l l accrue sick time at the rate of one (1) day for each 

month of employment. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : (i) 

mother, father, husband, wife, brother or s i s t e r (including 

blood, step or adopted), father-in-law, mother-in-law, daughter-

in-law, son-in-law, grandparents or grandchildren; or ( i i ) 

domestic partner or the domestic partner's mother, father, son 

or daughter (including blood, half, step or adopted), provided 

that the employee's domestic partner i s registered with the 

Department of Human Resources. In the event an employee 

experiences a serious health condition within the meaning of the 
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Family Medical Leave Act, i o h o s p i t a l i z e d , upon request of the 

employee, the Employer w i l l make a v a i l a b l e t o said employee up 

to the f u l l amount of s i c k time the eraployee would have accrued 

f o r the remainder- of t h a t calendar year as i f he/she were 

a c t i v e l y employed, i n order to cover the absence r e s u l t i n g frora 

the h o s p i t a l i z a t i o n and recovery. Upon his/her r e t u r n t o work, 

the employee w i l l begin t o accrue s i c k tirae w i t h the s t a r t of 

the next calendar year. The Employer reserves the r i g h t t o 

require an eraployee t o provide documentation of the ' i l l n e s s i n 

question. 

Section 10.5 Personal Leave 

Non-probationary employees may apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leave s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accumulate f o r employees on said leaves. 

Eraployees who r e t u r n from said leave s h a l l be r e i n s t a t e d t o 

t h e i r former job c l a s s i f i c a t i o n , i f the Eraployer deterraines i t 

i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 

because the employee would have been l a i d o f f i f the employee 

had not been on a leave of absence, the employee may exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreeraent. 
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Bargaining u n i t employees who have completed t h e i r f i r s t 12 

months of employraent and who have worked 1,250 hours i n the 

preceding 12 raonth period s h a l l t h e r e a f t e r be e n t i t l e d to f a m i l y 

and medical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) month period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an employee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placement w i t h the employee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) t o care f o r the employee's spouse, c h i l d or parent 

w i t h a serious h e a l t h c o n d i t i o n ; 

(4) due to a serious h e a l t h c o n d i t i o n a f f e c t i n g the 

employee. Such leave s h a l l be without pay unless the 

eraployee determines t o s u b s t i t u t e accrued paid leave 

f o r which the employee i s e l i g i b l e . During any leave 

taken under t h i s A r t i c l e , the employee's health care 

coverage s h a l l be maintained and paid f o r by the 

employer, a s ' i f the employee was working and s e n i o r i t y 

s h a l l accrue. 

Any eraployee d e s i r i n g t o take leave under t h i s Section 

s h a l l provide reasonable advance not i c e t o the employer on a 

form provided by the employer, which form s h a l l be approved by 

the Union. ' Reasonable advance n o t i c e s h a l l be no less than ten 

(10) days; and where advance n o t i c e cannot be provided, the 
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eraployee s h a l l provide notice within 48 hours after the employee 

i s able to do so. Failure to provide the notice provided for in 

thi s Section s h a l l not affect the v a l i d i t y of the leave where 

the Employer has actual notice. Except as may be s p e c i f i c a l l y 

stated in th i s Agreement, employees s h a l l take leave provided 

for as permitted by the provisions of the Family Medical Leave 

Act, including i t s rules and regulations. Employees s h a l l have 

a- right to return to their regular assignment and location. 

Section 10.6 Duty D i s a b i l i t y Leave 

Any' employee' who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payraent w i t h i n ten working.days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n frora the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e eraployees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 

d e n i a l i s l a t e r reversed, the employee s h a l l be paid up t o date 

the amount the employee was e l i g i b l e t o receive. Employees who 

r e t u r n frora said leaves s h a l l be r e i n s t a t e d t o t h e i r forraer job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

eraployee w i t h lower s e n i o r i t y . I f the employee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n 

i 
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accordance w i t h , and subject t o , the l a y o f f , r e c a l l and break-

i n - s e r v i c e p rovisions of t h i s Agreement. 

The Employer w i l l mail the i n i t i a l Duty D i s a b i l i t y payment 

within fourteen (14) days of the Employer's designated medical 

off i c e r being advised by the employee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to employee's entitlement to Duty D i s a b i l i t y . 

Section 10.7 Medical Leave 

Non-probationary employees s h a l l be granted medical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up t o 3 months, provided said leaves s h a l l be 

renewable f o r l i k e 3-month periods. The Employer raay request 

s a t i s f a c t o r y proof of medical leaves of absence. A f t e r the 

f i r s t year, such medical leaves s h a l l be extended i n up t o one 

year segments. Employees on medical leaves of absence s h a l l 

r e t u r n t o work proraptly a f t e r t h e i r doctor releases thera t o 

r e t u r n to work. 

Eraployees who r e t u r n frora said raedical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former job c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an employee of lower s e n i o r i t y . In 

a d d i t i o n , the Eraployer w i l l r e t u r n an employee to the same 

geographic l o c a t i o n of his or her previous job assignment f o r a 
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period of up to one year a f t e r the s t a r t of the leave. I f the 

employee's forraer job i s not a v a i l a b l e because the employee 

would have been l a i d o f f i f the..' eraployee had not been on a leave 

of absence, the eraployee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service p r ovisions of t h i s Agreeraent. 

A f t e r one year on an approved raedical leave of absence, 

eraployees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) months of such reinstatement 

r i g h t s f o r every year of service t o a maximum of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not meet the above e l i g i b i l i t y 

requirements and who returns t o work promptly a f t e r his/her 

doctor's release a f t e r more than one year on a raedical leave of 

absence, s h a l l be returned t o his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up t o one year. A f t e r one year, an eraployee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 
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Section 10.8 Union Leave 

The Employer s h a l l grant requests f o r leaves of absence f o r 

up t o eraployees f o r the purpose of service as Laborer 

Representative or o f f i c e r w i t h the I n t e r n a t i o n a l , State D i s t r i c t 

Council, or Local Organization of the Union f o r the d u r a t i o n of 

his/her appointment to the Union, provided reasonable advance 

notic e i n w r i t i n g i s given t o the Employer. While on such leave 

the employee s h a l l not incur a break i n continuous service. An 

employee on said leave of absence s h a l l not be e l i g i b l e f o r any 

b e n e f i t s as an employee. 

Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as eraployees who r e t u r n frora raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during their regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 
l 

employed by the City for at l e a s t twelve (12) months before 

2454 984.4 



taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or childre^n by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximvim amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of this agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 
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Section 11.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

appl i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more may be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An employee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any impropriety or cause has the' r i g h t t o ask f o r and receive a 

Union representative t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r to being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not commence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Eraployer does not have to have the i n t e r r o g a t i o n unduly delayed. 

An employee may be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said employee 

50 

24 54 984.4 



s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance n o t i c e of discharge, and 

has 7 days from r e c e i p t of the noti c e t o appeal. I f the 

eraployee does not f i l e an appeal w i t h i n the 7-day appeal period, 

the Eraployer raay then remove the emplo.yee frora the p a y r o l l . I f 

the eraployee appeals the discharge, the Personnel Board s h a l l be 

requested t o set a hearing date w i t h i n the 30-day n o t i c e p e r i o d 

and the eraployee s h a l l remain on the p a y r o l l f o r the f u l l n o t i c e 

period, except i f p r i o r t o completion of the 30-day n o t i c e 

period (1) the Hearing O f f i c e r a f f i r m s the discharge; or (2) the 

employee continues the discharge hearing; or (3) the employee 

withdraws his appeal or otherwise engages i n conduct which 

delays the corapletion of the hearing. However, i n no event may 

the employee require the eraployer t o r e t a i n the employee on the 

p a y r o l l beyond the 30-day period. The i n t e r r o g a t i o n s h a l l take 

place at reasonable times and places and s h a l l not commence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Employer does not have t o wait ,an unreasonable timie and the 

Employer does not have to have .the i n t e r r o g a t i o n unduly delayed. 
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The Union s h a l l have the r i g h t to have i t s representatives 

present at e i t h e r of the Board(s) or the grievance procedure, 

i n c l u d i n g a r b i t r a t i o n , and t o a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but .. not l i m i t e d t o , the s e v e r i t y of the 

offense or' the employee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Employer has had 

a" reasonable o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d t o meet w i t h the employee and Union p r i o r to 

t a k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n emergency s i t u a t i o n s . 

Demotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be p art of an employee's d i s c i p l i n e . 

I n cases of o r a l warnings, the supervisor s h a l l inform the 

employee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's immediate supervisor s h a l l meet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 

the employee an o p p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the naraes 

of witnesses, i f any, and raake a v a i l a b l e copies of p e r t i n e n t 
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documents the employee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Employer-'s^ f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

r e v e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Employer to pay back pay t o the eraployee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the eraployee and 

the Union s h a l l be given, i n w r i t i n g , a stateraent of the reasons 

th e r e f o r e . The employee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, which s h a l l be placed i n the employee's f i l e . The 

employee s h a l l have the r i g h t t o make a response i n w r i t i n g 

which s h a l l becorae p a r t of the employee's f i l e . 

Any record of d i s c i p l i n e may be r e t a i n e d f o r a p eriod of 

time not t o exceed eighteen (18) months and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i m i l a r offenses during 

said 18-month period. I f an employee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the eraployee, 

or i n the case of proraotions or t r a n s f e r s . 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board to the C i r c u i t Court 
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of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police board i s 

reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Employer w i l l pay the employee's reasonable attorney's fees 

which he or she has in c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The employee s h a l l submit a post-appeal fee 

p e t i t i o n t o the Employer, which s h a l l be supported by f u l l 

documentation of the work performed, the hours expended, and the 

rates paid by the eraployee. Should the p a r t i e s be unable t o 

agree on the proper amount of the fees t o be paid t o the 

employee, e i t h e r p a r t y may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant provisions of t h i s agreement. 

Section 11.2 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1. Within f i v e (5) working days a f t e r an employee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not appealable t o the Personnel or Police Board, 

or i n the case of suspensions of 11 or more days which may 

be appealed to a r b i t r a t i o n i n l i e u of the Police or 

Personnel Board upon the w r i t t e n request of the Union, the 

Employer s h a l l conduct a- meeting w i t h the Union and 

employee. D i s c i p l i n e s h a l l be administered as soon as 

possible a f t e r the Employer has had a reasonable 
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o p p o r t u n i t y t o f u r t h e r i n v e s t i g a t e the matter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 

meeting or f u r t h e r i n v e s t i g a t i o n , the employee raay request 

i n w r i t i n g t o the department head f o r review of said 

d i s c i p l i n a r y a c t i o n on a form provided by the Eraployer. 

Said request f o r review s h a l l be i n w r i t i n g and submitted 

w i t h i n three (3) working days of r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review forra s h a l l be p r i n t e d on the 

back of or attached to the n o t i c e of d i s c i p l i n e together 

' w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e t o submit a 

w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n w i t h i n 

three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the employee's r i g h t t o review. 

Step 2. Within three (3) working days or any mutually agreed 

upon extension a f t e r the department head or designee 

receives the eraployee's request f o r review, the department 

head or designee s h a l l conduct a meeting t o review the 

suspension. F a i l u r e t o conduct said meeting i n three (3) 

days w i l l r e s u l t i n automatic advancement t o Step 3 and the 

Union s h a l l so n o t i f y the Employer'. At the meeting, the 

Department w i l l give the basis f o r i t s a c t i o n and the 

employee and Union rep r e s e n t a t i v e , i f any, w i l l be heard 

and provided the o p p o r t u n i t y t o ask questions. The 

department head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the meeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 
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The absence of such agreement or f a i l u r e t o decide and 

communicate such decision w i l l r e s u l t i n automatic 

advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent to the 

employee and the Union. I n any d i s c i p l i n a r y i n v e s t i g a t i o n 

of a non-egregious offense conducted by the i n v e s t i g a t i v e 

s t a f f of the O f f i c e of Budget and Management, the Employer 

s h a l l n o t i f y the eraployee who i s the subject of the 

d i s c i p l i n a r y i n v e s t i g a t i o n of the pendency of the 

i n v e s t i g a t i o n and i t s subject matter, w i t h i n 30 days of the 

Employer being made aware of the alleged r u l e v i o l a t i o n . 

For the purposes of t h i s Section, the terra "non-egregious 

offense" s h a l l not include i n d i c t a b l e c r i m i n a l offenses, 

gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be 

granted a p r e d i s c i p l i n a r y hearing i f requested w i t h i n 

t h i r t y (30) days. Any d i s c i p l i n e given i n v i o l a t i o n of 

t h i s n o t i c e p r o v i s i o n s h a l l be n u l l and void. 

Step' 3. Where f u r t h e r i n v e s t i g a t i o n , i s - agreed upon, a second 

meeting s h a l l be held between the department head or 

designee and the employee and the Union r e p r e s e n t a t i v e t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said meeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 meeting, unless otherwise agreed by the 

p a r t i e s . The department head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the_ second 
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meeting. A copy of such decision s h a l l be sent t o the 

employee and the Union. I f the p a r t i e s f a i l t o raeet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

subraitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o m a t i c a l l y proceed to Step 4 and the Union s h a l l so 

n o t i f y the Eraployer. Except where otherwise i n d i c a t e d , the 

time l i r a i t s set f o r t h herein are t o encourage the prompt 

reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e t o comply 

w i t h these tirae l i r a i t s w i l l not a f f e c t the v a l i d i t y of the 

said d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the 

employee's exclusive remedy f o r a l l said d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g suspension f o r ten (10) days or less, or 

f o r suspensions of 11 days through 30 days which may be 

appealed t o a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the w r i t t e n request of the Union. 

Step 4. I f the matter i s not s e t t l e d i n Steps 2 or 3, the 

Union raay subrait the matter t o a r b i t r a t i o n under the terms 

of t h i s Agreement. The ru l e s governing procedure f o r 

a r b i t r a t i o n s h a l l be the same as i n 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Employer and the Union or any of 

the employees of the Eraployer i t represents, a r i s i n g out of the 
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circumstances or conditions of employment, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Employer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said time l i m i t a t i o n s are -extended by w r i t t e n 

agreement of both p a r t i e s to t h i s Agreement. 

Fa i l u r e of the Employer t o answer a grievance w i t h i n the 

time l i r a i t s herein s h a l l perrait the Union t o advance the case t o 

the next step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e 'to the Departraent Head n o t i f y i n g 

him/her of advanceraent to the next Step. 

Before ' a formal grievance is initiated, the employee may 

discuss the matter with his/her immediate supervisor. If the 

problem is not resolved in discussion, the following procedure 

shall be used to adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR ••' 

A. The eraployee or the Union s h a l l put the grievance i n 

w r i t i n g on the form to be supplied by the Employer 

upon request, but i n the absence of such a form, 

employee or the Union raay submit the grievance i n 
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l e t t e r form, w i t h i n twelve working days of e i t h e r the 

eraployee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and pa r t of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fa c t s underlying the grievance, and the requested 

remedy, and submit the grievance t o the employee's 

immediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance raore than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance .concerning t h a t sarae-

issue w i t h the Employer. 

B. Within f i v e . (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the employee and 

the Union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

Representative and/or the employee s h a l l have the 

r i g h t t o raake an appeal i n w r i t i n g t o the Department 

Head or the Departraent Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

iraraediate supervisor. The name of the Department 
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Head's designee s h a l l be posted f o r employees i n areas 

where employee notices are normally posted and 

submitted t o the Union. F a i l u r e to post and so n o t i f y 

the union w i ' l l permit immediate advancement t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of no t i c e of f a i l u r e to post. 

The Department Head or the Departraent Head's designee 

s h a l l raeet w i t h the Union's r e p r e s e n t a t i v e at l e a s t 

once each month t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I meeting w i l l be f o r the Department and the 

Union t o share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o amicably resolve as 

many grievances as possible. The Department Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

more than one Step I I meeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed to r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s t o otherwise process 
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and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Department Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I meeting. 

The response t o the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f statement ' of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved employee or 

employees. Grievances may be withdrawn without 

prejudice at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Employer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I - d ecision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t may be presented by a s i n g l e selected 

employee representative of the group or class. A 
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class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of eraployees 

s h a l l be raade applic a b l e to a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

o b l i g a t e d to f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

employee t h a t i t could cause death or serious p h y s i c a l 

harm. The Eraployer agrees t h a t by f o l l o w i n g 

instructions or orders the employee does not waive 

his/her right to process the grievance. Refusal to 

follow instructions or orders s h a l l be cause for 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Employer, but not an i n d i v i d u a l employee or employees, may 

submit the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative from the 

Employer's operating department, w i t h copies of the request t o 

the designated law department representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 
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requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually may 

agree, the Union s h a l l have the r i g h t t o convene- a meeting w i t h 

the Employer's designated representative i n an attempt to 

resolve the grievance p r i o r t o a n y f u r t h e r a c t i o n being taken t o 

advance the matter t o a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such meeting t o resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r party may submit the grievance to a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the r u l e s of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Employer and Union from mutually agreeing to the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted must agree as a whole t o 

comraenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 
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and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s must 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of tirae s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r to s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t to subpoena witnesses and 

require the production of p e r t i n e n t documents at the request of 

e i t h e r p a r t y . 

Each pa r t y s h a l l be responsible f o r compensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 

borne by the p a r t y requesting the r e p o r t e r unless the p a r t i e s 

agree t o share such costs. 

An a r b i t r a b l e matter raust involve the meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a document incorporated by reference t h e r e t o . The 

provisions of t h i s Agreement and any other document incorporated 

by reference i n t h i s agreeraent s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power to amend, add t o , subtract from, 
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or change the terras of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreement and 

apply thera t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure or 

which would becorae moot due t o the length of tirae necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the option 

of the grievant/union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union may request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t to the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 
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laws and r u l e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 

A Union rep r e s e n t a t i v e , a g r i e v a n t , and Union steward w i l l 

be permitted a reasonable amount of time without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Employer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her immediate 

supervisor f o r permission to handle grievances on work time, i t 

being understood t h a t the operation of the Department takes 

precedence unless there i s an emergency, but such permission 

s h a l l not be denied unreasonably. A reasonable number of 

eraployees may attend the meeting without loss of pay; such 

meetings s h a l l be set by rautual agreement by the Employer and 

the Union. Where the Employer d i r e c t s an eraployee t o report f o r 

a meeting concerning a grievance at a tirae when the employee i s 

not scheduled t o work such time s h a l l be considered time worked. 

I f there i s space a v a i l a b l e , the Employer, upon request of 

the Union rep r e s e n t a t i v e , s h a l l provide the use. of a room and 

telephone, t o discuss the grievance, subject to the Employer's 

reasonable rules f o r the Unic"3n's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 
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The Eraployer and the Union may mutually agree t o subrait any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually s e l e c t an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision, s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D... MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l raeet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at le a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disc i p l i n a r y Investigations 

Supplementing a l l r i g h t s and processes due employees 
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covered by t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the employee's l o c a t i o n of assignment, 

norraal department l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r to • an i n t e r v i e w , the eraployee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

., i n t e r v i e w . When a formal statement i s being taken, 

a l l questions d i r e c t e d to the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s permitted 

f o r personal n e c e s s i t i e s . 
f 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be informed of the nature of the matters to be 

discussed. 
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F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y 

a c t i o n , or promised a reward, as an inducement t o 

provide i n f o r m a t i o n r e l a t i n g t o the matter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the eraployee's a d r a i n i s t r a t i v e r i g h t s , or 

the im p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

statement the eraployee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 

employee, said employee w i l l be given the s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

comraenceraent of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i r a i n a l prosecution raay be probable 

against said eraployee, the pr o v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

afforded h is c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r t o the commencement of the 

in t e r v i e w . An employee w i l l not be read his/her 
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a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

employee who may be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t to Union repre s e n t a t i o n 

before comraencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e presentation 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Eraployer does not have the 

i n t e r v i e w unduly delayed. ' 

J. The Employer s h a l l not compel an employee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governmental agency r e l a t i n g to 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an employee i n any forum adverse t o the 

employee's i n t e r e s t s . The Eraployer w i l l not re q u i r e a 

polygraph examination i f i t i s i l l e g a l t o do so. I f 

an employee i s asked t o take a polygraph examination, 

he/she w i l l be advised i h w r i t i n g 24 hours p r i o r to 

the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 
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any polygraph examination s h a l l be known to the 

employee w i t h i n one week. 

L. This Section s h a l l not apply t o employee 'witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the employee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y informed the media of the charges 

against the employee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e to the media where the employee requests' i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of- v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

same forum as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inf o r m a t i o n i n c l u d i n g employee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 
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a c t i o n against the eraployee, or i n . the case of 

promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the provisions of paragraph N 

above, at the option of the Union, a claim t h a t the 

Inspector General has v i o l a t e d the pr o v i s i o n s of t h i s 

Section may be raised i n a suppression hearing before 

a member of the perraanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s o p t i o n by 

n o t i f y i n g the employee's Department Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreeraent. The appeal 

s h a l l specify the p a r t i c u l a r c ontract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l summary of 

the conduct alleged t o have v i o l a t e d the Agreement. I t 

i s understood t h a t by ex e r c i s i n g t h i s o p t i o n , any and 

a l l tirae l i m i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel^ Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s elect i n order of r o t a t i o n one of the three 

permanent hearing panel members who are chosen as 
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f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

members must be w i l l i n g to convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To se l e c t the i n i t i a l panel, or 

should any member of the panel resign or be removed 

upon mutual agreeraent of the p a r t i e s during the l i f e 

of t h i s Agreement, the p a r t i e s w i l l meet to reach 

agreement on new panel member who must be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, 

the Employer w i l l request a panel of seven (7)-

a r b i t r a t o r s from FMCS, a l l of whom must be merabers of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l meet t o s t r i k e names from the l i s t , w i t h 

the Employer s t r i k i n g f i r s t , u n t i l one name reraains, 

which person s h a l l be naraed t o the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or at such other tirae as the p a r t i e s raay 

mutually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i m i t e d to determining i f the Inspector General 

obtained evidence or statements i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y to 

r u l e on the merits of any underlying d i s c i p l i n e or 
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take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2(d) The panel member s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee-works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r more than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 

The Union agrees that during the l i f e of t h i s Agreeraent, 

there s h a l l be no s t r i k e s (including, but not liraited to 

syrapathy st r i k e s and s t r i k e s to protest Union or third party 

conduct), work stoppages, slowdowns, picketing, delays of work 

of any kind. 

Section 12.2 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s to 

prevent any acts forbidden i n t h i s A r t i c l e and t h a t i n the event 

any such acts take place or are engaged i n by any eraployee or 

group of employees i n the Union's bargaining u n i t , the Union 
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further agrees i t w i l l use i t s best efforts to cause an 

immediate cessation thereof. I f the Union imraediately takes a l l 

necessary steps in good f a i t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclaiming such action as not cal l e d or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to immediately cease such a c t i v i t y , the Employer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 

The Employer may terminate the employraent of or otherwise 

d i s c i p l i n e any employee or employees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 

The Employer w i l l not lock out bargaining u n i t employees 

during the term of t h i s Agreement. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, sha]1 deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 
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such deductions on a serai-raonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n notice to the Employer and the Union during 

the f i f t e e n (15) day period p r i o r to the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l indemnify, defend and hold the 

Employer harmless against any and a l l claims, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other cos-ts, t h a t s h a l l a r i s e out of, or by reason of 

a c t i o n taken or not taken by the Employer f o r the purpose of 

complying w i t h Sections 13.1, 13.2, 13.3 and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e . on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any of such pr o v i s i o n s or i n r e l i a n c e 

upon employee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union t o the Employer. 

The Eraployer s h a l l provide to the Union w i t h i n t h i r t y (30) 

days narae, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new employee h i r e d i n t o the Union's bargaining u n i t . 

The City and the Coalition Unions w i l l create a committee 

to review and explore the f e a s i b i l i t y of using electronic 

records and/or electronic signatures consistent with state and 

federal law which allows the City and the Union to use 

electronic authorization to v e r i f y union membership and/or 
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authorize voluntary deduction of Union dues and fees from wages 

or payments for remittance to the Union. 

Section 13.2 

I t i s f u r t h e r agreed t h a t 30 days a f t e r the l a t e r of the 

execution of the Agreeraent or the employee's date of h i r e , the 

Eraployer s h a l l deduct frora the earnings df employees who are not 

raembers of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions t o the Union at the same tirae 

t h a t the dues check-off i s rer a i t t e d . I t i s understood t h a t the 

araount of deductions from said non-member bargaining u n i t 

employees w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract a d m i n i s t r a t i o n and pursuing matters 

a f f e c t i n g wages, hours and other conditions of employment. 

Section 13.3 

Nothing in this Agreement s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of eraployees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are members. 

Section 13.4 

Each employee who on the e f f e c t i v e date of t h i s Agreement 

i s a member of the Union, and each employee who becomes a member 

•' a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employment, maintain 

7 7 

2454984.4 



his/her membership i n the Union during the term of t h i s 

Agreement. 

Any present employee who i s not a member of the Union 

s h a l l , as a c o n d i t i o n of employment, be required t o pay a f a i r 

share (not to exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n . 

A l l employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not made a p p l i c a t i o n f o r merabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other c o n d i t i o n s 

of employraent. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Employer makes any s u b s t a n t i a l change i n job 

'duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Employer changes a job t i t l e without 

s u b s t a n t i a l l y changing the duties of the job, the Union w i l l 

r e t a i n i t s e x i s t i n g j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not permanently assign bargaining u n i t work to the 

j u r i s d i c t i o n of another bargaining u n i t without the mutual 

agreement of the unions involved. 
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Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue t o be 

perforraed by said employees, except where non-unit eraployees 

have i n the past performed u n i t work, or i n emergencies, t o 

t r a i n or i n s t r u c t employees, t o do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , t o do tro u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where employees 

do not report to work because of vacations, or other absences or 

tard i n e s s , or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o complete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not perforra 

the work of said eraploye.es. For example, i f a Tuck Pointer i s 

on vacation, a Carpenter s h a l l not be assigned as a replacement 

Tuck Pointer. The Employer s h a l l not a r b i t r a r i l y extend the 

period of any emergency beyond the need f o r t h a t emergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n of t h i s Agreement i f the f o l l o w i n g 

functions are performed by raembers of management, regardless of 

whether they are also performed by the bargaining u n i t : (a) crew 

assignment and scheduling; (b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; 

(d) ordering of equipment and mat e r i a l s from vendors. Nothing 
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herein s h a l l deprive raembers of the bargaining unit of the right 

to perform h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit employee for the purpose of 

replacing that person with a member of management. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

In the event t h a t the Union f i l e s a grievance claiming t h a t 

the Eraployer has v i o l a t e d the terms of t h i s Agreement '' by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Employer receives a grievance from another 

union p r o t e s t i n g the assignment of work t o employees covered 

under t h i s Agreeraent, the Employer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d union ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute.-

In the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the provisions of A r t i c l e 11.3 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Eraployer and the Union, the other a f f e c t e d 

union (s) s h a l l have the o p p o r t u n i t y to p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 
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I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n ' and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claira against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreeraent 

of t h a t other union, the provisions of t h i s Section s h a l l apply 

to t h a t claira as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claira and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer t o comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as to which of the unions i s e n t i t l e d t o 

perform the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Employer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the provisions of the grievance and 

a r b i t r a t i o n procedures ..contained i n A r t i c l e 11.3 of t h i s 

Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l select the a r b i t r a t o r . The Employer, the Union'' and the 

other a f f e c t e d union(s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t to f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignraent 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y to decide only 

81 

2454984 . 4 



which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, 'the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant provisions of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d union ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s to the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any time. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded t o a l l employees of the Employer without change during 

the term of t h i s Agreement. 

The Employer w i l l make contributions, on a d o l l a r - f o r -

dollar basis, under a 401(a) Plan (or any similar successor Plan 

agreed to by the Coalition Unions) up to the maximvim t o t a l 

amounts per year shown below based on amounts deferred by each 
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employee in those same years to that employee's 457 Plan, as 

follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions at l e a s t semi-annually, of the 

tot a l contributions i t has made. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes t o i n i t i a t e reasonable changes 

or a d d i t i o n s t o i t s rules of conduct, which could subject 

employees to d i s c i p l i n e , the Employer s h a l l transmit four (4) 

copies of the proposed changes or add i t i o n s t o the Union. The 

Union w i l l consider the proposals, and upon request, the 

Employer w i l l meet w i t h the Union w i t h i n twenty ' (20) calendar 

days of the r e c e i p t of ..the proposals t o receive the Union's 

comments. Absent an emergency, the Employer w i l l not impleraent 

i t s proposed changes or add i t i o n s u n t i l the Union has had a 

reasonable op p o r t u n i t y to present i t s views and discuss the 

proposals w i t h the Eraployer. No such changes or add i t i o n s s h a l l 

be implemented without p r i o r p u b l i c a t i o n and notic e t o the 

af f e c t e d Employees. 
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Section 14.6 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l working 

environment f o r employees covered by t h i s Agreement i n c l u d i n g i n 

accordance w i t h applicable f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l maintain i n good and safe working 

c o n d i t i o n a l l equipment necessary f o r the safe and proper 

performance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t s a f ety 

committee s h a l l be established, which s h a l l be composed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Employer. The purpose of the comraittee 

s h a l l be t o discuss, exaraine and t o make recommendations 

concerning occupational safety and health issues a f f e c t i n g 

employees. A l l recommendations of the committee w i t h respect t o 

safety and health issues s h a l l be submitted i n w r i t i n g to the 

appropriate Department Head w i t h a copy t o the Union and the 

Di r e c t o r of Labor Relations. The Department Head s h a l l promptly 

issue a w r i t t e n response to the comraittee concerning the 

Department's views regarding the comraittee's recoramendations. 

The p a r t i e s may decide, from time t o time, t o r e f e r c e r t a i n 

safety issues and concerns to the personnel of the a f f e c t e d 

Department(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d employee(s). The Department 

safety personnel w i l l meet and confer w i t h a representative of 

the a f f e c t e d Union about such issues and report back t o the 

Committee on any decisions or recommendations concerning them. 
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(c) The j o i n t safety comraittee s h a l l meet at l e a s t once a 

raonth, or otherwise by rautual agreeraent. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s 

faced with an unsafe working condition, the employee i s required 

to perform the task in question unless the eraployee's 

performance of an assigned task presents the strong likelihood 

of subjecting the employee to imminent danger of death or 

serious injury. I f the eraployee, with no reasonable alternative, 

refuses in good f a i t h to perform that task and expose himself ..-to 

that dangerous condition, the employee w i l l not be subject to 

d i s c i p l i n e . In order to avoid d i s c i p l i n e under thi s paragraph, 

the condition must be of such a nature that a reasonable person, 

under the circumstances, would conclude that there i s a re a l , 

substantial, and imminent danger of death or serious injury. In 

addition, the employee must also have sought from the Employer, 

and have been unable to obtain, correction of the situation 

before refusing to perforra the task in question. 

Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimiom, the following information: 

• Payroll Period 

• Payroll Nvimber 
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• Employee Number 

• Name 

• T i t l e Code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . , address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the s a f e t y and s e c u r i t y o f the i n f o r m a t i o n the C i t y w i l l 

make a secured f i l e t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the 

Union t o receive the i n f o r m a t i o n . 

e n — a — r a o n t h l y — b a s i s — a — b a r g a i n i n g — u n i t — r e p o r t — e i — c u r r e n t — a c t i v e 

employees,—fehe—list—fee—include—employee—name,—address,—social 

s e c u r i t y — n u m b o r , — t i t l e , — p a y — s c h e d u l e , — g r a d e , — c u r r e n t — p a y — r a t e , 

s t a t u s , — c o n t i n u o u o — o c r v i c c — d a t e , — t i m o — i n — t i t l e , — d a t e — e f — b i r t h , 

race—and sex. 

. The—Employer—shall—also—provide—fee—fehe—Union—on a—monthly 

b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t e i — c u r r e n t — a c t i v e 

employees—that—Vi/ i 11 l i s t — C a r e e r — S e r v i c e Retirements;— Career 

Service Resignations ; Careor Service Discharges ; Non-Carccr 
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Service Terminations; Loavco e i Absonco; Suopenoiono; 

Reinstatements;—Rcappointmonts;—Transfers—(change—ef—department 

end change e i — p a y r o l l ) ; Appointments (which also includco 

promotiono and demotions);—and Deaths. 

Each—month—fehe—Employer—will—provide—fee—fehe—Union—fehe 

current—raonth ' o—bargaining—unit—activity—report—and—the updated 

report—frora the previous raonth. 

Section 14.8 Transfers 

The current p r a c t i c e i n regard t o t r a n s f e r between 

departments w i l l continue, provided t h a t both Department Heads 

are i n agreement. 

Section 14.9 Subcontracting 

The Employer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or employer who 

i s not i n compliance w i t h the area standards established under 

and pursuant to the formula used by the United States Department 

of Labor i n administering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

not i c e s h a l l be i n w r i t i n g and s h a l l contain the name and 

address of the p a r t y who w i l l perforra the work,> a d e s c r i p t i o n of 

the work t o be perforraed and any other relevant data to enable 

the Union t o determine compliance w i t h t h i s Section. In the 

event such p a r t y i s determined not to. be i n compliance w i t h the 

said area standarcis, the Employer s h a l l -withhold payouts a-nd 
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s h a l l not contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Eraployer receive a w r i t t e n and 

enforceable assurance of compliance. 

I n the event t h a t the Employer determines t o subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Employer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Department, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y t o perforra the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her t o perform 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the employraent of eraployees subject to layoff. During 

that meeting the Employer w i l l request and urge that the sub

contractor hire l a i d off employees. 

Section 14.10 Automobile Reimbursement 

Employees who are required by the Employer t o use t h e i r own 

automobiles i n the performance of t h e i r job s h a l l receive 

mileage reimbursement at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, wit h a maximum of $250 per month. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maximum reimbursement w i l l 
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increase t o $350.00 per month. E f f e c t i v e February 1, 2008, the 

maximum reimburseraent w i l l increase t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the maximum reimbursement w i l l 

increase to $550.00 per month. Thereafter, the maxiraura 

reiraburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consuraer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking raileage reiraburseraent 

must submit t h a t request on a form provided by the Employer. 

Payment f o r mileage expenses w i l l be made on a raonthly basis. I n 

the event t h a t during the l i f e of t h i s Agreeraent the Employer 

s h a l l implement f o r any group of employees an automobile expense 

reimbursement program which i s more favorable t o eraployees than 

the p r o v isions of t h i s paragraph, upon n o t i c e frora the Union, 

the Employer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program to employees 

covered by t h i s Agreement. 

Upon request by e i t h e r p a r t y made no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l meet t o discuss any proposed 

changes t o t h i s Section 14.10. 

Section 14.11 F i l l i n g of Permanent Vacancies 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

8 9 

2454984.4 



p o s t i n g . Said vacancy s h a l l be posted f o r 14 days on the CAREERS 

website. The p o s t i n g s h a l l contain a t l e a s t the f o l l o w i n g 

i n f o r m a t i o n : job t i t l e , q u a l i f i c a t i o n s , days o f f , s h i f t , hours, 

work l o c a t i o n , i f known, and r a t e of pay. The p o s t i n g s h a l l " also 

i d e n t i f y the number of p o s i t i o n s t o be f i l l e d . I f the number t o 

be f i l l e d changes, the Employer s h a l l promptly n o t i f y the Union. 

P r i o r t o the commencement of the s e l e c t i o n process, the Employer 

w i l l provide the Union w i t h a l i s t of q u a l i f i e d bidders. 

P r i o r t o n o t i f y i n g the successful b i d d e r / a p p l i c a n t , the 

Employer s h a l l give the Union a l i s t of bidders i d e n t i f y i n g , 

where a p p l i c a b l e , the successful b i d d e r ( s ) . Upon request, the 

Employer s h a l l schedule a meeting w i t h the Union t o review the 

s e l e c t i o n process, i n c l u d i n g the reasons f o r s e l e c t i o n and 

r e j e c t i o n of bidders. This meeting s h a l l i n clude a review and 

discussion of documents considered during the h i r i n g process, 

i n c l u d i n g documents such as the r e f e r r a l l i s t , employment 

decis i o n form, h i r i n g i n f o r m a t i o n summary, and h i r i n g c r i t e r i a 

r a t i n g form. I f requested, the Employer w i l l f u r n i s h copies of 

such documents t o the Union. Bidders who are not selected s h a l l 

be so n o t i f i e d by the Department Head and informed of the 

reasons f o r non-selection. 

The successful bidder f o r any jobs under t h i s Section s h a l l 

have an e v a l u a t i o n p e r i o d , not to exceed s i x t y (60) days, t o 
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demonstrate that he/she can perform the job. I f the Employer has 

j u s t cause based on the employee's job performance at any time 

during that period that the successful bidder cannot perform the 

job, then the successful bidder s h a l l be returned to the job 

he/she held j u s t prior to the awarding of the bid, displacing, 

i f necessary, any employee who has been placed into said job. 

Section 14.12 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination that the 

employee i s u n f i t for duty and the employee's physician 

c e r t i f i e s that the employee i s f i t for duty, the employee may 

e l e c t or the Employer may require the employee, at the 

Employer's sole expense, to be subject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 

duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 
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a l i s t of approved vendors. The determination of the independent 

physician and the IME s h a l l be f i n a l and binding. The employee 

s h a l l execute a l l HIPAA waivers and other forms necessary i n 

order to permit access to a l l medical records related to his/her 

condition, and the City s h a l l agree to secure and maintain the 

confidential nature of a l l medical records obtained through t h i s 

process. 

ARTICLE 15 
LAYOFF AND RECALL 

Section 15.1 

Probationary employees w i t h more than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior employee 

i n the a f f e c t e d job c l a s s i f i c a t i o n i n the department s h a l l be 

l a i d o f f f i r s t , provided the a b i l i t y , q u a l i f i c a t i o n s t o perform 

the required work, and the employee's job perforraance are equal 

among the other employees i n the job i n the department. 

" S e n i o r i t y " s h a l l mean, f o r purposes of t h i s Section, the 

eraployee's service i n the job t i t l e ( t i m e - i n - t i t l e ) . 

A l a i d - o f f employee may displace (bump) the l e a s t senior 

employee, i f any, i n the most recent lower job t i t l e the 

employee to be l a i d ^ o f f has held i n the department, provided the 

employee to be l a i d o f f has the then present a b i l i t y t o perform 

the job t o the Employer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Employees s h a l l be r e c a l l e d i n the reverse order i n which 

they were l a i d o f f . 
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ARTICLE 16 
SEPARABILITY 

Section 16.1 

I n the event any ei—fehe p r o v i s i o n e of t h i s Agreement s h a l l 

be or become i n v a l i d or unenforceable by reason of any f i n a l and 

bi n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such 

i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the remainder of 

the p r o v i s i o n s hereof, which s h a l l remain i n f u l l f o r c e and 

e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n s h a l l be svibject 

t o r e - n e g o t i a t i o n by the P a r t i e s w i t h i n a reasonable p e r i o d of 

time. ihe—portico—agree—fee—meet—and—adopt r e v i s e d — p r o v i s i o n s 

which would be—in conformity w i t h the—law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Employer i n w r i t i n g , of the names 

of the Stewards i n each departraent or area agreed upon w i t h the 

Eraployer and s h a l l n o t i f y the Employer promptly of any changes. 

Stewards w i l l be permitted t o handle and process grievances 

r e f e r r e d by employees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of time, 

or unreasonably i n t e r r u p t the work of employees. Stewards -shall 

n o t i f y t h e i r immediate supervisors i n advance of t h e i r i n t e n t i o n 

t o handle and process grievances. Supervisors may not 
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unreasonably w i t h h o l d permission t o the stewards t o engage i n 

such a c t i v i t i e s . 

Employees acting as Union Stewards s h a l l not be 

discriminated against nor be ' transferred from their job 

c l a s s i f i c a t i o n s or departments because of their a c t i v i t i e s on 

behalf of the Union. Any transfers of Union Stewards from their 

job c l a s s i f i c a t i o n s or departments, other than in an emergency, 

w i l l be discussed with the Union in advance of any such 

transfers. 

Section 17.2 

The Union s h a l l have the right and responsibility to 

represent the interest ~of a l l eraployees in the unit, to present 

i t s views to the City on matters of concern, either or a l l y or in 

writing, and to consult and be consulted with, in respect to the 

formulation, development and implementation of p o l i c i e s and 

programs affect.ing working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal working hours, t o enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not t o i n t e r f e r e w i t h normal operations. The 

Eraployer may change or set rules of access, provided th a t any 
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change i n current p r a c t i c e s must be reasonable and subject to 

the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services t o i t s c i t i z e n s i n a safe and economic manner. The 

p a r t i e s t o t h i s Agreement recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t of the health and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y and the employees covered by t h i s Agreeraent serve. 

Furthermore, the economic cost of p r o v i d i n g h e a l t h care services 

t o employees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The Employer and the Union maintain a strong commitment to 

pr o t e c t people and property, and t o provide a safe working 

environment. To t h i s end, the Employer has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r employees w i t h 

personal problems, i n c l u d i n g -alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreement urge eraployees who have such 

probleras t o u t i l i z e the Program's services. 

To maintain a workplace which provides a safe and healthy 

work environment f o r a l l employees the f o l l o w i n g drug and 

alcohol prograra i s also established. 
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Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Items & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, and 

employee on the job or the premises of the Eraployer. 

(c) Employer Premises: a property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other vehicles 

owned, leased or used by the Employer as job s i t e s or work 

l o c a t i o n s and over the Employer has a u t h o r i t y as employer. 

(d) Eraployees: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage to 

property t o which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

( f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s to conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or p h ysical impairment due to the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

sample, whether by blood, breath, urine, or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 
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measuring or quantifying the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l employees must report t o work i n a ph y s i c a l 

c o n d i t i o n t h a t w i l l enable thera t o perform t h e i r jobs i n a safe 

manner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or alcohol.-

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an employee i s under the in f l u e n c e of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t t o subject t h a t employee t o a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

employee may be placed on a d r a i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the employee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Employer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the in f l u e n c e of drugs or 

alcohol while on duty and on the Employer's 

premises; 

(i v ) are found i n possession of a l c o h o l , drugs or 

drug paraphernalia, or are found s e l l i n g or 
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d i s t r i b u t i n g drugs or drug paraphernalia, on the 

Employer's premises, 

(c) A l l adverse employraent action taken against an 

employee under t h i s program s h a l l be subject to the grievance 

and arbitration procedures of t h i s Agreeraent. 

Section 18.4 Drug and Alcohol Testing 

(a) The Eraployer may require drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two 

supervisors have reasonable cause to believe t h a t an employee 

has reported t o work under the i n f l u e n c e of or i s at work under 

the i n f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t may be required i f an employee i s 

involved i n a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a follow-up 

to counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up t o a 

one year period. 

(b) Employees to be t e s t e d w i l l be required to sign a 

consent form and chain of custody form, assuring proper 

documentation and accuracy. I f . an employee refuses to sign a 

consent form a u t h o r i z i n g the t e s t , ' he or she w i l l be subject t o 

-termination. 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and raay consist of e i t h e r blood or urine t e s t s , or both. 
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The Employer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of a l c o h o l , i n l i e u of c l i n i c a l t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conform to the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g programs, dated A p r i l 11, 1988 and as may 

be amended h e r e a f t e r by the relevant agency of the Department of 

Health and Human Services. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they raay be amended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presumptively established t h a t the t e s t e d 

employee was under the i n f l u e n c e of drugs. 

( f ) I n i t i a l and confirraatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the i n f l u e n c e of a l c o h o l . 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be 

borne by the Employer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Commissioner of Personnel or h i s designee i n the manner to be 

prescribed by the Commissioner. The a p p l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissioner w i l l inform the a p p l i c a b l e department head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 
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( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee' whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 

rete s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y to the 

Commissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample to the 

second la b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

to take a s u f f i c i e n t sample, or t o preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the reraoval from 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, or any employee. 

( j ) No l a b o r a t o r y report or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are pa r t of a 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

special locked f i l e maintained by the Commissioner of personnel, 

except as such discl o s u r e may be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

may p a r t i c i p a t e i f they wish i n the vol u n t a r y Employee 

Assistance Program. 
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ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The City of Chicago and each Coalition Union (the 

"Parties") agree to create a Joint Apprenticeship and Training 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) in conjunction with certain 

third parties including, but without liraitation, the Chicago 

Public Schools ("CPS"), the City Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 

and training programs and to provide expanded post-

apprenticeship and training employraent opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreeraent with the City of 

Chicago, the Parties s h a l l enter into a supplemental meraorandura 

of understanding regarding the structure, implementation, 

monitoring and enforcement of th i s I n i t i a t i v e . Said memorandum 

sh a l l be attached to t h i s Agreement as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A commitment by each C o a l i t i o n Union to e s t a b l i s h 

or .otherwise e.xpand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a comraitment by the Coalitic"5n to f i l l at 
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l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A commitment by the C o a l i t i o n and the C i t y t o 

col l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g programs. I n p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; to consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and t o expand post-

apprenticeship a n d , t r a i n i n g employraent o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps to f u l f i l l the commitments set f o r t h i n 

t h i s A r t i c l e and suppleraental memorandum attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject to 

r a t i f i c a t i o n by the Ci t y Council of the C i t y of Chicaqo and 
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concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate to secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t from said date t o June 30, 20i^22, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year t o 

year unless at le a s t 60 days and not more than 120 days p r i o r to 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e t o the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o amend, add t o , subtract from, or 

terminate t h i s Agreement. 

I n the event such n o t i c e of a desire t o amend, add t o , or 

subtract from the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreeraent 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d to s h a l l be 

considered t o have been given as of the date shown on the 

pcDstmark. W r i t t e n notices may be tendered i n person, i n which 

case the date of not i c e s h a l l be the w r i t t e n date of r e c e i p t . 
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This Agreement c o n s t i t u t e s the e n t i r e contract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h 

respect to a l l matters subject to c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be ob l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any matter which i s subject t o 

c o l l e c t i v e bargaining whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such matter may not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 

In the event the C i t y of Chicago agrees to or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

volun t a r y unpaid time o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

Agreement, such a d d i t i o n a l time o f f s h a l l be granted to a l l 

eraployees covered by t h i s Agreement. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be e f f e c t i v e from the date upon which 

i t i s r a t i f i e d by the C i t y Council of the C i t y of Chicago, but 

no e a r l i e r than July 1, 20072017, and s h a l l remain i n e f f e c t 

through 11:59 p.m. on June 30, 20172022. 

Hea1th Plan Reopener 
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Each p a r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n 

A r t i c l e 9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the applica b l e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a universal,' n a t i o n a l or s t a t e 

h e a l t h care program mandating s i g n i f i c a n t changes 

i n health insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 

2. The lack of achievement of health care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishment and a d r a i n i s t r a t i o n 

of the Labor-Management Cooperation Committee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 

p r o j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no more fehan 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 
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(b) Should the -Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l make such • ad j ustments to the 

Plan as are necessary, i n c l u d i n g but not 

l i m i t e d t o adjustments i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase from exceeding- 8% as measured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y raay e l e c t to reopen ne g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party—reserves—fehe—right—fee—reopen—this 

Agreement in—ordor—fee—nogotiato—fehe—Hcai t h — P l a n — s e f e ^ — f o r t h — i n 

A r t i c l c 9 no l a t e r than June 30,—2011 and June 36-^—2 015,—or i n 
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i h e—event—fehe—City—ei—Chicago—is—awarded the—2016—Olympic—Cameo, 

June 30, 201']. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreement has t h i r t y (30) days t o n o t i f y 

the other p a r t y of i t s i n t e n t t o reopen t h i s Agreement i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t t o reopen n e g o t i a t i o n s pursuant t o t h i s 

p r o v i s i o n , i t s h a l l submit w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ni n e t y (90) days w i t h i n which t o 

reach agreement on the A r t i c l e . I f the p a r t i e s f a i l t o reach 

agreement at the conclusion of t h a t n i n e t y (90) day period, each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

Non-Prevailing Wage Rate Reopener^ 

Four-Year : . Thio—Agreement—may—-be—reopened—fee—further 

negotiate—fehe—non-prevailing—wage—rates—governing—fehe—occond 

f i v e year term.. (07/01/2012 to 06/30/2017)-—under—Article 4-r 

Section—4- ,—in—fehe—event—that—(-a-)—fehe—City n o t i f i e s — f e h e — C o a l i t i o n 

that—irfe—ha-s—nefe—rcachod—a—ouccossor—agrccmont—fee—a—then—current 

four-year—agreement—e.xpiring—en—June 3-0-;̂  2011 r e g a r d i n g — a n 
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across-the-board percentage increase f e r other unioni zed 

employees—in—non-prevailing vjagc—rate, c l a s s i f i c a t i o n s — d e f i n e d — i n 

fe^^e—^^Me—Tee—Clause"—by March—3i7—2 0 1 2 ; — e r — i h ) — f e h e — C o a l i t i o n 

n o t i f i e s tho C i t y of i t s i n t e n t t o terminate the—"Mc Too Clause" 

by March 31, 2012. 

Five-Year: This—Agreement—may—be—reopened—fee—further 

negotiate—fehe—non-prevailing—wage—rates—governing—fehe—second 

f i v e year fee^^m (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e ,̂ 

Section—4-7—in the event tha t — f e - ) — t h e C i t y n o t i f i e s the C o a l i t i o n 

that—ife—ha-s—nefe^—reached—a—oucceooor—agreement—fee—a—then—current 

five-year—agreeraent—expiring—en—June—3-9-^ 2 0 1 2 — r e g a r d i n g — a n 

across-the-board percentage increase f-er othor — u n i o n i zed 

eraployees—in—non-prevailing w a g e — r a t e — c l a o s i f i c a t i o n o — d e f i n e d — i n 

fei^e—"Mc Too Clauoc" ,by October 31,—2012;—er—fb-)—the C o a l i t i o n 

n o t i f i e s the C i t y of i t s — i n t e n t t o torrainatc the "Me Too Clauso" 

by October 31, 2012. 

i i — a n y one—ei—fehe—foregoing—events o c c u r s , — c i t h e r — p a r t y — f e e 

t h i s Agreement—ha-s—thirty—f^-0-)—days—to n o t i f y the—other party of 

ife-s—intent—fee—reopen—thio—Agreement—in—order—fee—negotiate—feiie 

n o n - p r e v a i l i n g — w a g e — r a t e s — g o v o r n i n g — t h e — s e c o n d — f i v e - y e a r — t e r m 

(07/01/2012—fee—06/30/2017)—sefe—forth—in A r t i c l e — 4 - , — S e c t i o n — 4 - ^ 

S h o u l d — c i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n c g o t i a t i o n o — p u r o u a n t — f e e 

t h i s — p r o v i o i o n , i f e — s h a l l — s u b r a i t — w r i t t c n — n o t i c e — f e e — f e h e — o t h e r 
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party—and—fehe—City—shall—nefe—be—obligated—fee—make—fehe—wage 

adj uotmcnto—sefe—forth—in A r t i c l e — 4 - , — S e c t i o n 4 . — T h e r e a f t e r , — t h e 

parties—have—ninety—(-9-0-)—days—within which to—reach—agreement—en 

t h e — A r t i c l e . ii—fehe—parties—fail—fe-e—reach—agreement—afe—fehe 

conclusion—ei—that—ninety—(-&^-)—day—period,—ea-eh—party—reserves 

ferhe—right—fee—reopen t h e — c n t i r o Agreement. 

Other Reopener . 

In the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the p a r t i e s hereto, by i t s duly 

authorized r e p r e s e n t a t i v e ( s ) , has executed t h i s document as of 

the day of • - , 2rm^ 2018. 

CITY OF CHICAGO / POINTERS, CLEANERS AND 
CAULKERS UNION LOCAL 52 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree to the f o l l o w i n g i n a Side L e t t e r to t h i s Agreement: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 t o explore and recommend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i m i t e d t o : 

a. A m u l t i - p r o j e c t labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o n t r actors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum number of apprentices on the p r o j e c t as 

permitted under the terms and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

shalJ p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h 
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the U.S. Departraent of Labor's Bureau of Apprenticeship and 

Tr a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 
HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree to the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC to evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t to '"a preventive health care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, i n c l u d i n g but 

not l i m i t e d t o the f o l l o w i n g areas: 

Expanded Disease Management Program 

HRA and Bio-metric Screening 

Health Fairs 

Weight Manageraent Prograra 

Imaging Review Service 

L i f e t i m e Maxiraura 

Subscriber Share for Hospital B i l l s and Co-insurance 

Exclusion for S e l f - i n f l i c t e d I n j u r i e s . 

Comprehensive Communication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR'DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) .of the Memorandum of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive some or a l l of the monetary 

make whole remedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order to conclude ne g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreeraent w i t h the C i t y to waive 

some or a l l of the monetary make whole remedies. U n t i l such an 

agreement . i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be ob l i g a t e d t o implement the monetary make whole 
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remedies i n the Award. I n a d d i t i o n , i f such an agreement i s not 

reached by December 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed amendment to Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f from the monetary make whole remedy to an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE; FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

NATIONAL CONFERENCE OF 
FIREMEN & OILERS, LOCAL NO. 7 

Service Employees International Union, Local 1 Firemen and 
Oilers Division 

AGREEMENT 

This Agreement i n c l u d i n g Addendum A, i s entered i n t o by and 

between the CITY OF CHICAGO, an I l l i n o i s Municipal Corporation 

( h e r e i n a f t e r c a l l e d the "Eraployer") and the NATIONAL CONFERENCE 

Q¥ FIREMEN & OILERS, LOCAL Wd-. 7 Service Employees 

International Union, Local 1 Firemen and Oilers Division 

( h e r e i n a f t e r r e f e r r e d t o as the "Union") f o r the purpose of 

e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages and other terms and co n d i t i o n s 

of employment f o r the employees represented by the Union. 

In r e c o g n i t i o n of the above the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

S t a t i o n a r y Fireman 

B o i l e r Washer 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect t o rates of pay, wages, hours and other 

terms and conditions of employraent. The "eraployee" as used 



herein, r e f e r s t o the two above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 
ARTICLE 2 

MANAGEMENT RIGHTS 

The .- Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Eraployer, except only as they raay be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Araong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly exclusive, are a l l 

matters concerning or r e l a t e d t o the management of the 

Employer's operations and the a d r a i n i s t r a t i o n t hereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or raaterial changes i n 

duties or or g a n i z a t i o n of the Eraployer's operations, or other 

economic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o raake and enforce reasonable r u l e s 

and r e g u l a t i o n s ; t o raaintain order and e f f i c i e n c y ; t o schedule 

the hours of work; to determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipment and m a t e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i r a i t e d to) the r i g h t to contract out or subcontract; 

the. r i g h t t o deterraine the number of employees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required t o insure maximum e f f i c i e n c y of operations; to 



e s t a b l i s h and enforce f a i r production standards; and t o 

determine the size, number and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the pr o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, .except as expressly abridged by 

s p e c i f i c p r o v i s i o n of t h i s Agreeraent. 

In the event t h a t the Employer deterraines t o subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Employer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Eraployer has declared t o be vacant i n 

the a f f e c t e d Departraent, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her t o perform 

the work. 

Pr i o r t o sub-contracting of bargaining u n i t work, the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the employment of employees subject t o l a y o f f . During 

t h a t meeting the Employer w i l l request and urge t h a t the sub

co n t r a c t o r h i r e l a i d o f f employees. 

ARTICLE 3 
HOURS OF WORK 

Section 3.1 The Workday and Work Week 

The normal work week s h a l l consist of f i v e consecutive days 

of eight hours each, beginning on Monday and ending on Friday. 

For s h i f t p o s i t i o n s r e q u i r i n g a seven .day continuous operation. 



the work week s h a l l be a regular recurring 7 day period. The 

^starting tirae of employees s h a l l be between the hours of 6 to 8 

a.m., 2 to 4 p.m. or 10 p.m. to 12 p.m. as determined by the 

Employer. Other starting times are permissible upon reasonable 

prior notice to, and upon request, discussion with the Union, 

and the approval of the Director of Labor Relations. Such 

changes s h a l l not be raade for arbitrary or capricious reasons. 

A l l overtirae w i l l be distributed as equally as feasible over a 

reasonable period of time araong the employees within the same 

c l a s s i f i c a t i o n and within the same work location. 

Section 3.2 Overtime 

For an eraployee who has an excused absence or absence due 

to i l l n e s s and who works less than f o r t y (40)' hours i n any work 

week, a l l work perforraed a f t e r e i ght (8) hours worked i n any 24 

our period s h a l l be considered overtirae and paid f o r at the r a t e 

of tirae and one-half the hourly r a t e . 

A l l work perforraed over f o r t y (40) hours worked i n the 

normal work week s h a l l be considered overtirae and paid f o r at 

one and one-half (1-1/2) tiraes the regular hourly r a t e . 

A l l eraployees who are scheduled on a seven day continuous 

operation work week w i l l be paid at s t r a i g h t time f o r Saturday, 

p r o v i d i n g i t i s part of t h e i r ' normal work week. Employees 

working on a Monday through Friday schedule w i l l be paid at the 

rate of tirae and one-half f o r Saturday work. Eraployees working 

other than a Monday through Friday schedule w i l l be paid at tirae 

and one-half f o r a l l hours worked on the s i x t h day of t h e i r work 

week. 



Coraraencing November 1, 1988, employees, who are scheduled 

on a seven day continuous operation work week and who work a 

s i x t h consecutive day i n the Employer's work week as p a r t of the 

regular work schedule, may e l e c t t o receive e i g h t (8) hours 

compensatory time plus four (4) hours of pay at the regular 

s t r a i g h t time hourly r a t e of pay i n l i e u of one and one-half (1 

1/2) times the regular s t r a i g h t time hourly r a t e of pay. 

Accumulation and use of any such earned compensatory time s h a l l 

be l i m i t e d t o one hundred and twenty (120) hours. 

A l l employees who are scheduled on a seven day continuous 

operation work week w i l l be paid at s t r a i g h t time f o r Sunday, 

pr o v i d i n g i t i s p a r t of t h e i r norraal work week. Employees 

working on a Monday through Friday schedule w i l l be paid at a 

rate of two times t h e i r hourly r a t e f o r Sunday work. Employees 

working other than a Monday through Friday schedule w i l l be paid 

at double time f o r a l l hours worked on the seventh day of the 

work week. Employees required t o work a seventh consecutive day 

i n a normal work week w i l l be paid two (2) times t h e i r hourly 

rate f o r a l l hours worked on such seventh day. 

There s h a l l be no pyramiding of overtime. An employee 

s h a l l not be paid twice for the same hours of work. No s h i f t 

eraployee i s subject to work more than two (2) s h i f t s in any 

twenty-four (24) hour period. I t i s the iraraediate supervisor's 

respons-ibility to provide bargaining unit r e l i e f after sixteen 

(16) hours. A l l overtime earned under t h i s Section s h a l l be paid 

to employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 



Section 3.3 Early C a l l - i n 

I f an eraployee i s called in to work e a r l i e r than his/her 

normal starting time, the employee w i l l be allowed to work 

his/her regular s h i f t hours following such c a l l - i n , unless the 

employee i s prevented frora working for reasons beyond the 

control of the Employer. 

Section 3.4 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a minimum 

of two (2) hours pay at the appropriate overtime r a t e frora the 

time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

to an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

eraployee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 3.5 No Schedule Changes to Avoid Overtime 

The Employer w i l l not change an employee's normal work week 

or normal work day for the purpose of avoiding payment of 

overtime or holiday pay. I t i s understood that work forces may 

be reduced on holidays without change in schedule. 

Section 3.6 Reporting Pay 

When an employee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the employee s h a l l receive a miniraura of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 



or her normal s t a r t i n g time not t o r e p o r t f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees raust advise the designated 

person w i t h i n the Departraent of h i s or her current telephone 

number. 

I f the employee works more than two (2) hours, he or she 

s h a l l receive a minimum of four (4) hours work or pay for that 

day. I f the employee works more than four (4) hours, he s h a l l 

be guaranteed eight (8) hours work or pay for that day. An 

employee who does not complete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 

option of using a portion of accrued vacation, personal or 

compensatory time for that day upon notice to the Employer. 

Section 3.7 Emergency C a l l Pay 

In the event a General Foreman or Foreman i s d i r e c t e d by 

the Employer to respond t o emergency c a l l s frora horae and outside 

of h i s or her regular working hours, he or she w i l l be granted 

corapensatory time at the appropriate r a t e f o r a l l v e r i f i e d time 

spent responding t o the emergency from home, w i t h a minimum of 

15 minutes of corapensatory tirae t o be granted i n any calendar 

day on which any such emergency responses were required, up t o a 

maximum of two hours of compensatory tirae i n any calendar. 

Section 3.8 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 



hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may acc\imulate such time up to a maximvim of 160 hours. 

Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. A l l accumulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at thei r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employeir to force an employee to 

use accrued compensatory time. 

ARTICLE 4 
HOLIDAYS 

Section 4.1 Current Holidays 

(a) F u l l time hourly employees s h a l l receive eight hours 

s t r a i g h t tirae pay f o r the holidays set f o r t h below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Columbus Day 
8. Thanksgiving Day 

9. Christmas Day 

(b) The b e n e f i t s set f o r t h i n (a) above s h a l l be paid 

provided the employee i s i n pay status the f u l l scheduled work 



day imraediately preceding and the f u l l scheduled work day 

iraraediately f o l l o w i n g such holiday, or i s absent from work on'' 

one or both of those days w i t h the Employer's permission; such 

permission s h a l l not be unreasonably denied. 

(c) Employees covered by t h i s Agreement i n c l u d i n g 

probationary . employees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreeraent. At the employee's 

option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 5 of t h i s 

Agreement. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Employer. I f the employee i s required 

or allowed t o work on such designated day, the employee s h a l l 

receive the appropriate holiday premium r a t e . An employee may 

el e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Employees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n notice and approved by the Employer. New eraployees who 

commence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

Section 4.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 4.1, he/she s h a l l be paid at the ra t e of 



two and one-half (2-1/2) times (which includes holiday pay) 

his/her normal hourly rate f o r a l l .hours worked. 

I f the employee i s not required to work on a calendar 

holiday s p e c i f i e d i n Section 4.1, such employee s h a l l be paid 

eight hours at s t r a i g h t time f o r such holiday. 

I f a calendar holiday as s p e c i f i e d i n Section 4.1 f a l l s on 

the employee's normal day o f f , such employee s h a l l receive 

his/her normal week's pay i n a d d i t i o n t o eight hours holiday pay 

at s t r a i g h t time. 

A l l holiday time s h a l l be considered time worked f o r the 

purposes of computing overtime except where the holiday f a l l s on 

the employee's day o f f . 

Section 4.3 Determining Work Days as Holidays 

A holiday i s the calendar day running from midnight t o 

midnight. An employee whose workday extends over parts of two 

(2) calendar days, one of which i s a holiday, s h a l l be 

considered t o have worked on the holiday i f the m a j o r i t y of the 

hours worked f a l l on the holiday. 

Section 4.4 Failure to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s 

to report to work, the employee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other emergency. 

Section 4.5 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled work week 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holidays; said 
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holidays which f a l l on Sunday w i l l be observed the Monday a f t e r 

the holidays. For employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an employee's vacation 

period the Employer s h a l l have the opt i o n of gr a n t i n g the 

employee an extra day's pay or an extra day of vacation at a 

time rautually agreed upon between the eraployee and the 

departraent head, provided the employee works the f u l l scheduled 

work day immediately preceding and the f u l l scheduled workday 

imraediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Employer f i n d s t o be v a l i d . 

ARTICLE 5 
VACATIONS 

Section 5.1 Amount 

Employees s h a l l 'be e l i g i b l e f o r paid vacations as of 

January of each year f o l l o w i n g the year i n which they were 

eraployed. An eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such employee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service p r i o r t o July 1 Vacation 

Less than 6 years 13 days 

6 years or more, but less than 14 years 8 days 

14 years or more 23 days 

a f t e r 24 years 24 days 

a f t e r 25 years 25 days 

Section 5.2 Pro Rata Vacations 
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An eraployee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The employee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated from employment, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 

The amount of pro r a t a vacation i s determined by d i v i d i n g 

the number of months of continuous service the f u l l - t i m e 

employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

amount of paid vacation f o r which the eraployee i s e l i g i b l e i n 

Section 5.1 above and w i l l be paid on a supplemental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the last, day worked. Any f r a c t i o n 

i s rounded o f f to the nearest whole number of days. 

Part-time employees who work at l e a s t 80 hours per month 

earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Eraployer i n accordance w i t h past 

p r a c t i c e . 

Section 5.3 

A l l earned vacation leave s h a l l be forfeited unless' (1) the 

employee was denied vacation by the employer, or (2) the employee 

i s on an approved leave of absence, or (3) the eraployee elects in 

writing to carry over vacation days (up to three (3) ouch 

vacation days of accrued and unused vacation days for employees 
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w i t h less than ten (10) years o f s e r v i c e , and up t o f i v e (5) days 

of accrued and unused vacation days f o r employees w i t h ten (10) 

or more years of service) ^for use i n d i v i d u a l l y or consecutively 

during the next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given t o the employer before December 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximvim nvimber of s i n g l e use vacation days provided 

f o r under t h i s Agreement. Such carry over vacation days must be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

Cancellation or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks, upon—rautual—agreement—ef—fehe—employer,—which 

agreement—shall—not be—unreasonably denied or wit h h o l d , and such 

carry over days must be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) months, i n the -case of an 

employee's r e t u r n from an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30*̂ *̂ , or approving 

the rescheduling of c a r r y over days beyond June 30**. Employees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

t o being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation time earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) months f o l l o w i n g the date i n which the person becarae 

disabled, and s h a l l be e n t i t l e d t o use such vacation tirae w i t h i n 

twelve (12) months f o l l o w i n g t h e i r r e t u r n t o work. 

Section 5.4 Employees Laid-Off or Discharged 
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Employees who are terminated for cause are not e n t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay i n t h e i r 

bank at the time of resignation. Employees s h a l l not earn 

vacation credit for any period during which they are on layoff 

or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of th i s Agreement. 

In the event of the death of an e l i g i b l e employee, the surviving 

widow, widower or estate s h a l l be e n t i t l e d to any vacation pay 

to which the deceased employee was enti t l e d . 

Section 5.5 Rate of Pay 

The rate of vacation pay s h a l l be computed by multiplying 

the employee's straight time hourly rate of pay in affect for 

the employee's regular job at the time the vacation i s being 

taken, times 8 hours per day, times the number of days' vacation 

to which the employee i s enti t l e d . Salaried employees s h a l l 

receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 5.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y 

araong the employees i n the same work l o c a t i o n , provided however, 

the Department Head s h a l l have the r i g h t to determine the number 

and scheduling of crews and eraployees who can be on vacation at 

any one time without hindering the operation of the Department. 

The Department w i l l not designate any time or period during the 
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calendar year when e l i g i b l e employees would be p r o h i b i t e d from 

scheduling and t a k i n g .vacation time. 

Employees s h a l l make vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Departraent. The 

Department w i l l respond to the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days from the 

date the request i s received by the Department, except i n cases 

where the request i s made f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe manpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l ' indispensable t o the immediate performance of a 

Departraent's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payraent of the vacation pay (thereby 

reducing the t o t a l of the eraployee's accrued vacation tirae) plus 

payraent t o the eraployee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

C ancellation of approved vacation requests which would 

r e s u l t i n serious provable f i n a n c i a l loss t o an employee s h a l l 

occur only i n the most extreme emergencies. I n the event of such 

c a n c e l l a t i o n , the Employer w i l l reimburse the employee f o r 

reasonable losses i n c u r r e d as a d i r e c t r e s u l t of the 
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cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 5.7 Non-Consecutive Vacation Days 

Employees may receive up to five s i x (6) of their vacations 

days one or raore day(s) at a ^time as days off in each year. 

Such days off s h a l l be scheduled pursuant, to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so late 

in the vacation year that the employee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Eraployer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 

charged with a single, non-consecutive vacation day CWF) . 

Furthermore, i f an employee schedules two (2) or more vacation 

days on either side of his/her regularly scheduled days off and 

then schedules a single vacation day on the opposite side of the 

regularly scheduled days off, then the single day s h a l l be 

considered consecutive with the other vacation days and the 

employee s h a l l not be charged with a single vacation day. 

Nothing herein s h a l l l i m i t or prohibit the Employer from 

approving additional single vacation days. 
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Employees raay designate and use at t h e i r o ption up t o f i v e 

-f-§i s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreement as sick days t o cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l i n c l u d e (or 

may be expanded upon by the C i t y ) : (i)mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, /daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

p a r t n e r i s r e g i s t e r e d w i t h the Department of Hviman Resources. 

The Employer reserves the r i g h t t o ask the employee t o f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g t o use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inform the 

representative of the Employer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . S alaried employees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreeraent s h a l l be i n e l i g i b l e 

t o use vacation days as sick days while they have a v a i l a b l e 

unused s i c k days. 

Section 5.8 Reciprocity With Other Agencies 

Any employee e i feie C i t y — e i Chicago h i r e d p r i o r fee 

February 13, 198 6—whe—ha-s—rendered—service—fee—fehe—County—ei 

Cook,—fei^e—Chicago—Park—District,—fe-he—Chicago—Housing—Authority, 

fe^^e—Forest—Preserve—District,—the M e t r o p o l i t a n — S a n i t a r y D i s t r i c t 

ei—Groatcr—Chicago,—fehe—State—ei—I llinois,—fehe—Chicago—Board—ei 
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Education, fehe—City—Colleges—ei—Chicago, Community—College 

D i s t r i c t — 5 0 8 ,—the—Chicago T r a n s i t A u t h o r i t y , — f e h e — P u b l i c — B u i l d i n g 

Commission e i Chicago, feie Chicago Urban Transportation 

D i s t r i c t , — a n d — f e h e — R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

fehe—right—fee—have—fehe—period—ei—ouch—service—credited—and 

c o u n t e d — i e r — f e h e — p u r p o s e — e i — c o m p u t i n g — f e h e — n u r a b c r — e i — y e a r s — e i 

service—a-s—an—eraployee—©i—fehe—City—fer—vacations,—provided—that 

such—service—ha-s—been—continuous—sorvice . However,—vacation 

t i r a e — a c c r u e d — w h i l o — v j o r k i n g — i e r — a n o t h e r — p u b l i c — a g e n c y — i s — n e f e 

t r a n s f crablo . E r a p l o y e e s — h i r e d — a f t e r — F e b r u a r y — i 3 - , 1986—whe 

ren d e r — s e r v i c e — f o r any other—eraployor as—stated above—shall—have 

t h e — r i g h t — f e e — h a v e — f e h e — p e r i o d — e i — o u c h — s e r v i c e — c r e d i t e d — a n d 

c o u n t e d — f e r — f e h e — p u r p o o o — e f — c o r a p u t i n g — t h e — n u m b e r — e i — y e a r s — e i 

s e r v i c e — a - s — a n — e m p l o y e e — e i — t h e — C i t y — f e r — v a c a t i o n s , — p r o v i d e d — a 

m a j o r i t y of other employees of the Employer receive such c r e d i t . 

ARTICLE 6 
CONTINUOUS SERVICE 

Section 6.1 Definition 

Continuous service means continuous paid employment from 

the employee's l a s t date of h i r e , , without a break or 

inte. r r u p t i o n i n such paid employment. In a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

18 



1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or le s s ; or 

2. An absence where the eraployee i s adjudged e l i g i b l e f o r 

duty d i s a b i l i t y compehsation. 

Section 6.2 Interruption In Service 

(a) Non-seasonal employees who work a minimum of e i g h t y 

(80) hours per month s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) unpaid leaves of absence f o r more than 30 days or 

l a y o f f f o r more than 30 days, unless employees 

are allowed t o accumulate s e n i o r i t y under t h i s 

Agreeraent. 

(b) Seasonal eraployraent of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the tirae worked. 

(c) Seasonal employment in excess of 120 days in any 

calendar year s h a l l be credited toward continuous service. 

Section 6.3 Rociprocity 

Employeeo h i r e d p r i o r fee February iS-^ 198 6 whe have 

rendered—service—fee—fehe—County—©i—Cook, fehe—Chicago Park 

D i s t r i c t , fehe—Fores t Preserve D i o t r i c t , fei^e—Chicago—Houoing 

A u t h o r i t y , — f e h e — M e t r o p o l i t a n — S a n i t a r y — D i s t r i c t — e i — G r e a t e r — C h i c a g o 

ferhe—State—©i—Illinois, fehe—Chicago—Board—ei—Education, C .1. t y 

Colleges—©i—Chicago,—Community C o l l e g e — D i o t r i c t — 5 0 8 ,—fei^e—Chicago 
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T r a n s i t — A u t h o r i t y , — P u b l i c — B u i l d i n g — C o r a r a i s s i o n — e f — C h i c a g o , — f e h e 

Chicago Urban Transportation D i s t r i c t and fehe Regional 

T r a n o p o r t a t i o n — A u t h o r i t y — s h a l l — h a v o — f e i ^ e — p e r i o d — e i — s u c h — s e r v i c e 

c r e d i t e d — a n d — c o u n t e d — f e r — f e h e — p u r p o o c — e f — a d v a n c e m e n t — v j i t h i n 

l o n g e v i t y — s a l a r y — s c h e d u l o o . However, e m p l o y e e s — h i r o d — a f t e r 

February—13-7—198 6—whe—render—service—fer—any—other—employer—ae-

otatcd—above—shall—have—fehe—right—fee—have—fehe—period—ei—such 

service—credited—and—counted—ier—fehe—purpooc—ei—advancement 

within—longevity—salary—schedules—provided—a—ma j o r i t y — e i — o t h e r 

eraployoco—of the Employer receive—such credit. 

Section 6.4 Break In Service 

Notwithstanding the provisions of any ordinance or rule to 

the contrary, continuous service of an employee i s broken, the 

employment relationship i s terminated, and the eraployee s h a l l 

have no right to be rehired, i f ^the employee quits, i s 

discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the employee's authorized Eraployer 

representative unless the circurastances preclude the Employee, 

or someone on his behalf, from giving such notice, does not 

actively work for the Employer for twelve (12) months (except 

for approved f u l l time Union representative leaves or medical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for more than twelve (12) consecutive months i f the eraployee has 

less than five (5) years of service at the tirae of the layoff, 

or i s on layoff for more than two (2) years i f the employee has 

five (5) or more years of service at the time of the layoff. 

Section 6.5 Probationary Employment 
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New employees, hired after r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary employees f o r the f i r s t twelve 

(12) ei^i—(-6-)- raonths of t h e i r eraployment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees c o n t i n u i n g i n the service of the 

Employer a f t e r twelve (12) e-î ? f4) months s h a l l be career 

service eraployees and s h a l l have t h e i r s e n i o r i t y date raade 

r e t r o a c t i v e t o the date of t h e i r o r i g i n a l h i r i n g . Probationary 

employees may be d i s c i p l i n e d or discharged as e x c l u s i v e l y 

determined by the Employer and such Employer a c t i o n s h a l l not be 

subject t o the grievance procedures, provided t h a t , ( 1 ) a f t e r the 

f i r s t s i x (6) months of the probationary p e r i o d , i f the Employer 

intends t o impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss o f pay, 

p r i o r t o imposing the suspension, except i n emergency or where 

the employee i s u n a v a i l a b l e , the Employer s h a l l n o t i f y the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting w i t h the Union and the employee t o discuss 

and allow the employee t o respond t o the accusations, and/or (2) 

i f the Employer, w i t h i n i t s d i s c r e t i o n , r e h i r e s a forraer 

employee who d i d not complete his/her probationary period w i t h i n 

one year from the eraployee's t e r m i n a t i o n , and said forraer 

eraployee had served 90 days or more of his/her probationary 

period, a l l time p r e v i o u s l y served i n the probationary period 

s h a l l be counted f o r purposes of determining when the said 

employee completes his/her probationary period. A. probationary 

employee who has served 90 days or more of his/her probationary 
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period and who i s l a i d off s h a l l be given preference over other 

applicants for employment in the same job t i t l e in the 

department from which he/she was l a i d off, so long as he/she 

does not refuse an offer of employment, and does not suffer a 

break in service under Section 6.4 of thi s Agreement. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cumulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary employees s h a l l be corapensated at the 

same ra t e as career service employees. 

Section 6.6 Seasonal Employment 

A seasonal employee i s an employee who i s employed i n a job 

t i t l e f o r a period not to exceed 180 calendar days f o r temporary 

work r e l a t e d to or caused by seasonal needs. Such appointments 

s h a l l expire a u t o m a t i c a l l y at midnight on the 180th day. Such 
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employees may be reappointed f o r temporary work r e l a t e d t o or 

caused by seasonal needs, w i t h the w r i t t e n concurrence of the 

Budget D i r e c t o r and Commissioner of Personnel, t o an a d d i t i o n a l 

t h i r t y - d a y term which s h a l l expire at midnight of the 30th day. 

One f u r t h e r said t h i r t y - d a y reappointment f o r the same purposes 

may be made upon s i m i l a r Budget D i r e c t o r and Commissioner of 

Personnel approval. The Employer s h a l l n o t i f y the Union of the 

number and job t i t l e s of any such reappointments. I t i s 

understood and agreed t h a t the h i r i n g and r e t e n t i o n of seasonal 

employees s h a l l be at the d i s c r e t i o n of the Employer. 

Seasonal appointees s h a l l not become Probationary Career 

Service or Career Service employees by v i r t u e of length of 

service i n a seasonal appointment. 

Seasonal employees s h a l l not be e l i g i b l e f o r holidays, 

vacations, s i c k leave f o r s a l a r i e d employees, v i s i o n care, 

de n t a l , l i f e and accident b e n e f i t s , bereavement pay or j u r y 

duty, but w i l l be provided w i t h group he a l t h insurance under the 

same e l i g i b i l i t y and conditions as other employees covered by 

t h i s Agreement, except t h a t e l e c t i v e medical care and pre

e x i s t i n g c o n d i t i o n s , as those terms are defined i n the standard 

group insurance p o l i c y , s h a l l be excluded. 

Seasonal employees s h a l l be compensated at the same r a t e as 

career service employees. Seasonal employees raay be d i s c i p l i n e d 

or discharged as e x c l u s i v e l y determined by the Employer and such 
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Employer a c t i o n s h a l l not be subject t o the grievance 

procedures. 

Seasonal eraployees s h a l l be e l i g i b l e f o r r e c a l l t o seasonal 

p o s i t i o n s i n which they have accumulated e i t h e r (a) four (4) 

months of said seasonal service during the 1984-85 winter 

season, or (b) f i v e (5) months of said seasonal service from and 

a f t e r July 1, 1983, provided t h a t such employees: 
> 

(1) s h a l l not have received a negative e v a l u a t i o n 

during t h e i r l a s t seasonal appointment and s h a l l not 

have received (a) more than one w r i t t e n warning or (b) 

a d i s c i p l i n a r y suspension i n any Employer p o s i t i o n ; 

(2) s h a l l be a v a i l a b l e , f i t f o r duty and subject t o 

the same pre-employment screening procedures as are 

new applicants f o r employment when r e c a l l e d , and s h a l l 

have the present a b i l i t y without f u r t h e r t r a i n i n g t o 

immediately perform the duties of the p o s i t i o n t o 

which they are r e c a l l e d ; 

(3) s h a l l not refuse r e c a l l . Upon r e c a l l , the 

employee s h a l l promptly n o t i f y the Employer of. his/her 

desire t o r e t u r n to work and s h a l l be a v a i l a b l e t o 

report f o r employraent w i t h i n seventy-two (72) hours of 

said n o t i c e or the employee s h a l l be deemed t o have 

refused r e c a l l ; 
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(4) s h a l l have been r e c a l l e d w i t h i n one year of the 

e x p i r a t i o n of t h e i r l a s t seasonal eraployment; and 

(5) s h a l l not have resigned or i n c u r r e d a break i n 

service during a period of appointment. 

Employees who do not meet and continue t o meet a l l of the 

f i v e (5) conditions stated above, s h a l l have t h e i r names 

permanently removed from the r e c a l l l i s t . 

Evaluations s h a l l not be subject t o the grievance 

procedure, except t h a t the Employer s h a l l not, a f t e r January 1, 

1985, give a seasonal employee a negative., e v a l u a t i o n f o r an 

a r b i t r a r y or capricious reason f o r the purpose of preventing the 

employee from becoming e l i g i b l e f o r r e c a l l under t h i s Section, 

and, only t o t h a t l i m i t e d extent may such Employer a c t i o n be 

subject t o grievance. 

A seasonal employee who i s h i r e d on an annual r e c u r r i n g 

basis w i t h i n one year of his/her l a s t t e r m i n a t i o n ; and who 

accumulates twelve (12) months of said seasonal service from and 

a f t e r July 1, 1983, s h a l l not be a career service employee but 

s h a l l receive the b e n e f i t s under t h i s Agreement which are given 

to probationary employees. 

E f f e c t i v e January 1, 2001, a seasonal employee who i s h i r e d 

on an annual r e c u r r i n g basis w i t h i n one year of his/her l a s t 

t e r m i n a t i o n , and who accumulates 12 raonths of said seasonal 

service, s h a l l receive the b e n e f i t s under t h i s Agreeraent which 
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are given t o career service employees, and s h a l l remit f u l l 

c o n t r i b u t i o n s toward t h e i r h ealth care coverage. 

E f f e c t i v e January 1, 2001, seasonal employees w i t h less 

than 12 months of seasonal service w i l l continue t o receive 

t h e i r current b e n e f i t package, but w i l l pay a pro - r a t a share of 

the f u l l c o n t r i b u t i o n toward t h e i r h ealth care coverage. The 

araount of t h a t c o n t r i b u t i o n s h a l l be approximately 90% of the 

employee medical c o n t r i b u t i o n f o r career service employees. 

E f f e c t i v e upon r a t i f i c a t i o n , i n the event the Eraployer 

intends t o irapose a d i s c i p l i n a r y suspension w i t h respect t o a 

seasonal eraployee w i t h at l e a s t f i v e (5) years of seasonal 

service, as defined herein, and where the suspension would 

r e s u l t i n a loss of pay f o r the employee, p r i o r t o imposing the 

.suspension, except i n an emergency or where the employee i s 

unavailable, the Employer s h a l l n o t i f y the employee and the 

Union and, upon request from the Union, w i l l schedule a meeting 

w i t h the Union and the employee. At the meeting the Employer 

w i l l n o t i f y the employee and the Union of the contemplated 

d i s c i p l i n a r y a c t i o n and the reason(s) underlying i t . The 

employee and the' Union w i l l be given the o p p o r t u n i t y t o respond 

to the accusations at the meeting. This meeting s h a l l be 

infor m a l and there s h a l l be no witnesses present unless both 

p a r t i e s agree. The Eraployer raay, at i t s op t i o n , conduct f u r t h e r 

i n v e s t i g a t i o n a f t e r t h i s meeting. I n the event d i s c i p l i n e i s 
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imposed i t s h a l l not be subject t o the grievance procedure, as 

nothing i n t h i s p r o v i s i o n s h a l l be deemed as a l t e r i n g the non-

Career Service status of seasonal eraployees. This p r o v i s i o n 

s h a l l not apply where the suspension i s the r e s u l t of 

a p p l i c a t i o n of progressive d i s c i p l i n e f o r v i o l a t i o n of the 

Employer's time and attendance p o l i c i e s , provided t h a t the 

Employer s h a l l , upon request, provide the Union w i t h copies of 

the employee's tirae and attendance record. 

Upon request by e i t h e r p a r t y made a f t e r one year from the 

date of r a t i f i c a t i o n of t h i s Agreement, the p a r t i e s s h a l l meet 

to discuss any proposed changes t o t h i s Section 6.6. 

ARTICLE 7 

SENIORITY - TRANSFER AND LAYOFFS WITHIN THE 
BARGAINING UNIT 

Section 7.1 Policy 

The Employer agrees t o abide by the s e n i o r i t y r u l e s herein. 

In the event of l a y o f f , bargaining u n i t s e n i o r i t y i n the 

a f f e c t e d c l a s s i f i c a t i o n (also known as t i m e - i n - t i t l e ) s h a l l 

p r e v a i l , provided the remaining employees have the s k i l l , 

a b i l i t y , knowledge and e f f i c i e n c y t o perform the Employer's 

required work, and f u r t h e r provided, t h a t there i s not a 

negative e f f e c t on the e f f o r t t o insure equal employment 

o p p o r t u n i t i e s consistent wi t h A r t i c l e 16 of t h i s Agreement. I n 

the event the Employer r e c a l l s employees a f t e r a l a y o f f , the 

employees w i l l be r e c a l l e d i n the reverse order of t h a t i n which 

they were l a i d o f f . 
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Further, the Employer w i l l h i r e no new eraployees i f any 

bargaining u n i t employees are on l a y o f f status and do not s u f f e r 

a break i n service, as such l a i d o f f employee or employees are 

q u a l i f i e d t o do the Employer's required work. 

Seniority means the length of continuous service of any 

eraployee in the bargaining unit covered by the Agreeraent from 

the date of his/her l a s t hire in the bargaining unit. 

Section 7.2 Vacancies Within C l a s s i f i c a t i o n 

When a perraanent bargaining u n i t vacancy occurs, the 

Eraployer s h a l l f i r s t o f f e r the p o s i t i o n to eraployees i n the same 

c l a s s i f i c a t i o n at the job l o c a t i o n where the vacancy e x i s t s 

without regard t o t r a n s f e r requests. The Employer s h a l l s e l e c t 

the employee at the job l o c a t i o n who has requested such vacancy 

w i t h the greatest bargaining u n i t s e n i o r i t y , provided the 

eraployee has the s k i l l , a b i l i t y , knowledge and e f f i c i e n c y t o 

perform the Employer's required job duties of the said vacant 

job. 

A f t e r the s h i f t vacancies have been f i l l e d i n accordance 

w i t h the above paragraph, the remaining c l a s s i f i c a t i o n vacancies 

s h a l l be f i l l e d by the raost senior eraployee i n the bargaining 

u n i t who has a t r a n s f e r request on f i l e , w i t h the Department 

where the vacancy occurs on the prescribed Employer form p r i o r 

to such vacancy, provided the employee has the s k i l l , a b i l i t y , 

knowledge and e f f i c i e n c y t o perform the Employer's required job 

duties of the said vacant job. The eraployee s h a l l receive a 

tirae starapecl copy of such t r a n s f e r request and the Department 

s h a l l keep a l i s t of a l l t r a n s f e r requests which w i l l be 
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a v a i l a b l e t o the Union. Employees f i l i n g m u l t i p l e requests and 

accepting a t r a n s f e r s h a l l only be allowed a s i n g l e t r a n s f e r i n 

the s i x (6) month period. 

I f no said employee has a t r a n s f e r request on f i l e , the 

vacancy s h a l l be f i l l e d f i r s t by the raost senior employee i n the 

bargaining u n i t on l a y o f f status who the Employer f i n d s t o be 

q u a l i f i e d f o r the job and second by h i r i n g a new eraployee. 

Section 7.3 Posting and Bidding 

The Employer s h a l l determine i f there i s a permanent 

vacancy to be f i l l e d , and at any time before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

posting. Said vacancies s h a l l be posted for fourteen (14) days 

on the CAREERS WEBSITE. The posting s h a l l contain at l e a s t the 

following information: job t i t l e , q u a l i f i c a t i o n s , days off, 

s h i f t , hours, work location, i f known, and the rate of pay. The 

posting s h a l l also identify the nvimber of positions to be 

f i l l e d . I f the number to be f i l l e d changes, the Employer s h a l l 

promptly notify. Prior to the commencement of the selection 

process, the employer w i l l provide the Union with a l i s t of 

quali f i e d bidders— 
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Qualified bargaining unit employees s h a l l be given an 

opportunity to bid on permanent vacancies declared by the 

Employer. In making selections, the Employer s h a l l give 

preference to bargaining unit applicants over non-bargaining 

unit applicants, except where non-bargaining .unit applicants 

have demonstrably greater s k i l l and a b i l i t y to perform the work. 

In making a selection between two or more bargaining unit 

applicants who are equally qualified, the Employer s h a l l s e l e c t 

the most senior bidder. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information summary, and h i r i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

The successful bidder for any job under t h i s Section s h a l l 

have an evaluation period, not to exceed si x t y (60) days, to 

demonstrate that he or she can perform the job. I f the Employer 
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has j u s t cause based upon the employee's job performance at any 

time during that period to believe that the successful bidder 

cannot perform the job, then the successful bidder s h a l l be 

returned to the job he/she held j u s t prior to the awarding of 

the bid, displacing, i f necessary, any employee who has been 

placed into said job. 

Section 7.4 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination that the 

employee i s u n f i t for duty and the employee's physician 

c e r t i f i e d that the employee i s f i t for duty, the employee may 

e l e c t or Employer may require the employee, at the Employer's 

sole expense, to be svibject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 

duty. The Union s h a l l s e l e c t an examining independent physician 

whp w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the 
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independent physician and the IME s h a l l be f i n a l and binding. 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order to permit access to a l l medical records 

related to his/her condition, and the City s h a l l agree to secure 

and maintain the confidential nature of a l l medical records 

obtained through the process. 

ARTICLE 4-8 
WAGES 

Section 8.1 Prevailing Wage Rates 

Effective July 1, 2 00-17, employees covered by this 

Agreeraent s h a l l continue to receive the hourly rate being paid 

to crafts or job c l a s s i f i c a t i o n s doing similar kinds of work in 

Cook County pursuant to the formula currently used by the United 

States Department of Labor in administering the Davis-Bacon Act 

as currently being paid to said employees as set forth in 

Appendix A appended to and made a part of this Agreement. 

Section 8.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 20-0-17, through the period ending June- 30, 20i^22, 

the wage rate r e f e r r e d to i n the immediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid to c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 8.1 above and as set f o r t h i n Appendix A. In the event 
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the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 8 . 3 Non-Prevailing Wage Rates Govorning—First—Fivo-
Yoaro of th i s Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l employees who are i n non - p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

Effective 07/01/2007 i % 01/01/2018 2.00% 

Effective 01/01/2008 2.25°o 01/01/2019 - 2.25% 

Year 2 

• Effective 01/01/2009 - 3% 01/01/2020 - 2.00% 

Year 3: 

Effective 01/01/2010 2^ 01/01/2021 - 2.25% 

Year 4 

Effective 01/01/2011 3.25'i 01/01/2022 - 2.00% 

Year 5: 

• — E f f e c t i v e 01/01/201: 3.5?: 

Section—4-r-4 Non-Prevailing—Wage—Rates—Governing—Second—Five-
Yoar Torm (07/01/2012 to 06/30/2017) 
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Effective—fehe—following—dates,—fe-he—City—vjill—ma ke—fehe—wage 

a d j u s t r a e n t s — b c l o v j — f e r — a l l employees—whe—a*e— i n—non-prevailing 

r a t e — c l a s s i f i c a t i o n s — a n d who a r c — e i t h e r on—the p a y r o l l — a e — o f .the 

e f f e c t i v e date or o n — l a y - o f f v^/ith r e c a l l — r i g h t s : 

Year 6: 

iL V • — E f f e c t i v e 01/01/2013 

Year 7: 

• — E f f e c t i v e 01/01/201^ - 2°o 

Year 8: 

•—Effective 01/01/2015 2^ 

Year 9: 

•—Effective 01/01/2016 2% 

Year 10: 

•—Effoctivc 01/01/2017 2% 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees 

i n n on-prevailing wage rate c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base r a t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 
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eraployees i n non-prevailing wage ra t e c l a s s i f i c a t i o n s * * receive 

a lurap sura payraent i n any contract year, employees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the same lump sum payraent i n any such year. The p a r t i e s 

agree t o confer regarding the t i r a i n g , araount and implementation 

of any wage adjustraent or lump sum payment under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Department 

and uniformed merabers of the Chicago Fire Department. 

Section 8.4 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected employees who, as of Auguot—2-7—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal employees who 

are e l i g i b l e for rehire, or are former employees who r e t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the City Council, inclusive. 

Section 8.5 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

. p a y r o l l period i n which i t i s earned. A l l overtime or 

premium pay s h a l l be paid to employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 
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period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or premium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the employee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l subrait a p a y r o l l 

dispute t o the Department timekeeper on the "Eraployee 

P a y r o l l I n q u i r y Forra" attached hereto as Appendix B. The 

employee's submission of such Forra s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the araount 

i n question exceeds $100.00, the Departraent w i l l submit a 

suppleraental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the employee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 
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(c) Should an employee not receive t h i s supplemental check ( f o r 

a sura greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date p'eriod, the Eraployer 

w i l l pay t o the employee the sum of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i m i t e d t o duty d i s a b i l i t y ) , overtime 

earned under the City's emergency snow reraoval program, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect t o the payments r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement. 

(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Manageraent Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . • The City's raerabers of the Coraraittee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Manageraent, the 

Coraptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l s e l e c t four (4) 
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representatives to serve as raerabers of the Committee. The 

Committee w i l l meet not less than quarterly, or raore 

frequently as the need may aris e , to review ongoing issues 

regarding payroll,^ compliance with th i s Section, or other 

issues of mutual concern which may arise during the l i f e of 

the parties' Agreement. In addition, at the request of the 

Coalition, the City raay include from tirae-to-tirae a 

representative of the Coalition at the Comptroller's weekly 

sta f f meetings with Department heads to review and address 

pending payroll inquiries from bargaining unit employees. 

Section 8.6 Out of Grade Pay 

An employee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the du t i e s and 

r e s p o n s i b i l i t i e s of a higher ra t e d job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h is own tenure f o r a l l such time from the f i r s t 

day of the assignment. The Employer agrees t h a t i t w i l l make 

such assignments f o r not - less than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The time l i m i t s for such individual assignments to acting into• 

higher-rated jobs s h a l l not exceed one hundred eighty (180) days 

be ninety—(-9#^—days, except where a regular incumbent i s on 

leave of absence, in which case the time limit for acting into 
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such p o s i t i o n may not exceed one (1) year be—s4c^—(-6-)—months and 

no i n d i v i d u a l employee can a c t i n t o t h a t p o s i t i o n f o r more than 

n i n e t y (90) days. The time l i m i t s may be extended by rautual 

agreement of the parties. I f the one hundred eighty (180) day 
i 

time l i m i t i s extended to one year due to a regular incumbent on 

leave of absence or by mutual agreement of the parties, 

, individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent the 

Employer continues to require the performance of the duties of 

the higher-rated job beyond the time li m i t s set forth herein, 

the assignment position s h a l l be treated as a "permanent 

vacancy" within the meaning of Section 14.10 of this Agreement— 

and the employer s h a l l be subject to the applicable postiftg^ and 

f i l l the job as a "permanent vacancy" svibject to the applicable 

provisions of that Section. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Employer s h a l l provide' t o eraployees and t h e i r 

e l i g i b l e dependents Gro.up Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the same terms and con d i t i o n s 

applicable to said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 
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(b) Employees who participate in the Employer; medical 

care plan or an HMO s h a l l make the following contributions 

toward their health care coverage based on the applicable 

percentage of thei r base salary (not including overtime) limited 

by the salary cap: 

Employee +1 Single 

July 1, 2017 1.2921% 1.9854% 

July 1, 2018 1.7921% 2.4854% 

Jan. 1, 2019 2.2921% 2.9854% 

Jan. 1, 2020 2.7921% 3.4854% 

Family Salary Cap 

2.4765% $90,000 

2.9765% $100,000 

3.4765% $115,000 

3.9765% $130,000 

-fi-) e m p l o y e e — m e d i c a l — c o n t r i b u t i o n s — a - r e — b a s e d — e n — a 

composite—1. 6'ti—of baoo—salary—f-er—single,—employee—and : 

one,—and—faraily—levels—©i—coverage—a-s—specified below. 

Fer oxaraplo, fehe c o n t r i b u t i o n s a i selected oalary 

l e v e l s per pay period arc as—f ollovjo : 

ANNUAL 
<̂  7̂  T A n Y 

SINGLE 
1 m o 1 Q, 

EMPLOYEE +1 
1 R 7 q 7 ?-

FAMILY 
-1 q - 7 n CO. 

..Jl \XJZ \L\ X \J \J A- KD X . 3 1 J 1 b X . J / 3 3 0 

rin -hn '^''n nnn 1 "> SO 1 0 n n 00 
u p 3 3 V J U , U U U 

^ 0 n m 
X z_ 

1 ''' 
. ^ u 

0 R 
X J . 3 3 

1 0 7 R 
iL iL . 3 3 

A T V J U , 3 3 X 

*i 4 n nnn 
-L i^ 

1 1 1 -1 
1 J . 13 
Of OO 

i..'! . 3 3 

OO Q A 
V 4 U , 3 3 3 
iccn nnn 

X 1 

1 

. X ' i 
A O 

iL 3 . 3 3 
O O q 1 

3 iL . O H 

id 1 n R 
Cf 3 3 , 3 3 3 

'^f.O 000 
i—L 

''' R ^ 0 
3 iL . J X 

•5 0 AO 
H X . 3 3 

AO f, 
Cf 33 , 3 3 3 

cnn nnn 
iL- 3 

o q 
. 1 3 

0 0 
3 J . r. J 

A f , 01 

r J . iL 3 

R 7 /I 
V ' 3 , 3 3 3 
c,Q n 000 

i — i 

~> d 

. J J 
o n 

H 3 . 3 I 
'o3 

3 1 . ^ 1 

•f \J 3 , 3 3 3 
c o n q n q o o 

. iL t 3 i L . 3 3 

R 0 ^ A 

3 3 . 3 O 
no on 

Cf ^ 3 , J 3 J 

$ 9 0 , 0 0 0 1 
3 O 

^ 
3 J . i.^ 

5 9 . 3 0 
1 .J . 3 J 

7 3 . 9 5 

A i i — c o n t r i b u t i o n s — s h a l l — b e — r a a d e — e n — a — p r e - t a x — b a s i s — a n d — a r e 

payable on a per pay period basis. 
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r3-)—• e f f e c t i v e — J u l y — h - , — 2 0 0 6 employee—medical—contribut iono 

e ^ e — b a s e d — e n — a — c o m p o s i t o — 2 . 0 % — e i — b a o o — s a l a r y — f e r ^ 

s i n g l e , employee and one, a-nd f a m i l y I c v c l o e i 

coverage a-s——specified below. Fer example, fehe 

c o n t r i b u t i o n o — a f e — o o l c c t e d — s a l a r y — I c v c l o — p e r pay period 

arc as—follows: 

ANNUAL 
C 7 \ T 7 \ n - y 

SINGLE 
-1 o q o - 1 a 

EMPLOYEE'!-! 
-] nqciAo 

FAMILY 
o /\ncc.o 

..Jl i x j i i r \ X X . y i L t l X . J O 3 H 0 iL . H 1 3 3 V 

r inHnr ^n nnn 1 S T 1 COO po con c c 
U l l L l C i - c f j y j , \ j \ j \ j 

S 30 001 
Cf X 3 . I X 

1 1 R 

Cf i L 3 . 0 O 

CO A QO 
Cf iL 1 . D-D 
con nc 

V —' ^ f VJ w _L 

^AO nnn 
V J. O . X 3 

c o o f l q 
Cf 33 . J3 
C A -\ O O 

V " / U U U 

5sn nnn 
V A. ± . O *1 

COC no 
Cf ^ ^ . 3 3 

d 1 ^ fi 

I? T 1 . iLu 

<̂  R 1 R 0 
Y^ -J \J f \J \J \J 

Sf^n nnn 
Cf iL3 . ly iL 

COO on 
V 4 1 . ^ D 

AO fid 
Cf 3 X . 3 J 
<̂  fi 1 0 1 

'T̂  K J \ J f VJ U U 

^7n nnn 
V ^ . 3 3 

' ^ ' ^ 1 fi 0 
9 i • 0 4 
"i; R 7 0 1 

Cf 3 X • 1̂  1 
cno oo 

'T' ' yj f u u u 

s ° n nnn 
Cf 3 1 . 3 J 

d n 7 
9 O / . ^7 X 

<̂  fifi 19 
Cf 1 iL . iL3 

C Q O C C, 
Y* ^ ^ r ^ ^ ^ 

5Qn nnn 
V 4 . U / 

•^11° A^ 
Cf 3 3 . X O 

<^1 A ll R 

Cf O iL . 3 3 

cno on 
J \ j f \ j \ j \ j 

$ 1 0 0 , 0 0 0 
Cf * i O . r l J 

$ 5 3 . 8 4 
Cf 1 *i . *i 3 

$ 8 2 . 7 3 
^ J> iL . 3 1 

$ 1 0 3 . 1 9 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

subject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

subject t o an annual d e d u c t i b l e of $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Eraployer. A l l b e n e f i t s are subject to standard 
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provisions of insurance p o l i c i e s between Employers and insurance 

companies. 

(d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e t o q u a l i f i e d 

employees. The Employer may o f f e r coverage under raore than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement to the contrary. 

( f ) Where both husband and wife or other f a m i l y raembers 

e l i g i b l e under one f a m i l y coverage' are employed by the Employer, 

the Employer s h a l l pay f o r only one faraily insurance or f a m i l y 

health plan. 

(g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreement. 

(h) Consistent w.ith the terms of the Employer's e x i s t i n g 

Group Health Care Plan, and the applica b l e r u l e s thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 

raaxiraum of 12 weeks, subject t o the terms of the Plan and any 
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other a p p l i c a b l e p r o v i s i o n s of t h i s Agreement. Eraployees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued raedical coverage as provided under the terras of the 

Plan and i t s applicable r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, employees must raake a l l i n d i v i d u a l medical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terms of 

the Plan and i t s applicab l e r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the form of which may include, but i s 

not l i r a i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

coramunication from the Employer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create maintain a J o i n t Labor Management 

Cooperation Committee ("LMCC") pursuant t o applicab l e s t a t e and 

fed e r a l Law. The purpose of the 'LMCC i s to research and make 

recommendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achievement of s i g n i f i c a n t and measurable savings i n the 

cost of employee health care during the term of t h i s Agreement. 

The Parties s h a l l memorialize t h e i r i n t e n t to create t h i s LMCC 

by executing an Agreement and Declaration of Trust ("Trust 
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Agreement") contemporaneously with the execution of each 

Coalition Union's c o l l e c t i v e bargaining agreeraent with the City 

of Chicago. ^ Said Trust Agreement s h a l l be attached to t h i s 

Agreement as Appendix C. 

Section 9.3 

The Trust Agreement s h a l l address, without l i m i t a t i o n , ' the 

f o l l o w i n g : 

(a) Formation of a Committee t o govern the LMCC.̂  c o n s i s t i n g 

of up t o twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointment by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreement. 

(c) A u t h o r i t y of the LMCC t o make recommendations and 

mo d i f i c a t i o n s i n the health plan expected t o r e s u l t i n savings 

and cost containment. 

(d) Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of t h i s A r t i c l e , an "employee" s h a l l mean a 

Ci t y employee represented by signatory labor organizations of 

t h i s Agreement. A " C o a l i t i o n Union" means s i g n a t o r i e s t o t h i s 

Agreement which have executed a c o l l e c t i v e bargaining agreement 
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with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design changes 

that w i l l r e s u l t i n estimated savings of at l e a s t $3 mil l i o n (as 

calculated with respect to the Coalition Unions bargaining 

units) by 2020. The parties w i l l work through the LMCC to 

identify changes that w i l l r e s u l t i n the required savings. I f , 

prior to January 1, 2020, the parties have not reached agreement 

upon the proposed changes, each party w i l l submit i t s offer of 

proposed changes and the amount proposed to be reduced, 

including the methodology for estimating the value of the 

proposed changes, to a mutually agreed upon arbitrator, who w i l l 

be limited to selecting either the City's or Coalition Unions' 

offer. The offer selected by the arbitrator w i l l be binding on 

the parties and on the LMCC. 

Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other,~ relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing t h e i r own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 
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current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as . well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate confidentiality agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

I n the event of a death i n an employee's immediate f a m i l y , 

such employee s h a l l be e n t i t l e d t o a leave of absence up t o a 

maximum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a maximum of f i v e consecutive 

days. During such leave, an hourly employee s h a l l receive 

his/her regular s t r a i g h t time pay f o r such time as she/he i s 

required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not to exceed eight hours per day) . Salaried 

employees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The employee's immediate f a m i l y s h a l l be defined as: 

mother, f a t h e r , husband, wi f e , brother or s i s t e r ( i n c l u d i n g step 
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or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the employee i s 

a court-appointed l e g a l guardian. The Employer may, at i t s 

opti o n , require . the eraployee t o submit s a t i s f a c t o r y proof - of 

death and/or proof of the r e l a t i o n s h i p of. the deceased t o the 

employee. 

Section 10.2 Mi l i t a r y Leave 

Any employee who i s a member of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the eraployee 

deposits his/her m i l i t a r y pay f o r a l l days corapensated by the 

Eraployer w i t h the C i t y Comptroller. Any employee who i s a 

member of the National Guard of the United States or of the 

State of I l l i n o i s and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g prograra or perforra other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not to exceed f i f t e e n (15) calendar 

days i n any calendar year, provided t h a t the employee deposits 

his/her m i l i t a r y pay f o r a l l days compensated by the Employer 
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w i t h the C i t y Comptroller. Any r e s e r v i s t c a l l e d f o r a c t i v e duty 

on or a f t e r September 11, 2001,' s h a l l be e n t i t l e d to f u l l s a l a r y 

and medical b e n e f i t s , provided t h a t paid leave s h a l l be 

conditioned upon payment of m i l i t a r y pay t o the Comptroller. The 

r i g h t t o t h i s a d d i t i o n a l paid leave s h a l l a u t o m a t i c a l l y 

terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l hot reduce the employee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Subpoena 

An employee who serves on a jury or i s subject to a proper 

subpoena (except i f the employee i s a party to the l i t i g a t i o n ) 

s h a l l be granted a leave of absence with pay during the term of 

such absence, provided that the employee deposits his jury duty 

pay with the City Comptroller. 

Section 10.4 Personal Leave 

Non-probationary employees may apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accumulate f o r employees on said leaves. 

Employees who r e t u r n from said leave s h a l l be r e i n s t a t e d to 

t h e i r former job c l a s s i f i c a t i o n , i f the Employer determines i t 

i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 

because the employee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the employee may exercise 

s e n i o r i t y r i g h t s i n accordance wit h and subject to the l a y o f f , 

r e c a l l and break-in-service provisions of t h i s Agreement. 
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Bargaining u n i t employees who have completed t h e i r f i r s t 12 

months of employraent and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and raedical leave f o r a period of up to twel.ve (12) work weeks 

during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an eraployee's c h i l d and t o care f o r 
the newborn c h i l d ; 

(2) f o r the placeraent w i t h the employee of a c h i l d f o r 
adoption or f o s t e r care; 

(3) to care f o r the employee's spouse, c h i l d or parent 
w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 
employee. 

Such leave s h a l l be without pay unless the employee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's health care coverage s h a l l be maintained 

and paid f o r by the employer, as i f the employee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee d e s i r i n g t o take leave under t h i s Section 

s h a l l provide reasonable advance n o t i c e t o the employer on a 

form provided by the employer, which form s h a l l be approved by 

the Union. Reasonable advance not i c e s h a l l be no less than ten 

(10) days; and where advance not i c e cannot be provided, the 

eraployee s h a l l provide n o t i c e w i t h i n 48 hours a f t e r the employee 

i s able t o do so. F a i l u r e t o provide the notice provided f o r i n 

t h i s Section s h a l l not a f f e c t the v a l i d i t y of the leave where 
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the employer has ac t u a l n o t i c e . , Except as may be s p e c i f i c a l l y 

s t a t e d i n t h i s Agreeraent, eraployees s h a l l take leave provided 

f o r as permitted by the provisions of the Family Medical Leave 

Act, i n c l u d i n g i t s rules and r e g u l a t i o n s . Employees s h a l l have 

a r i g h t t o r e t u r n t o t h e i r regular assignment and l o c a t i o n . 

Section 10.4 Sick Leave 

Salaried employees—wh©—are—granted—paid—oick—leave—en—fehe 

execution—ei—this—Agreement—shall—continue—fee—receive—fehe—same 

side—leave—provisions—during—fel^e—term of—this—Agreement,—se—long 

e s — h e / s h e — c o n t i n u e s — f e e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w a s 

receiving—oick—leave—afe—feie—execution of—thio—Agreement. Thio 

provision—will—nefe—affect—any—accumulated—oick—leave—employees 

may—have—afe—the execution—©i—thio Agreement. An—employee—shall 

have the — o p t i o n t o use up t o — o i x days—©i—sick leave per y e a r — f e ^ 

the i l l n e s s of an immediate f a m i l y member. 

—-— Notwithstanding—feie—forogoing, Eeffective January 1, 1998 

and thereafter, said s a l a r i e d employees who receive paid sick 

time s h a l l accrue sick time at the rate of one (1) day for each 

month of employment. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 

blood, step or half) , son or daughter (including blood, step or 

adopted), father-in-law, mother-in-law, daughter-in-law, son-in-
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law, grandparents or grandchildren; or ( i i ) domestic p a r t n e r or 

the domestic partner's mother, f a t h e r , son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department o f 

Hviman Resources. I n the event an employee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

Ac t , i - s — h o o p i t a l i z e d , upon request of the employee, the Eraployer 

w i l l make a v a i l a b l e t o said employee up t o the f u l l amount of 

sick time the employee would have accrued f o r the remainder of 

t h a t calendar year as i f he/she were a c t i v e l y employed, i n order 

to cover the absence r e s u l t i n g from the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n — a n d — r e c o v e r y . Upon his/her r e t u r n t o 

work, the employee w i l l begin t o accrue s i c k tirae w i t h the s t a r t 

of the next calendar year. The Eraployer reserves the r i g h t t o 

requ i r e an eraployee to provide docuraentation of the i l l n e s s i n 

question. 

Section 10.5 Duty D i s a b i l i t y Leave 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n frora the approving 

a u t h o r i t y . Subsequent payraent f o r e l i g i b l e employees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 
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denial i s l a t e r reversed, the employee s h a l l be paid up to date 

'the amount the employee was e l i g i b l e to receive. Employees who 

return from said leaves s h a l l be reinstated to their former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee with lower seniority. I f the employee's forraer job 

c l a s s i f i c a t i o n i s not available because the eraployee would have 

been l a i d off i f the employee had not been on a leave of 

absence, the employee may exercise seniority rights in 

accordance with and subject to the layoff, r e c a l l and break-in-

service provisions of this Agreement. The Employer w i l l mail 

the i n i t i a l Duty D i s a b i l i t y payraent within fourteen (14) days of 

the Employer's designated medical o f f i c e r being advised by the 

employee or his physician of the occurrence of a job-related 

injury, provided that there i s no dispute as to the employee's 

entitlement to Duty D i s a b i l i t y . 

Section 10.6 Medical Leave 

Non-probationary employees s h a l l be granted medical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up t o 3 months, provided said leaves s h a l l be 

renewable f o r l i k e 3-month periods. The Employer may request 

s a t i s f a c t o r y proof of medical leaves of absence. A f t e r the 

f i r s t year, such medical leaves s h a l l be extended i n up to one 

year segments. Employees on medical leaves of absence s h a l l 

r e t u r n to work promptly a f t e r t h e i r doctor releases them t o 

r e t u r n t o work. 

Employees who r e t u r n from said medical leaves of absence 

proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 
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r e i n s t a t e d t o t h e i r forraer job c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an employee of lower s e n i o r i t y . I n 

a d d i t i o n , the Employer w i l l r e t u r n an employee t o the same 

geographic l o c a t i o n of h i s or her previous job assignraent f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

employee's former job i s not a v a i l a b l e because the employee 

would have been l a i d o f f i f the employee had not been on a leave 

of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s i n t h i s Agreement. ^ 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n t o work promptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) months of such reinstatement 

r i g h t s f o r every year of service to a raaxiraum of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not meet the above e l i g i b i l i t y 

requirements and who returns t o work promptly a f t e r his/her 

doctor's release a f t e r more than one year on a medical leave of 

absence, s h a l l be returned t o his/her forraer job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on raedical leaves 

of absence f o r only up t o one year. A f t e r one year, an employee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 
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Eraployees who r e t u r n frora Union leaves of absence s h a l l 

have the sarae r i g h t s as eraployees who r e t u r n frora raedical leaves 

of absence. 

Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up t o 2 employees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

du r a t i o n of his/her appointment t o the Union, provided 

reasonable advance noti c e i n w r i t i n g i s given t o the employer. 

While on such leave t o eraployee s h a l l not incur a break i n 

continuous service. An eraployee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an eraployee. 

Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n from raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during their regularly scheduled s h i f t . 
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Section 10.9 Paid Parental Leave 

Paid Parental Leave: An employee wishing to take paid 

parental leave must apply and be e l i g i b l e for Family Medical 

Leave Act (FMLA) leave. An employee i s e l i g i b l e for FMLA leave 

i f he or she has been employed by the City for at l e a s t twelve 

(12) months before taking the leave and has worked at l e a s t 1250 

hours during the 12-month period prior to the leave. E l i g i b l e 

employees may be granted the following paid parental leaves, i n 

conjunction with and as a part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h mother 

to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h mother 

to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h of a 

c h i l d or children by an employee spouse or domestic partner 

of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the adoption of 

a c h i l d or children by an employee or the spouse or 

domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 



ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

appl i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more may be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure provisions herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An employee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any impropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative to be present at' any i n t e r r o g a t i o n s or 

hearings p r i o r t o beinq- questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not commence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Employer does not have to wait an unreasonable time and the 

Employer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An employee may be discharged f o r j u s t cause before the 

Personnel or Police Board hearings, provided t h a t said employee 
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s h a l l be guaranteed, upon a request, a f u l l hearing before said 

Board i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, in s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance n o t i c e of discharge, and 

has seven (7) days from r e c e i p t of the n o t i c e t o appeal. I f the 

employee does not f i l e an appeal w i t h i n the seven (7) -day 

period, the Employer may then remove the employee frora the 

p a y r o l l . I f the employee appeals the discharge, the Personnel 

Board s h a l l be requested to set a hearing date w i t h i n the 30 day 

no t i c e p eriod and the .employee s h a l l remain on the p a y r o l l f o r 

the f u l l n o t i c e period, except i f p r i o r t o completion of the 30 

day n o t i c e period, (1) the Hearing O f f i c e r a f f i r m s the 

discharge; or (2) the employee continues the discharge hearing; 

or (3) the employee withdraws his appeal or otherwise engages i n 

conduct which delays the completion of the hearing. However, i n 

no event many the employee require the Employer t o r e t a i n the 

eraployee on the p a y r o l l beyond the 30 day period. The Union 

s h a l l have the r i g h t t o have i t s representatives present at 

e i t h e r of the Board(s) or the grievance procedure, i n c l u d i n g 

a r b i t r a t i o n and t o a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i m i t e d t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 
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be adrainistered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable o p p o r t u n i t y t o f u l l y , i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d t o meet w i t h the employee and Union p r i o r t o 

ta k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n emergency s i t u a t i o n s . 

Demotions s h a l l not be used as a pa r t of d i s c i p l i n e . 

Transfers s h a l l not be pa r t of an employee's d i s c i p l i n e . I n 

cases of o r a l warnings, the supervisor s h a l l inform the employee 

t h a t he/she i s r e c e i v i n g an o r a l warning and the reasons 

t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's immediate supervisor s h a l l meet w i t h the employee and 

n o t i f y his/her of the accusations against the employee and give 

the employee an opp o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the employee or Union i s l e g a l l y e n t i t l e d t o receive, 

t o the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

rev e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Employer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the eraployee and 

the Union s h a l l be given, i n w r i t i n g , a statement of the reasons 

t h e r e f o r e . The employee s h a l l i n i t i a l a copy, noting r e c e i p t 

only, which s h a l l be placed i n the employee's f i l e . The 

employee s h a l l have the r i g h t t o make a response i n w r i t i n g 

which s h a l l become part of the employee's f i l e . 
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Any record of d i s c i p l i n e may be re t a i n e d f o r a period of 

time not exceed eighteen (18) months and s h a l l t h e r e a f t e r not be 

used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless a 

p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i m i l a r offenses during 

said 18-month period. I f an employee su c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the case of promotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Employer s h a l l n o t i f y the employee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject matter, w i t h i n 30 

days of the Employer being made aware" of the alleged r u l e 

v i o l a t i o n . For the purposes of t h i s Section, the terra "non-

egregious offense" s h a l l not include i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee shall.be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 
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reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the employee's reasonable attorney's fees 

which he or she has incurred i n connection w i t h the court 

proceeding, excluding fees in c u r r e d before the Personnel or 

Police Board. The eraployee s h a l l subrait a post-appeal fee 

p e t i t i o n t o the Eraployer, which s h a l l be supported by f u l l 

documentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 

agree on the proper araount of the fees t o be paid t o the 

employee, e i t h e r p a r t y may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant provisions of t h i s agreement. 

Section 11.2 Procedure For Department Review of Di s c i p l i n a r y 
Action Including Suspension 

Step 1 Within f i v e (5) working days a f t e r an employee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not appealable t o the Personnel or Police Board, 

or i n the case of suspensions of 11 or more days which raay 

be appealed t o a r b i t r a t i o n i n l i e u of the Police or 

Personnel Board upon the w r i t t e n request of the Union, the 

Employer s h a l l conduct a meeting w i t h the Union and 

eraployee. D i s c i p l i n e s h a l l be administered as soon as 

possible a f t e r the Employer has had a reasonable 

op p o r t u n i t y t o f u r t h e r i n v e s t i g a t e the matter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 

meeting or f u r t h e r i n v e s t i g a t i o n , the employee may request 

i n w r i t i n g t o the Department Head f o r review of said 
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d i s c i p l i n a r y a c t i o n on a forra provided by the Eraployer. 

Said request f o r review s h a l l be i n w r i t i n g and submitted 

w i t h i n three (3) working days of r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review form s h a l l be p r i n t e d on the 

back of or attached t o the not i c e of d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e to submit a 

w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n w i t h i n 

three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the employee's r i g h t t o review. 

Step 2 Within three (3) working, days or any mutually agreed 

upon extension a f t e r the Department Head or designee 

receives the employee's request f o r review, the Department 

Head or designee s h a l l conduct a meeting t o review the 

suspension. F a i l u r e t o conduct said meeting i n three (3) 

days w i l l r e s u l t i n automatic advancement t o Step 3 and the 

Union s h a l l so n o t i f y the Employer. At the meeting, the 

Department w i l l give the basis f o r i t s a c t i o n and the 

employee and Union re p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the op p o r t u n i t y t o ask questions. The 

Department Head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the meeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreement or f a i l u r e t o decide and 

coraraunicate such decision w i l l r e s u l t i n automatic 

advancement to Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the 

employee and the Union. 
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step 3 Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the Departraent Head or 

designee and the employee and the Union representative t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said meeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 meeting, unless otherwise agreed by the 

p a r t i e s . The Departraent Head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

meeting. A copy of such decision s h a l l be sent to the 

employee and the Union. I f the p a r t i e s f a i l t o meet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

subraitted w i t h i n two (2) working days, .the appeal s h a l l 

a u t o r a a t i c a l l y proceed t o Step 4 and the Union s h a l l so 

n o t i f y the Eraployer. Except where otherwise i n d i c a t e d , the 

tirae l i m i t s set f o r t h herein are t o encourage the prompt 

reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e to comply 

w i t h these time l i m i t s w i l l not a f f e c t the v a l i d i t y of the 

said d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the 

employee's exclusive remedy f o r a l l said d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g suspension f o r ten (10) days or less, or 

f o r suspensions of 11 days through 30 days which' may be 

appealed t o a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the w r i t t e n request of the Union. 

Step 4 I f the matter i s not s e t t l e d at Steps 2 or 3, the 

Union raay submit the matter t o a r b i t r a t i o n under the terras 

of t h i s Agreement. The rules govern procedure f o r 

a r b i t r a t i o n s h a l l be the same as i n 11.3, Step I I I . 
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Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between, the Employer and the Union or any of 

the employees of the Employer i t represents, a r i s i n g out of the 

circumstances or conditions of employment, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Employer. I t i s agreed t h a t the tirae l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless .said tirae l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s t o t h i s Agreement. 

F a i l u r e of the Employer t o answer a grievance w i t h i n the 

time l i m i t s herein s h a l l permit the Union t o advance the case t o 

the next step. The Union w i l l be informed of and allowed, to be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Department Head n o t i f y i n g 

him/her of advancement t o the next Step. 

Before a formal grievance i s i n i t i a t e d , the employee may 

discuss the matter w i t h his/her iraraediate supervisor. I f the 

problera i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR 

A. The eraployee or the Union s h a l l put the grievance i n 

w r i t i n g on the forra to be supplied by the Employer 

upon request, but i n the absence of such a form, 
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employee or the Union may subrait the grievance i n 

l e t t e r forra, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and pa r t of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fa c t s underlying the grievance, and the requested 

remedy, and submit the grievance t o the employee's 

immediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Eraployer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the eraployee s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g to the Department 

Head or the Department Head's L. designee w i t h i n seven 

(7) working i days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

immediate supervisor. The name of the Department 

Head's designee s h a l l be posted f o r employees i n areas 

where employee notices are normally posted and 

submitted to the Union. F a i l u r e t o post and so n o t i f y 
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the Union w i l l permit immediate advancement t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of n o t i c e of f a i l u r e t o post. 

B. The Departraent Head or the Department Head's designee 

s h a l l meet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each month t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I meeting w i l l be f o r the Department and the 

Union t o share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o amicably resolve as 

many grievances as possible. The Department Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e - a u t h o r i t y t o resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

raore than one Step I I meeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Departraent Head or the Departraent Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I meeting. 

The response t o the grievance s h a l l s t a t e the 
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Department's p o s i t i o n w i t h respect to the grievance 

together w i t h a b r i e f statement of the f a c t s and 

reason (s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved employee or 

employees. Grievances may be withdrawn without 

prejudice at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second step, 

the Union or • the Employer raay request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s raore than one 

employee, i t may be presented by a s i n g l e selected 

employee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of eraployees 

s h a l l be made applicab l e t o a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

o b l i g a t e d to f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous to the 

employee t h a t i t could cause death or serious p h y s i c a l 

harm. The Eraployer agrees that by f o l l o w i n g 
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instructions or orders the employee does not waive 

his/her right to process the grievance. Refusal to 

follow instructions or orders s h a l l be cause for 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Employer, but not an i n d i v i d u a l eraployee or employees, may 

submit the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated. representative from the 

Employer's operating department, w i t h copies of the request to 

the designated law department representative and counsel _for the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually raay 

agree, the Union s h a l l have the r i g h t t o convene a meeting w i t h 

the Employer's designated representative i n an attempt to 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the matter t o a r b i t r a t i o n . At such meeting, the Union 
J 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the raatter i n dispute 

and the r e l i e f requested. The Eraployer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. In the 

event the p a r t i e s are unable at such meeting to resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 
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E i t h e r p a r t y may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request to a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the r u l e s of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Employer and Union from mutually agreeing to the s e l e c t i o n of an 

a r b i t r a t o r . * 

The panel of a r b i t r a t o r s submitted must agree as a whole t o 

comraencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those tirae l i m i t s must 

be by w r i t t e n consent of the Union and the Eraployer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

requ i r e the production of p e r t i n e n t documents at the request of 

e i t h e r p a r t y . Each p a r t y s h a l l be responsible f o r compensating 

i t s own representative and witnesses. The cost of a t r a n s c r i p t 

s h a l l be borne by the p a r t y requesting the r e p o r t e r unless the 

p a r t i e s agree t o share such costs. 

An a r b i t r a b l e matter raust involve the meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a document incorporated by reference t h e r e t o . The 

provisions of t h i s Agreement and any other document incorporated 

by reference i n t h i s Agreement s h a l l be the sole source of any 
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r i g h t s which e i t h e r p a r t y may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o amend, add t o , subtract from, 

or change the terms of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreement and 

apply thera to the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a pr e l i r a i n a r y step of the grievance procedure or 

which would become moot due t o the length of time necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the option 

of the grievant/union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union may request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t to the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 
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laws and r u l e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 

A Union representative, a g r i e v a n t , and Union steward w i l l 

be permitted ' a reasonable amount of time without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Employer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her immediate 

supervisor f o r permission t o handle grievances on work time, i t 

being understood t h a t the operation of the Department takes 

precedence unless there i s an emergency, but such permission 

s h a l l no-t be denied unreasonably. A reasonable number of 

employees may attend the meeting without loss of pay; such 

meetings s h a l l be set by mutual agreement by the Employer and 

the Union. Where the Employer d i r e c t s an employee t o report f o r 

a meeting concerning a grievance at a time when the employee i s 

not scheduled t o work such time s h a l l be considered time worked. 

I f there i s space a v a i l a b l e , the Employer, upon request of 

the Union r e p r e s e n t a t i v e , s h a l l provide the use of a room and 

telephone, t o discuss the grievance, subject t o the Employer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Employer and the Union may mutually agree t o submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant to expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually select an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 
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expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close • of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , 

or raore f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at le a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disc i p l i n a r y Investigations 

Supplementing , a l l r i g h t s and processes due employees 

covered by t h i s Agreement who may be the subject , of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

in t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place a t the eraployee's l o c a t i o n of assignment, 
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normal department l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l . persons present during the 

i n t e r v i e w . When a formal statement i s being taken, 

a l l questions d i r e c t e d t o the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 

D. The length of the i n t e r v i e w sessions w i l l ' be 

reasonable, w i t h reasonable i n t e r r u p t i o n s permitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be informed of the nature of the matters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y 

a c t i o n , or promised a reward, as an inducement to 

provide i n f o r m a t i o n r e l a t i n g to the raatter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the employee's a d m i n i s t r a t i v e r i g h t s , or 

the i m p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay wi t h a copy of any w r i t t e n 

stateraent the eraployee has made. 
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H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recomraendation f o r d i s c i p l i n e i s probable against the 

employee, said employee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r to- the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution may be probable 

against said employee, the pro v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said employee w i l l be 

afforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r . t o the commencement of the 

in t e r v i e w . An employee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

employee who may be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union representation 

before commencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r epresentation 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Eraployer does , not have the 

in t e r v i e w unduly delayed. 

J. The Eraployer s h a l l not corapel an employee under 

i n v e s t i g a t i o n to speak or t e s t i f y before, or t o be 

questioned by, any non-governmental agency r e l a t i n g t o 

any matter or issue under i n v e s t i g a t i o n . 
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K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an employee i n any forum adverse t o the 

employee's int e r e s t s . - The Employer w i l l not re q u i r e a 

polygraph examination i f i t i s i l l e g a l t o do so. I f 

an employee i s asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r to 

the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 

any polygraph examination s h a l l be known to the 

employee w i t h i n one week. 

L. This section s h a l l not apply t o employee witnesses. 

M. The i d e n t i t y . o f an employee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e t o the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the employee has the opp o r t u n i t y to 

respond t h e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y informed the media of the charges 

against the employee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e t o the media where the employee requests i t . 

N. In the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

same forum as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 
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concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inf o r m a t i o n i n c l u d i n g eraployee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the employee, or i n the case of 

promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the pr o v i s i o n s of paragraph 

N above, at the option of the Union, a claim t h a t the 

Inspector General has v i o l a t e d -the p r o v i s i o n s of t h i s 

Section may be ra i s e d i n a suppression hearing before 

a member of the permanent hearing panel l i s t e d herein, 

r a t h e r than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s option by 

n o t i f y i n g the employee's Department Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing p r o v i s i o n s of t h i s Agreement. The appeal 

s h a l l s p e c ify the p a r t i c u l a r contract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l summary of 

the conduct alleged t o have v i o l a t e d the Agreement. I t 

i s understood t h a t by e x e r c i s i n g t h i s o ption, any and 

a l l time l i m i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 
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Personnel Board hearing s h a l l • be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s w i l l 

s e lect i n order of r o t a t i o n one of the three permanent 

hearing panel raerabers who are chosen as f o l l o w s . To 

be e l i g i b l e f o r service on t h i s panel, members raust be 

w i l l i n g to convene a suppression hearing w i t h i n t h i r t y 

(30) days of re c e i v i n g n o t i c e of h i s or her s e l e c t i o n . 

To select the i n i t i a l panel, or should any member of 

the panel resign or be removed upon rautual agreement 

of the p a r t i e s during the l i f e of t h i s Agreement, the 

p a r t i e s w i l l raeet t o reach agreement on new panel 

member who must be an a r b i t r a t o r l i s t e d w i t h the 

Federal Mediation and C o n c i l i a t i o n Service. I f no 

agreement can be reached, the Employer w i l l request a 

panel of seven (7) a r b i t r a t o r s from FMCS, a l l of whom 

must be members • of the isiational Academy of 

A r b i t r a t o r s . Thereafter, the p a r t i e s w i l l meet t o 

s t r i k e names from the l i s t , w i t h the Eraployer s t r i k i n g 

f i r s t , u n t i l one name remains, which person s h a l l be 

named to the panel. 

2 (c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel member, or at such other tirae as the p a r t i e s may 

mutually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i r a i t e d t o deterraining i f the Inspector General 

obtained evidence or statements i n v i o l a t i o n of 
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paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the raerits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2 (d) The panel member s h a l l render -. an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

eraployee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless ,the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r more than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreement, 

there s h a l l - be no s t r i k e s ( i n c l u d i n g , but not l i r a i t e d t o 

sympathy s t r i k e s and s t r i k e s t o p r o t e c t Union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , delay of work of 

any kind. 

Section 12.2 Union E f f o r t s 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s t o 

prevent any acts forbidden i n t h i s A r t i c l e and t h a t i n the event 
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any such acts take place or are engaged in by any eraployee or 

group of employees in the Union's bargaining unit, the Union 

further agrees i t w i l l use i t s best efforts to cause an 

iraraediate cessation thereof. I f the Union iraraediately takes a l l 

necessary steps in good f a i t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclairaing such action as not called 

or sanctioned by the Union, and (b) posting notices in 

conspicuous places which notify involved employees that the 

action was not called or sanctioned by the Union, in addition to 

instructing employees to immediately cease such a c t i v i t y , the 

Employer agrees that i t w i l l not bring action against the Union 

to establish responsibility for such unauthorized conduct. 

Section 12.3 Dis c i p l i n e 

The Employer may terminate the employment of or otherwise 

d i s c i p l i n e any employee or employees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 No Lockout 

The Employer w i l l not lock out bargaining u n i t employees 

during the term of t h i s Agreement. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

I'he Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 
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such deductions on a semi-monthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o the Employer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l indemnify, defend and hold the 

Eraployer harraless against any and a l l claims, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

ac t i o n taken or not taken by the Employer f o r the purpose of 

complying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any such p r o v i s i o n s or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union t o the Eraployer. 

The C i t y and C o a l i t i o n Unions w i l l create a committee t o 

review and explore the f e a s i b i l i t y of using e l e c t r o n i c records 

and/or e l e c t r o n i c signatures c o n s i s t e n t w i t h s t a t e and f e d e r a l 

law which allows the C i t y and the Union t o use e l e c t r o n i c 

a u t h o r i z a t i o n t o v e r i f y union membership and/or authorize 

v o l u n t a r y deduction of Union dues and fees from wages or 

payments f o r remittance t o the Union. 

The Employer s h a l l provide to the Union w i t h i n t h i r t y (30) 

days narae, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new employee h i r e d i n t o the Union's bargaining u n i t . 
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Section 13.2 F a i r Share 

I t i f f u r t h e r agreed t h a t 30 days a f t e r the l a t e r of the 

execution of t h i s Agreeraent or the employee's date of h i r e , the 

Eraployer s h a l l deduct from the earnings of eraployees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions t o the Union at the same tirae 

t h a t the dues check-off i s reraitted or on a monthly or q u a r t e r l y 

basis as d i r e c t e d by the Union under terms and procedures as 

s h a l l be agreed upon i n ne g o t i a t i o n s between the Employer and 

Union. I t i s understood t h a t the amount of deduction from said 

non-member bargaining u n i t employees w i l l not exceed the regular 

monthly union dues and represents the employee's .'fair share cost 

of the c o l l e c t i v e bargaining process, contract a d m i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other conditions 

of employraent. 

Section 13.3 Right of Non-Association 

. Nothing i n t h i s Agreement s h a l l be i n c o n s i s t e n t w i t h 

Section 6(g) of the I l l i n o i s Public Labor Relations Act i n 

p r o t e c t i n g the r i g h t of non-association of employees based upon 

the bona f i d e r e l i g i o u s tenets or teachings of a Church or other 

r e l i g i o u s body of which such eraployees are raembers. 
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Section 13.4 Condition of Employment 

• Each employee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a member of the Union, and each eraployee who becoraes a raeraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employraent, raaintain 

his/her raerabership i n the Union during the terra of t h i s 

Agreement. 

Any present employee who i s not a member of the Union 

s h a l l , as a c o n d i t i o n of employment, be required to pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and cont r a c t a d m i n i s t r a t i o n . 

A l l employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not made a p p l i c a t i o n f o r merabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreement or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other conditions 

of eraployraent. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The- Eraployer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Eraployer raakes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Eraployer changes a job t i t l e without 

s u b s t a n t i a l l y changing the duties of the job, the Union w i l l 

r e t a i n i t s e x i s t i n g j u r i s d i c t i o n over the new job t i t l e . The 

Eraployer w i l l not permanently assign bargaining u n i t work to the 
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j u r i s d i c t i o n of another bargaining unit without the mutual 

agreement of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue to be 

performed by said employees, except where non-unit employees 

have i n the past performed u n i t work, or i n emergencies, t o 

t r a i n or i n s t r u c t employees, t o do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , t o do troub l e s h o o t i n g or where 

spe c i a l knowledge i s required, provided however, where eraployees 

do not report t o work because of vacations, or other absences or 

tard i n e s s , or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o complete a rush assignment, employees of 

any other u n i t represented by another l o c a l union of the 

C o a l i t i o n s h a l l not perform the work of said employees. For 

example, i f a t r u c k d r i v e r i s on vacation, a plumber s h a l l not 

be assigned as a replacement t r u c k d r i v e r . The Employer s h a l l 

not a r b i t r a r i l y extend the period of any emergency beyond the 

need f o r t h a t emergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n of t h i s Agreement i f the f o l l o w i n g 

functions are performed by members of management, regardless of 

whether they are also performed by the bargaining u n i t : (a) crew 

assignment and scheduling; (b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; 

(d) ordering of equipment and mat e r i a l s from vendors. Nothing 

herein s h a l l deprive raembers of the bargaining u n i t of the r i g h t 
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to perform h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit employee for the 'purpose of 

replacing that person with a member of manageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance claiming t h a t 

the Employer has v i o l a t e d the terms of t h i s Agreement by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Employer receives a grievance from another 

union p r o t e s t i n g the assignment of work t o employees covered 

under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

I n the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the provisions of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s t o the dispute s h a l l have 
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the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreeraent, 

thereby r e q u i r i n g the Employer t o comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as to which of the unions i s e n t i t l e d t o 

perform the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Employer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the pr o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l s e l e c t the a r b i t r a t o r . The Employer, the Union and the 

other a f f e c t e d union(s) s h a l l be p a r t i e s to t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignraent 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s d ecision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 
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review of t h a t award i n any other j u d i c i a l 'or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any time. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g to deferred compensation, s h a l l be 

afforded to a l l eraployees of the Employer without change during 

the term of t h i s Agreement. 

The Employer w i l l make contributions, on a dollar-for-

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximum t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the to t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing t h e i r own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s i n the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-



Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Access By Union Representatives 

Duly authorized O f f i c i a l s of the Union w i l l be permitted at 

reasonable times to enter Employer f a c i l i t i e s for purposes of 

handling grievances or observing conditions under which 

employees are working. The Union w i l l not abuse thi s privilege, 

and such right of entry s h a l l be consistent with current 

practices and s h a l l at a l l times be conducted in a manner so as 

not to interfere with normal operations. The Employer may be 

able to change or set rules of access, provided that whether or 

not such rules are reasonable s h a l l be subject to the 

arbitration procedure of the agreement. 

Section 14.6 Stewards 

The Union w i l l advise the Employer i n w r i t i n g , of the names 

of the stewards i n each department or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Employer promptly of any changes. 

Stewards w i l l be permitted t o handle and process grievances 

r e f e r r e d by employees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 
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t h a t such a c t i v i t y s h a l l not exceed a reasonable period of time, 

or unreasonably i n t e r r u p t the work of employees. Stewards s h a l l 

n o t i f y t h e i r immediate supervisors i n advance of t h e i r i n t e n t i o n 

t o handle and process grievances. Supervisors may not 

unreasonably w i t h h o l d permission to the stewards t o engage i n 

such a c t i v i t i e s . 

Employees a c t i n g as Union stewards s h a l l not be 

d i s c r i m i n a t e d against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union stewards from t h e i r 

job c l a s s i f i c a t i o n s or departments, other than i n an emergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 

Section 14.7 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l working 

environment f o r employees covered by t h i s agreement i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e federal, and s t a t e occupational safety 

and h e a l t h laws, and s h a l l maintain i n good and safe working 

c o n d i t i o n a l l equipment necessary f o r the safe and proper 

perforraance of the job. 

(b) In furtherance of those e f f o r t s , a C i t y j o i n t safety' 

committee shal]. be established which s h a l l be composed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Employer. The purpose of the committee 

s h a l l be t o discuss and t o make recommendations concerning 

occupational safety and h e a l t h issues a f f e c t i n g employees. A l l 

recommendations of the committee w i t h respect to safety and 
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health issues s h a l l be submitted i n w r i t i n g t o the appropriate 

Departraent Head w i t h a copy t o the Union and the D i r e c t o r of 

Labor Relations. The Department Head s h a l l promptly issue a 

w r i t t e n response t o the committee concerning the Department's 

views regarding the comraittee's recommendations. 

The p a r t i e s may decide, from time t o time, t o r e f e r c e r t a i n 

s a fety issues and concerns to the personnel of the a f f e c t e d 

Departraent(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d employee(s). The Department 

safety personnel w i l l meet and confer w i t h a r epresentative of 

the a f f e c t e d Union about such issues and re p o r t back t o the 

Coraraittee on any decisions or recommendations concerning them. 

(c) The j o i n t safety coraraittee s h a l l raeet at l e a s t once a 

month, or otherwise by rautual agreement. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s 

faced w i t h an unsafe working c o n d i t i o n , the employee i s required 

to perforra the task i n question unless the eraployee's 

performance of an assigned task presents the strong l i k e l i h o o d 

of s u b j e c t i n g the employee t o imminent danger of death or 

serious i n j u r y . I f the employee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perforra t h a t task and 

expose himself t o t h a t dangerous c o n d i t i o n , the employee w i l l 

not be subject t o d i s c i p l i n e . I n order to avoid d i s c i p l i n e 

under t h i s paragraph, the c o n d i t i o n raust be of such a nature 

t h a t a reasonable person, under the circumstances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and imrainent danger 

of death or serious i n j u r y . In a d d i t i o n , the eraployee must also 



have sought frora the Employer, and have been unable t o obt a i n , 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g to perform the task 

i n question. 

Section 14.8 Automobile Reimbursement 

Employees who are required by the Eraployer t o use t h e i r own. 

autoraobiles i n the perforraance of t h e i r job s h a l l receive 

mileage reimbursement at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a maximum of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maximum reimburseraent w i l l 

increase t o $350.00 per raonth. E f f e c t i v e February 1, 2008, the 

raaxiraum reimbursement w i l l increase t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the raaxiraum reimbursement w i l l 

increase t o $550.00 per month. Thereafter, the raaxiraum 

reimburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking mileage reimburseraent 

raust subrait t h a t request on a' form provided by the Eraployer. 

Payment f o r mileage expenses w i l l be raade on a raonthly basis. I n 

the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l implement f o r any group of employees an automobile expense 

reimbursement program'' which i s more favorable t o employees than 

the p r o v i s i o n s of t h i s paragraph, upon n o t i c e frora the Union, 

the Eraployer w i l l meet and discuss w i t h representatives of the 
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Union the possible a p p l i c a t i o n of said new program t o employees 

covered by t h i s Agreement. 

Upon request by e i t h e r p a r t y made no e a r l i e r than January 

1, 2010, the p a r t i e s s h a l l meet t o discuss any proposed changes 

to t h i s Section 14.9. 

Section 14.9 Information to Union 

The Employer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimvim, the following information: 

• ^ Payroll period 

• Payroll Nvimber 

• Employee nvimber 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hir e and continuous service date 

• Base hourly rate 

This information w i l l be sent or provided to the Union 

e l e c t r o n i c a l l y following the conclusion of each pay period. To 

ensure the safety and security of the information the City w i l l 

make a secured transfer protocol (SFTP) available to the Union 

to receive the information. 
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ARTICLE 15 
SEPARABILITY 

In the event any ei—fehe p r o v i s i o n e of t h i s Agreement s h a l l 

be or becorae i n v a l i d or unenforceable by reason of any f i n a l and 

b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now e x i s t i n g or , h e r e i n a f t e r enacted, such 

i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the remainder of 

the provisions hereof, which s h a l l remain i n f u l l force and 

effect. The i n v a l i d or unenforceable provision s h a l l be svibject 

to re-negotiation by the Parties within a reasonable period of 

time . ih e — p a r t i e s — a g r e e — f e e — m o o t — a f t d — a d o p t — r e v i s e d — p r o v i s i o n o 

which would be i n conformity w i t h tho law. 

ARTICLE 16 
NON-DISCRIMINATION 

Section 16.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal eraployraent opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s . 

Section 16.2 No Discrimination 

Neither the Employer nor the Union s h a l l d i s c r i m i n a t e 

against any eraployee covered by t h i s Agreeraent i n a raanner which 

would v i o l a t e any app l i c a b l e laws because of race, creed, c o l o r , 

n a t i o n a l o r i g i n , ancestry, age, sex, raarital s t a t u s , raental 

and/or ph y s i c a l handicap or a c t i v i t y on behalf of the Union. 

A l l e g a t i o n s of d i s c r i r a i n a t i o n s h a l l not be pursued through the 

grievance procedure of t h i s Agreeraent, but s h a l l be submitted to 

the appropriate State or Federal agency. 
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Section 16.3 Reasonable Accommodation 

I n the event the Employer s h a l l be required t o raake a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of- an applicant or incumbent 

employee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreement, the Employer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the union. The prov i s i o n s of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r may 

balance the Employer's o b l i g a t i o n s under the .ADA and t h i s 

Agreement and the employee's r i g h t s under t h i s Agreement, 

provided t h a t no incumbent employee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 17 
AMENDMENTS 

The Employer and the Union may j o i n t l y modify t h i s 

Agreement and i t s Addenda which s h a l l be binding on the 

Employer, the Union and the employees. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services t o i t s c i t i z e n s i n a safe and economic raanner. The 

p a r t i e s t o t h i s Agreement recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y and the employees covered by t h i s Agreement serve. 
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Furthermore, the economic cost of p r o v i d i n g h e a l t h care services 

to employees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The Employer and the Union maintain a strong coramitraent t o 

p r o t e c t people and property, and t o provide a safe working 

environraent. To t h i s end, the employer has also established i t s 

c o n f i d e n t i a l Eraployee Assistance Prograra f o r eraployees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreement urge employees who have such 

probleras t o u t i l i z e the Program's services. 

To maintain a workplace which provides' a safe and health 

work environment for a l l employees, the following drug and 

alcohoi program i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Items & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

employee on the job or the premises of the Employer. 

(c) Eraployer Premises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other vehicles 

owned, leased or used by the Employer as job s i t e s or work 

lo c a t i o n s and over which the Employer has a u t h o r i t y as eraployer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g raedical a t t e n t i o n or causing s i g n i f i c a n t damage to 
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property to which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or physical impairment due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l employees must re p o r t to work i n a physical 

c o n d i t i o n t h a t w i l l enable them to perform t h e i r jobs i n a safe 

manner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they r e p o r t to work under the i n f l u e n c e of 

drugs and/or al c o h o l . 

(b) When, based upon the d i r e c t observation of . two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an employee i s under the i n f l u e n c e of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t to subject t h a t employee to a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

employee may be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l 
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t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the employee s h a l l be r e i n s t a t e d . In a l l other cases, the 

Employer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs or 

alcohol while on duty and on the Employer's premises; 

( i v ) are found i n possession of a l c o h o l , drugs or drug 

paraphernalia, or are found s e l l i n g or d i s t r i b u t i n g drugs or 

drug paraphernalia, on the Employer's premises. 

(c) A l l adverse employraent a c t i o n taken against an 

eraployee under this program s h a l l be subject to the grievance 

and arbitration procedures of th i s Agreeraent. 

Section 18.4 Drug and Alcohol Testing 

(a) The Eraployer raay re q u i r e drug and /or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two 

supervisors have reasonable cause t o b e l i e v e t h a t an eraployee 

has reported t o work under the i n f l u e n c e of or i s at work under 

the i n f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t may be required i f an employee i s involved i n a 

workplace accident or f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a follow-up t o 

counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up t o a one 

year period. 

(b) Employees to be te s t e d w i l l be required t o sign a 

consent forra and chain of custody forra, assuring proper 
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documentation and accuracy. I f an employee refuses t o sign a 

consent forra a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

te r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and may consist of e i t h e r blood., or urin e t e s t s , or both. 

The Employer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conform t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g programs, dated A p r i l 11, 1988 and as may 

be amended h e r e a f t e r by the relevant agency .of the . Department of 

Health and Human Services. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they may be amended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presumptively e s t a b l i s h t h a t the te s t e d 

employee was under the infl u e n c e of drugs. 

(f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the tested 

employee was under the in f l u e n c e of al c o h o l . 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be 

borne by the Employer. 
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(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Comraissioner of Personnel or -his/her designee i n the raanner t o 

be prescribed by the Commissioner. The app l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissioner w i l l inform the app l i c a b l e department head of any 

eraployee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urin e or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 

ret e s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Commissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t sample, or t o preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the reraoval from 

e l i g i b i l i t y of an app l i c a n t or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No l a b o r a t o r y repo r t or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are pa r t of a 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

spec i a l ' locked f i l e maintained by the Comimissioner of Personnel, 

except as such d i s c l o s u r e may be required by t h i s p o l i c y , law or 

ordinance. 
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Section 18.5 Employee Assistance Program 

Eraployees are encouraged t o seek help f o r a drug or alcohol 

problera before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y raatter and 

may p a r t i c i p a t e i f they wish i n the v o l u n t a r y Employee 

Assistance Program. 

ARTICLE 19 
JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i m i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union •,. apprenticeship 

and. t r a i n i n g programs and to provide expanded post-

apprenticeship and t r a i n i n g eraployment o p p o r t u n i t i e s f o r such 

graduates. I n conjunction w i t h the execution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreement w i t h the C i t y of 

Chicago, the Parties s h a l l enter i n t o a supplemental memorandum 

of understanding regarding the s t r u c t u r e , implementation, 

monitoring and enforcement of t h i s I n i t i a t i v e . Said meraorandum 

s h a l l be attached to t h i s Agreement as Appendix D. 
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Section 19.2 

The I n i t i a t i v e s h a l l g e n e r a l l y include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n t 6 f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or forraer students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A commitment by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g programs. I n p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and t o expand post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps t o f u l f i l l the commitments set f o r t h i n 

t h i s A r t i c l e and suppleraental raeraorandum attached hereto. 
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ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject t o 

r a t i f i c a t i o n by the _ C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate to secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t from said date t o June 30,' 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year t o 

year unless at le a s t 60 days and not more than 120 days p r i o r to 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e t o the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o amend, add t o , subtract from, or 

terminate t h i s Agreeraent. 

In the event such n o t i c e of a desire t o araend, add t o , or 

subtract from the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d t o s h a l l be 

considered to have been given as of the date shown on the 
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postmark, w r i t t e n notices may be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e c ontract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h 

respect t o a l l matters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect to any matter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such matter may not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

v o l u n t a r y unpaid tirae o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreement, such a d d i t i o n a l tirae o f f s h a l l be granted t o a l l 

eraployees covered by t h i s Agreeraent. 
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ARTICLE 21 
TERM OF AGREEMENT 

This Agreeraent s h a l l be effective from the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1-, 2007 2017, and s h a l l remain in effect 

through 11:59 p.m. on June 30, 2017 2022. 

Health Plan Reopener 

Each p a r t y reserves the r i g h t t o reopen t h i s Agreeraent i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the app l i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

h e a l t h care program mandating s i g n i f i c a n t changes 

i n h ealth insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the term of t h i s Agreement; 

2. The lack of achievement of hea l t h care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishment and a d m i n i s t r a t i o n 

of the Labor-Management Cooperation Committee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 
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p r o j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, to. prevent the cost 

increase from exceeding 8% as measured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p arty may e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on -the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 
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• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each ^party—rcscrvco—fehe—right—fe-e—reopen—this 

Agreement— i n—order—fee—negotiate—fehe—Health—Plan—sefe—forth— i n 

A r t i c l e 9 no l a t e r than June 30,—2011 and June 30,—2015,—or i n 

the event—the C i t y of Chicago i o awarded the 2016 Olympic Games, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of t h i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

either party to th i s Agreement has t h i r t y (30) days to notify 

the other party of i t s intent to reopen thi s Agreement in order 

to negotiate the Health Plan set forth in A r t i c l e 9. Should 

either party elect to reopen negotiations pursuant to th i s 

provision, i t s h a l l submit written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreement on the A r t i c l e . I f the parties f a i l to reach 

agreement at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreement. 

Non-Provailing Wago Rato Reopener 

Four-Yoar: Thio—Agroeracn t—may—be—reopened—fe©—further 

negot i a t e — t h e — n o n - p r e v a i l i n g — v ; a g c — r a t e s — g o v e r n i n g — f e h e — s e c o n d 
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five year—feerm^ (07/01/2012 fee—06/30/2017) under—Article 4-r 

Section 4.4, i n — f e h e — e v e n t t h a t (-a-̂  fehe—City—notifies—fe-he 

Coalition—that— i t—hae—nefe—reached—a—successor—agreement—fee—a 

then c u r r e n t — f o u r - y e a r — a g r e e m e n t — o x p i r i n g — e n — J u n e — 3 ^ - 7 2011 

rega r d i n g — a n — a c r o s s — t h c - b o a r d — p e r c e n t a g e increase f e r — o t h e r 

u n i o n i z e d — e m p l o y e e s — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a o s i f i c a t i o n o 

d e f i n e d — i n the—"Me Too Clause"—by March—2i- ,—2 012;—er—< ^—fehe 

C o a l i t i o n — n o t i f i e s - the—City—©i—ife-s—intent—fee—tcrrainato—fehe—^^Me 

Too Clause" by March. 31, 2012. 

Fivo-Yoar: This—Agreeraent—may—be—reopened—fee—further 

negotiate—fe4^e—non-prevailing—wage—ratoo—governing—fehe—occond 

five year feerm (07/01/2012 fee 06/30/2017) under—Article 4-r 

Section 4.4, i n — f e h e — e v e n t t h a t (-a-) fe4^e—City—notifies—fehe 

Coalition—that—ife—hae—nefe—reached—a—successor—agreement—fee—a 

t h e n — c u r r e n t f i v e - y e a r — a g r e e m e n t — e x p i r i n g — e n — J u n e — 3 ^ - 7 2012 

re g a r d i n g — a n — a c r o s s - t h e - b o a r d — p e r c e n t a g e — i n c r e a s e f e r — o t h e r 

unionized—employees—in—non-prevail i n g — v j u g e — r a t e — c l a o o i f i c a t i o n o 

defined i n the "Me Too Clauoc" by October 31,—2 012;—er—(rh)—fehe 

C o a l i t i o n — n o t i f i e s — f e h e — C i t y — e i — i i s — i n t e n t — f e e — t e r m i n a t e — f e h e — ^ 4 4 e 

Too Clause" by October 31, 2012. 

ii—any—ene—ei—fefe^e—foregoing—events—occurs,—either—party—fee 

t h i s Agreement—ha-s—thirty—( 30 )—days—to n o t i f y the—other p a r t y of 

ife-s—intent—fee—reopen—thio—Agreement—in—order—fee—negotiate—feie 

n on-prevailing—wage—rates—governing—fehe—second—five-year—torm 
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(07/01/2012 t o 06/30/2017)—oet f o r t h i n A r t i c l e 4, Section 4.4. 

Should c i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n e g o t i a t i o n o — p u r o u a n t — f e e 

t h i s — p r o v i o i o n , i i — s h a l l — s u b m i t — w r i t t e n — n o t i c e — f e e — f e h e — o t h e r 

party—and—fehe—City—shall—nefe—be—obligated—fee—make—fehe—wage 

adj u s t m e n t s — s e f e — f o r t h — i n — A r t i c l e — 4 - , — S e c t i o n — 4 . 4 . Thereafter, 

ihe p a r t i e s have ni n e t y (-9̂ ^ days v^/ithin—which fee reach 

a g r e e m e n t — e n — f e h e — A r t i c l e . i f — t i e — p a r t i e s f a i l — f e e — r e a c h 

agreement—afe—fehe—conclusion—ei—that ninoty—(-9^^—day period,—each 

party roscrvcs the right to reopen the entire Agreement. 

Other Reopener 

I n the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

pa r t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the parties hereto, by its.-, duly 

authorized representative(s), has executed th i s document as of 

the day of , 2018. 

CITY OF CHICAGO SEIU, LOCAL 1, FIREMEN AND 
OILERS 

By: By; 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Manageraent Cooperation Coraraittee established 

under A r t i c l e 9 t o explore and recoramend the conside r a t i o n of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i m i t e d t o : 

a. A m u l t i - p r o j e c t labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o n t r actors .and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maxiraura number of apprentices on the p r o j e c t as 

permitted under the terms and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreeraent(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h 
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the U.S. Department of Labor's Bureau of Apprenticeship and 

Tr a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive h e a l t h care model and w i l l r e s u l t i n 

design improveraents, cost containraent or savings, i n c l u d i n g but 

not l i r a i t e d t o the f o l l o w i n g areas: 

Expanded Disease Manageraent Prograra 

HRA and Bio-raetric Screening 

Health Fairs 

Weight Management Program 

Imaging Review Service 

L i f e t i m e Maxiraura 

Subscriber Share for Hospital B i l l s and Co-insurance 

Exclusion for S e l f - i n f l i c t e d I n j u r i e s . 

Coraprehensive Communication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r - t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Memorandum of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreeraent by the Unions t o waive sorae or a l l of the raonetary 

make, whole remedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order t o conclude ne g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y t o waive 

some or a l l of the monetary make whole remedies. U n t i l such an 

agreement i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be ob l i g a t e d t o implement the raonetary make whole 
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remedies i n the Award. In a d d i t i o n , i f such an agreement i s not 

reached by December 1, 2007, the p a r t i e s s h a l l subrait the issues 

of the Unions' proposed amendment t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach to the four 10-hour workweek and the 

City's proposed r e l i e f frora the raonetary raake whole reraedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

BOILERMAKERS, IRON SHIPBUILDERS, BLACKSMITHS, 
FORGERS AND HELPERS LOCAL LODGE 1 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer") and the I n t e r n a t i o n a l Brotherhood of 

Boilermakers I r o n Ship Builders, Blacksmiths, Forgers and 

Helpers Local Lodge 1 ( h e r e i n a f t e r c a l l e d "the Union"), f o r the 

purpose of e s t a b l i s h i n g , through the process of c o l l e c t i v e 

bargaining c e r t a i n p r o v i s i o n s covering wages, and other terms 

and conditions of erhployment f o r the employees represented by 

the Union. 

In r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : ( 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Blacksmith Helper 

Blacksmith 

Foreman of Blacksmith 

B o i l e r Inspector 

Chief B o i l e r Inspector 

Supervising B o i l e r Inspector 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect to rates of pay, wages, hours and other 



terras and conditions of employraent. The terra "employee" as used 

herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y to and are e x c l u s i v e l y vested i n 

the Employer, except only as they may be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Araong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

raatters concerning or r e l a t e d to the raanageraent of the 

Eraployer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

t o l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or raaterial changes i n 

duties or o r g a n i z a t i o n of the Eraployer's operations, or other 

econoraic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o make and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipment and m a t e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t to contract out or subcontract; 

the r i g h t t o deterraine the number of eraployees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 
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and work required t o insure maximum e f f i c i e n c y of operations; 

to e s t a b l i s h and enforce f a i r production standards; and t o 

determine the size, number and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the provisions of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal eraployraent opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and nothing in 

t h i s Agreement s h a l l be interpreted to cause a negative effect 

on said efforts. I t i s understood and agreed that th i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely affect the 

seniority provisions of th i s Agreement. 

Section 3.2 No Discrimination 

Neither the Employer nor the Union s h a l l discriminate 

against any employee covered by this Agreeraent in a raanner which 

would violate any applicable laws because of rdce, color, 

religion, national origin, age, sex, marital status, mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievances of Alleged Violations 

Grievances by eraployees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

t h i s Agreeraent, but s h a l l not be subject t o a r b i t r a t i o n unless 

rautually agreed by the p a r t i e s . 



Section 3.4 Reasonable Accommodation 

I n the event the Eraployer s h a l l be required t o raake a 

reasonable accoraraodation under the Araericans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an appl i c a n t or incurabent 

employee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreement, the Employer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the Union. The pro v i s i o n s of A r t i c l e 11 of 

t h i s Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreement and the eraployee's r i g h t s under t h i s Agreeraent, 

provided t h a t no incurabent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

Effective July 1, 20-9-17, eraployees covered by this 

Agreeraent s h a l l continue to receive the hourly rate being paid 

to crafts or job c l a s s i f i c a t i o n s doing similar kinds of work in 

Cook County pursuant to the formula currently used by the United 

States Department of Labor in administering the Davis-Bacon Act 

as currently being paid to said eraployees as set forth in 

Appendix A appended to and raade a part of this Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning in 20-0-17, through the period ending June 30, 20i^22, 

the wage rate r e f e r r e d t o i n the immediately preceding section 

s h a l l be adjusted to r e f l e c t the hourly wage rates e f f e c t i v e on 
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such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant to the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such rates, when established, s h a l l be paid as of 

said e f f e c t i v e date. In no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—First—Five-
Yoara of t h i s Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l employees who are i n non- p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

• Effective 07/01/2007 1% 01/01/2018 - 2.00% 

E f f e c t i v e 01/01/2008 2 . 25°o 01/01/2019 - 2.25% 

Year 2-h 

• Effective 01/01/2009 2%- 01/01/2020 - 2.00% 

Year 3-i-

• Effective 01/01/2010 - 3% 01/01/2021 - 2.25% 

¥eâ -4-=-

• Effective 01/01/2011 3 . 25"o 01/01/2022 - 2.00% 

Year 5: 

• — E f f e c t i v e 01/01/2012 



Section—4-r-4 Non-Prevailing—Wage—Ratos—Governing—Second—Five-

Yoar Torm (07/01/2012 to 06/30/2017) 

E f f e c t i v e — t h e — f o l l o w i n g — d a t e s , — t h e . City—will—make—the—wage 

adj u s t m e n t s — b e l o w — f e r — a i i — e m p l o y e e s — w h e — a r e — i n — n o n - p r e v a i l i n g 

r a t e — c l a o s i f i c a t i o n o — a n d who a r e — e i t h e r on tho payroll—a-s—of the 

e f f e c t i v e date or on l a y - o f f v^fith r e c a l l r i g h t o : 
¥e^r^-6^ 

• — E f f e c t i v e 01/01/2013 - 2% 

Year 7: 

• — E f f c c t i v G 01/01/2014 2% 

Year 8: 

•—Effective 01/01/2015 2%-

Year 9: 

• — E f f e c t i v e 01/01/2016 •- 2% 

Year 10: 

•—Effective 01/01/2017 2% 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees 

i n n o n - p r e v a i l i n g wage r a t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Ag^reement s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i r a i l a r l y , i f a m a j o r i t y of C i t y unionized 



employees i n non-prevailing wage r a t e c l a s s i f i c a t i o n s * * receive 

a lump sum payraent i n any contract year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the same lump sura payment i n any such year. The p a r t i e s 

agree t o confer regarding the t i r a i n g , araount and iraplementation 

of any wage adjustment or lump sum payment under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Departraent 

and uniformed raerabers of the Chicago Fire Departraent. 

Section 4.4 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected employees who, as • of Auguot—2-?—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal eraployees who 

are e l i g i b l e for rehire, or are former employees who r e t i r e d 

effective between July 1, 2007 2017 , and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the City Council, inclusive. 

Section 4.5 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtime or 
o 

premiura pay s h a l l be paid to employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 
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a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e araount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an eraployee's pay check, at the tirae s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or premium pay t o which he/she i s 

e n t i t l e d , the Departraent w i l l c o r r e c t t h a t shortage 

provided the eraployee proraptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees- s h a l l submit a p a y r o l l 

dispute t o the Department timekeeper on the "Employee 

P a y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's submission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Departraent concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Department w i l l subrait a 

supplemental p a y r o l l t o the Comptroller to cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the eraployee's 

coraplaint. Shortages less than $100.00 w i l l be added to 

the employee's next regular pay check, 
e 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Eraployer 



w i l l pay t o the employee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i r a i t e d t o duty d i s a b i l i t y ) , overtirae 

earned under the City's eraergency snow reraoval prograra, and 

inaccuracies due to changes i n p a y r o l l deductions, are 

excluded from the provisions of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect t o the payments r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement. 

(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i i l 

form a Labor Management Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's raembers of the Coraraittee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives t o serve as members of the Comraittee. The 

Coraraittee w i l l meet not less than q u a r t e r l y , or more 

fr e q u e n t l y as the need raay a r i s e , t o review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 



issues of rautual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' .Agreement. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y raay include from time-to-tirae a 

repre s e n t a t i v e of the C o a l i t i o n at the Comptroller's weekly 

s t a f f meetings w i t h Department heads t o review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t employees. 

Section 4.6 Out of Grade Pay 

An employee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher r a t e d job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such time frora the f i r s t 

day of the assignraent. The Eraployer agrees t h a t i t w i l l make 

such assignments f o r not less than an employee's f u l l work day. 

Such payraent s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The time lir a i t s for ouch individual aosignracnto to acting into 

higher-rated jobs s h a l l not exceed one hundred eighty (180) days 

be ninety—(-9#^—days, except where a regular incumbent i s on 

leave of absence, i n which case the time l i m i t f o r a c t i n g i n t o 

such p o s i t i o n may not exceed one (1) year be—si^?—(-6^—months and 

no i n d i v i d u a l employee can a c t i n t o t h a t p o s i t i o n f o r more than 

n i n e t y (90) days. The time l i r a i t s may be extended by rautual 

agreeraent of the p a r t i e s . I f the one hundred e i g h t y (180) day 

time l i m i t i s extended t o one year due t o a r e g u l a r incvimbent on 
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leave of absence or by mutual agreement of the p a r t i e s , 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent the 

Employer continues to require the performance of the duties of 

the higher-rated job beyond the time l i m i t s set forth herein,, 

the aooignmcnt position s h a l l be treated as a "perraanent 

vacancy" within the meaning of Section 14.10 of th i s Agreement— 

and the employer s h a l l be subject to tho applicable postiftg^ and 

f i l l the job as a "permanent vacancy" subject to the applicable 

provisions of that Section. 

ARTICLE 5 
HOURS OF WORK 

Section 5.1 

This A r t i c l e s h a l l be to c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The normal work week s h a l l consist of f i v e (5) consecutive 

eight hour days, Monday through Friday, and two (2) consecutive 

days o f f , except where the Employer's operations r e q u i r e 

d i f f e r e n t scheduling needs. The Eraployer w i l l n o t i f y the Union 

of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one rainute a f t e r 11:59 P.M. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. The s t a r t i n g times of employees c u r r e n t l y vary between 

7:00 a.m. and 8:00 a.ra. or 4:00 p.ra., as deterrained by the 

Employer. 
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Notwithstanding the foregoing, i t i s agreed that the 

Employer may change the established starting time of the Monday 

through Friday work day for a department, bureau, work unit, 

crew or individual upon fourteen .(14) days written notice to the 

Union and affected employees, and discussion with the Union. 

Said starting times s h a l l not be scheduled more than two (2) 

hours before the regular starting tiraes currently in effect in 

thi s Agreement. A l l such changes, unless otherwise agreed to by 

the parties, s h a l l be in effect for a rainiraum of one (1) week, 

and s h a l l provide for the sarae starting times each day of that 

period. No employee s h a l l be placed on a s p l i t s h i f t without 

agreement by the Union. Failure to comply with t h i s provision 

s h a l l result in the payment of appropriate premiura tirae to 

affected employees. 

Section 5.2 Overtime 

A l l work performed i n excess of 40 hours worked per week; 

or i n excess of 8 hours worked per day where the employee has 40 

hours of work or excused absences; or on Saturday or Sunday as 

such when Saturday and Sunday are not p a r t of the employee's 

regular work week; or on the s i x t h or seventh consecutive day 

worked, s h a l l be paid f o r at two (2) times the regular s t r a i g h t 

time hourly r a t e of pay. Such overtirae s h a l l be computed on the 

basis of completed f i f t e e n minute segments. Employees exempt 

from, the Fair Labor Standards Act s h a l l not be e l i g i b l e f o r 

overtime under t h i s Section. There s h a l l be no pyramiding of, 

overtime and/or premium pay. Daily and/or weekly overtime 

and/or premiura pay s h a l l not be paid f o r the same hours worked. 
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A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period in which i t i s earned. 

Section 5.3 Overtime Distribution 

(a) Overtirae and/or preraium time r e f e r r e d to i n t h i s 

Agreement s h a l l be o f f e r e d f i r s t t o the employee, performing the 

job and t h e r e a f t e r by s e n i o r i t y t o the raost senior employee i n 

the c l a s s i f i c a t i o n at the work l o c a t i o n being given the 

oppo r t u n i t y t o work, provided the employee has the present 

a b i l i t y t o perform the work t o the s a t i s f a c t i o n of the Employer 

without f u r t h e r t r a i n i n g . A reasonable amount of overtime s h a l l 

be a c o n d i t i o n of continued employraent, provided however, t h a t 

i n the event such o f f e r s of overtirae are not accepted by such 

employees, the Employer may mandatorily assign such overtirae by 

reverse s e n i o r i t y . 

(b) Eraployees i n the c l a s s i f i c a t i o n at the work l o c a t i o n 

who have been given the option t o work the overtime and/or 

premium tirae, whether the option was accepted or r e j e c t e d , w i l l 

not be afforded the option t o work subsequent overtime and/or 

premium time u n t i l a l l employees i n the c l a s s i f i c a t i o n at the 

work l o c a t i o n have been reasonably afforded the o p p o r t u n i t y t o 

work the overtirae and/or premium time, subject t o the sarae 

p r o v i s i o n as i n Section 5.3(a). 

Section 5.4 Reporting Pay 

When an eraployee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainimum of two (2) hours 

work or pay at the eraployee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o his 
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or her norraal s t a r t i n g tirae not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Department of h i s or her current telephone 

number. 

I f the eraployee works raore than two (2) hours, he or she 

s h a l l receive a miniraura of four (4) hours work or pay f o r t h a t 

day. I f the eraployee works raore than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay f o r t h a t day. An 

employee who does not complete a norraal e i g h t (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 

option of using a p o r t i o n of accrued vacation, personal or 

compensatory time f o r t h a t day upon n o t i c e t o the Eraployer. 

Section 5.5 C a l l - I n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a minimum 

of two (2) hours pay at the appropriate overtime r a t e from the 

time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

to an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 
In the event a General Foreraan or Foreraan i s d i r e c t e d by 

the Employer to respond t o emergency c a l l s from home and outside 
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of h is or her regular working hours, he or she w i l l be granted 

compensatory time at the appropriate r a t e f o r a l l v e r i f i e d time 

spent responding t o the emergency from home, w i t h a minimum of 

15 minutes of corapensatory time t o be granted i n any calendar 

day on which any such eraergency responses were required, up t o a 

raaxiraura of two hours of corapensatory tirae i n any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accvimulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accumulate such time up to a maximum of 160 hours. 

Use of compensatoiry time s h a l l be subject. to the 

operational needs of the Employer. A l l accumulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at thei r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 Current Holidays 

15 



(a) F u l l - t i r a e .hourly eraployees s h a l l receive eight hours 

s t r a i g h t - t i r a e pay f o r the holidays set f o r t h below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Columbus Day 
8. Thanksgiving Day 

9. Christraas Day 

(b) F u l l - t i m e s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Memorial Day 
7. Independence Day 
8. Labor Day 
9. Columbus Day 
10. Veterans Day 
11. Thanksgiving Day 

12. Christmas Day 

(c) Employees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d t o . one (1) paid 

personal day i n each year of t h i s Agreement. At the eraployee's 

option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the eraployee and 

s h a l l not be denied by the Eraployer; I f the employee i s required 

or allowed t o work on such designated day, the employee s h a l l 

receive the appropriate holiday premiura r a t e . An eraployee may 
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e l e c t t o carry over the personal day to the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a'vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Employer. New employees who 

commence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(d) The benefits set forth in (a) , (b) and (c) above s h a l l 

be paid provided the eraployee i s in pay status the f u l l 

scheduled work day immediately preceding and the f u l l scheduled 

work day immediately following such holiday, or i s absent from 

work on one or both of those days with the Employer's 

permission; such permission s h a l l not be unreasonably denied. 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1 he/she s h a l l be paid at the ra t e of 

two (2) times (which includes holiday pay) his/her normal hourly 

r a t e f o r a l l hours worked. 

I f the employee i s not required t o work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such employee s h a l l be paid 

eight hours at s t r a i g h t time f o r such holiday. 

A l l holiday time s h a l l be considered time worked f o r the 

purposes of coraputing overtime except where the holi d a y f a l l s on 

the employee's day o f f . 

An eraployee working on Christmas, New Year's Day and Dr. 

Martin Luther King's Birthday, s h a l l be paid at the ra t e of two 
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(2) tiraes his/her regular hourly r a t e f o r a l l hours worked plus 

eight (8) hours o f f w i t h pay (corap tirae) i f the employee i s a 

f u l l - t i r a e employee and pro rat e time o f f i f the employee i s 

par t - t i m e . 

Section 6.3 Failu r e to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s 

to report to work, the eraployee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other eraergency. 

Section 6.4 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For employees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an employee's vacation 

period the Employer s h a l l have the option of gr a n t i n g the 

employee an extra day's pay or an extra day of vacation at a 

time mutually agreed upon between the employee and the 

department head, provided the eraployee works the f u l l scheduled 

workday iraraediately preceding and the f u l l scheduled workday 

immediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Eraployer f i n d s t o b e ' v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 
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Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

employed. An employee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such employee's, continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous 

Service P r i o r to July 1 Vacation 

Less than 6 years 13 days 

6 years or more, but less 

than 14 years 18 days 

14 years or more 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The employee d i d not .have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The employee was separated from employment, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 

The amount of pro rata vacation i s deterrained by d i v i d i n g 

the nuraber of months of continuous service the f u l l - t i r a e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

amount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole number of days. Employees separated from employment,-
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other than f o r cause, w i l l be paid on a supplemental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-time employees who work at l e a s t 80 hours per month 

earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Employer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

employee was denied vacation by the employer, or (2) the eraployee 

i s on an approved leave of absence, or (3) the eraployee e l e c t s i n 
1 

w r i t i n g t o carry over vacation days (up t o three (3) such 

- vacation days of accrued and unused vacation days f o r employees 

w i t h less than ten (10) years of se r v i c e , and up t o f i v e (5) days 

of accrued and unused vacation days f o r employees w i t h ten (10) 

or more years o f service) f o r use i n d i v i d u a l l y or consecutively 
1 

during the next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given t o the employer before December 15 of the 

vacation year. Carry over days shall; not count against an 

employee's maximum number of s i n g l e use vacation days provided 

f o r under t h i s Agreement. Such carry over vacation days must be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

Ca n c e l l a t i o n or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks, upon—rautual—agrooracnt—ei—tl^^e—eraployer, which 

agreement—shall—net—be—unreasonably doniod—er^ withheld, and such 

carry over days must be taken on or before A p r i l June 30 of the 
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next vacation year (or within six (6) months, in the case of an 

employee's return from an approved leave of absence). Nothing 

herein s h a l l l i m i t or prohibit the Employer from allowing the 

employee to reschedule carry over before June 30^, or approving 

the rescheduling of carry over days beyond June 30^. Employees 

on duty d i s a b i l i t y s h a l l retain any vacation leave earned prior 

to being placed on duty d i s a b i l i t y leave, together with a l l 

vacation tirae earned during the period of duty d i s a b i l i t y for the 

twelve (12) months following the date in which the person became 

disabled, and s h a l l be entitled to use such vacation time within 

twelve (12) months following their return to work. 

Section 7.4 Employees Laid-Off or Discharged 

Eraployees who are terminated f o r cause are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d t o the amount of vacation pay i n t h e i r 

bank a t the time of r e s i g n a t i o n . Employees s h a l l not earn 

vacation c r e d i t f o r any period during which they are on l a y o f f 

or leave of absence without pay i n excess of 30 days (except 

where such leave was adjudged e l i g i b l e f o r duty d i s a b i l i t y ) or 

engaged i n conduct i n v i o l a t i o n of A r t i c l e . 12 of t h i s Agreeraent. 

In the event of the death of an e l i g i b l e employee, the s u r v i v i n g 

widow, widower or estate s h a l l be e n t i t l e d to any vacation pay 

to which the deceased employee was e n t i t l e d . 

Section 7.5 Rate of Pay 

The r a t e of vacation pay s h a l l be computed by m u l t i p l y i n g 

the employee-'s s t r a i g h t time hourly r a t e of pay i n e f f e c t f o r 

the eraployee's regular job at the tirae the vacation i s being 

21 



taken, times 8 hours per day, times the number of days vacation 

to which the employee i s en t i t l e d . , Salaried employees s h a l l 

receive their regular salary in effect' at the time the scheduled 

vacation i s taken. 

Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Departraent Head s h a l l have the r i g h t t o 

determine the number and scheduling of crews and employees who 

can be on vacation at any one time without h i n d e r i n g the 

operation of the Department. The Departraent w i l l not designate 

any tirae or period during the calendar year when e l i g i b l e 

eraployees would be p r o h i b i t e d frora scheduling and t a k i n g 

vacation time. 

Employees s h a l l raake vacation picks at a time and i n the 

raanner c u r r e n t l y provided f o r by t h e i r Department. The 

Departraent w i l l respond t o the eraployees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days from the 

date the request i s received by the Departraent, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g. snow, f l o o d , storms), a 

severe manpower shortage , which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable t o the iraraediate perforraance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment of the vacation pay (thereby 
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reducing the t o t a l of the eraployee's accrued vacation tirae) plus 

payment t o the eraployee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a norraal work day, or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an employee s h a l l 

occur only in the most extreme emergencies. In the event of such 

cancellation, the Employer w i l l reimburse the employee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Reciprocity With Other Agencies 

Any eraployee e i fehe C i t y e i — C h i c a g o h i r e d — p r i o r fee 

February 13,—198 6—whe—ha-s—'rendered—service—fee—fehe—County—ei 

Cook,—fehe—Chicago—Parle—Diotrict,—fehe—Chicago—Houoing—Authority, 

i h e—Foreot—Preserve—District,—fehe—Metropolitan—Sanitary D i s t r i c t 

ei—Greater—Chicago,—fehe—State—ei—Illinoio,—fehe—Chicago Board—ei 

Education, fehe—City—Colleges—ei—Chicago, Coraraunity—College 

Diotrict—508,—fehe—Chicago Tranoit Authority,—fehe—Public—Building 

Coraraission , of —Chicago, the Chicago Urban Transportation 

Diotrict,—and—fehe—Regional T r a n o p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

fehe—right—fee—have—fehe—period—ei—such—service—credited—a-nd 

counted—fer—fehe—purpose—ei—coraputing—fehe—number—ei—years—ei 

service—a-s— a n—employee—ef—fehe—City—fer—vacations,—provided—that 

such—service—ha-s—been—continuous—service . However,—vacation 

t i m e — a c c r u e d — v j h i l o — w o r k i n g — f e r — a n o t h e r — p u b l i c — a g e n c y — i - s — n e f e 

t r a n s f e r a b l e . E m p l o y e e s — h i r e d — a f t e r — F e b r u a r y — 1 2 - , 198 6—whe 
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render—service—fer—afty—other—employer—a-s—stated—above—shall—have 

fehe—right—fee—have—fehe—period—of .such—service—croditcd—aftd 

countod—ier—fehe—purpose—ei—computing—fehe—number—ei—years—ei 

service—ae—an—employee—ei—feh-e—City—fer—vacations,—provided—a 

majority of other eraploycco of the Employer receive such credit. 

Section 7.7 Non-Consecutive Vacation Days 

Employees may receive up to five s i x (6) of thei r vacations 

days one or more day(s) at a tirae as. days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so late 

in the vacation year that the employee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Eraployer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 

charged with a single, non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on either side of his/her regularly scheduled days off and 

then schedules a single vacation day on the opposite side of the 

regularly scheduled days off, then the single day s h a l l be 

considered consecutive with the other vacation days and the 

employee s h a l l not be charged with a single vacation day. 
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Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Eraployees may designate and use at t h e i r option up t o f i v e 

-(-§-)- s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as sick .days t o cover periods of bonafide raedical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l include (or 

may be expanded upon by the C i t y ) : (i)mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic pa r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

par t n e r i s r e g i s t e r e d w i t h the Department of Human Resources. 

The Employer reserves the r i g h t t o ask the employee t o f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g t o use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inform the 

representative of the Employer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . Salaried employees who c u r r e n t l y 

are r e c e i v i n g s i c k days under t h i s Agreeraent s h a l l be i n e l i g i b l e 

to use vacation days as s i c k days while they have a v a i l a b l e 

unused s i c k days. 
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ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service means continuous paid eraployraent from 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployment. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 
l a y o f f of 30 days or l e s s ; or 

2. An absence where the employee i s adjudged e l i g i b l e f o r 
duty d i s a b i l i t y compensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal employees who work a rainimum of e i g h t y 

(80) hours "per month s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) Unpaid leave of absence f o r more than 30 days or 
l a y o f f f o r more than 30 days, unless employees 
are allowed t o accumulate s e n i o r i t y under t h i s 
Agreeraent. 

(b) Seasonal eraployraent of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the time worked. 

(c) Seasonal employment i n excess of 120 days i n any 

calendar year s h a l l be c r e d i t e d toward continuous service. 
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Section 8.3 Reciprocity 

-— Employees h i r e d p r i o r t o February 13,—1986 who have 

rendered service t o the County of Cook,—the Chicago Park 

D i s t r i c t , — t h o Forest—Preserve D i o t r i c t , — t h e Chicago Houoing 

A u t h o r i t y , — t h e Metropolitan Sanitary D i o t r i c t of Greater 

Chicago,—the State of I l l i n o i o , — t h e Chicago Board of Education, 

C i t y Colleges of Chicago, Community College D i s t r i c t — 5 0 8 , — t h e 

Chicago Tranoit A u t h o r i t y , — P u b l i c B u i l d i n g Coraraiooion of 

Chicago,—the Chicago Urban Tranoportation D i o t r i c t and tho 

Regional Tranoportation A u t h o r i t y s h a l l have the period of—such 

s e r v i c e — c r e d i t e d and counted f o r the purpooo of advancement 

w i t h i n — l o n g e v i t y salary schedules. However,—employeeo h i r e d 

a f t e r February 13,—1986 who render service f o r any other 

employer as—otatcd above s h a l l have the r i g h t t o have the p e r i o d 

of such ocrvice c r e d i t e d and counted f o r the purpose of 

advancement w i t h i n l o n g e v i t y salary schedules provided a 

m a j o r i t y of other eraployees. of the Eraployer—receive—such c r e d i t . 

Section 8.4 Break i n Service 

Notwithstanding the provisions of any ordinance or r u l e t o 

the contrary, continuous service of an employee i s broken, the 

employment r e l a t i o n s h i p i s terminated, and the employee s h a l l 

have no r i g h t t o be r e h i r e d , i f the employee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

days without n o t i f y i n g the employee's authorized Eraployer 

representative unless the circumstances preclude the Eraployee, 

or someone on h i s behalf, frora g i v i n g such n o t i c e , does not 
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a c t i v e l y work for the Employer for twelve (12) months (except 

for approved f u l l time Union representative leaves or medical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for more than twelve (12) consecutive months i f the employee has 

less than five (5) years of service at the time of the layoff, 

or i s on layoff for more than two (2) years i f the employee has 

five (5) or raore years of service at the tirae of the layoff. 

Section 8.5 Probationary Employment 

New eraployees, h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary employees f o r the f i r s t twelve 

(12) e i ^ ? — m o n t h s of t h e i r employment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary employees continuing i n the service of the 

Employer a f t e r twelve (12) -sî« (-€) months s h a l l be career 

service eraployees and s h a l l have t h e i r s e n i o r i t y date made 

r e t r o a c t i v e t o the date of t h e i r o r i g i n a l h i r i n g . Probationary 

employees may be d i s c i p l i n e d or discharged as e x c l u s i v e l y 

determined by the Employer and such Eraployer a c t i o n s h a l l not be 

subject t o the grievance procedures, provided t h a t , ( 1 ) a f t e r the 

f i r s t s i x (6) months of the probationary p e r i o d , i f the Employer 

intends t o impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

p r i o r t o imposing the suspension, except i n emergency or where 

the employee i s u n a v a i l a b l e , the Employer s h a l l n o t i f y the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting w i t h the Union and the employee t o discuss 

and allow the employee t o respond t o the accusations, and/or (2) 

i f the Employer, w i t h i n i t s d i s c r e t i o n , r e h i r e s a forraer 
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eraployee who did not coraplete his/her probationary period within 

one year from the^ employee's termination, and said former 

employee had served 90 days or more of his/her probationary 

-period, a l l tirae previously served in the probationary period 

s h a l l be counted for purposes of determining when the said 

employee completes his/her probationary period. A probationary 

eraployee who has served 90 days or more of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for employment in the sarae job t i t l e in the 

department from which he/she was l a i d off, so long as he/she 

does not refuse an offer of employment, and does not suffer a 

break in service under Section 8.4 of t h i s Agreement. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cumulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreeraent. Probationary eraployees s h a l l be compensated at the 

same rate as career service employees. 
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ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Employer s h a l l provide to employees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other eraployees of the C i t y under the same terms and conditions 

appli c a b l e t o said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o eraployees and t h e i r e l i g i b l e 

dependents. 

(b) Employees who participate in the Employer; medical 

care plan or an HMO s h a l l make the following contributions 

toward the i r health care coverage based on the applicable 

percentage of th e i r base salary (not including overtime) limited 

by the salary cap: 

Single Employee +1 Family Salary Cap 

July 1, 2017 1.2921% 1.9854% 2.4765% $90,000 

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

Jan. 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

Jan. 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

-flr^ e m p l o y c o — m e d i c a l — c o n t r i b u t i o n s a r c — b a s e d — e n — a 

compooitc—1. 6°o—of base—salary—fer—single,—employee—aft-d 

one,—a-nd—family—levels—ei—coverage—a-s—spcci ficd—below. 

-Fer—example, fehe—contributiono—at o c l o c t e d — s a l a r y 

l o v o l o per pay period arc as—follows: 
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E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

subject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

subject t o an annual ded u c t i b l e of $75 per Employee (one annual 

deduction per household). 

(c) The • b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 

p r o v i s i o n s of insurance p o l i c i e s between Employers and insurance 

companies. 

(d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreeraent between 

the Eraployer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be raade a v a i l a b l e t o q u a l i f i e d 

employees. The Employer may o f f e r coverage under more than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject to 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreeraent t o the contrary. 

(f ) Where both husband and w i f e or other f a m i l y merabers 

e l i g i b l e under one f a m i l y coverage are employed by the Employer, 

the Employer s h a l l pay f o r only one f a m i l y insurance or f a m i l y 

health plan. 

(g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 
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his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreeraent. 

(h) Consistent w i t h the terras of the Employer's e x i s t i n g 

Group Health Care Plan, and the applicab l e rules thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g . 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d to continued raedical • coverage f o r a 

maximum of 12 weeks, subject t o the terms of the Plan and any 

other appli c a b l e p r o v i s i o n s of t h i s Agreement. Employees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e to receive 
j 

continued medical coverage as provided under the terms of the 

Plan and i t s applic a b l e .rules. As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, employees must make a l l i n d i v i d u a l medical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terms of 

the Plan and i t s applicable r u l e s . I n the event t h a t an 

eraployee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the form of which may include, but i s 

not l i m i t e d t o , a COBRA not i c e , a HIP7\A n o t i c e , a w r i t t e n 

coramunication frora the Employer or i t s insurance c a r r i e r , or 

some other 'similar advisory. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree to create maintain a J o i n t Labor Management 

Cooperation Committee ("LMCC") pursuant t o app l i c a b l e s t a t e and 
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f e d e r a l Law. The purpose of the LMCC i s t o research and raake 

recoraraendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achieveraent of s i g n i f i c a n t and measurable savings i n the 

cost of employee health care during the term of t h i s Agreement. 

The Parties s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreeraent and Declaration of Trust ("Trust 

Agreeraent") contemporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 

of Chicago. Said Trust Agreement s h a l l be attached to t h i s 

Agreement as Appendix C. 

Section 9.3 

The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

(a) Formation of a Committee t o govern the LMCC c o n s i s t i n g 

of up t o twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointment by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreement. 

(c) A u t h o r i t y of the LMCC t o make recoraraendations and 

mod i f i c a t i o n s i n the health plan expected t o r e s u l t i n savings 

and cost containment. 

(d) Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 
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For purposes of this A r t i c l e , an "employee" s h a l l mean a 

City employee represented by signatory labor organizations of 

this Agreeraent. A "Coalition Union" means signatories to this 

Agreement which have executed a c o l l e c t i v e bargaining agreement 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design changes 

that w i l l r e s u l t i n estimated savings of at l e a s t $3 million (as 

calculated with respect to the Coalition Unions bargaining 

units) by 2020. The parties w i l l work through the LMCC to 

identify changes that w i l l r e s u l t i n the reqpiired savings. I f , 

prior to January 1, 2020, the parties have not reached agreement 

upon the proposed changes, each party w i l l submit i t s offer of 

proposed changes and the amount proposed to be reduced, 

including the methodology for estimating the value of the 

proposed changes, to a mutually agreed upon arbitrator, who w i l l 

be limited to selecting either the City's or Coalition Unions' 

offer. The offer selected by the arbitrator w i l l be binding on 

the parties and on the LMCC. 

Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing their own r e t i r e e health plan 
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separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate c o n f i d e n t i a l i t y agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 

LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

I n the event of a death i n an employee's immediate faraily 

such employee s h a l l be e n t i t l e d t o a leave of absence up t o a 

maximum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the States contiguous t h e r e t o , the 

eraployee s h a l l be e n t i t l e d t o a raaximum of f i v e consecutive 

days. During such leave, an hourly employee s h a l l receive 

his/her regular s t r a i g h t time pay f o r such time as she/he i s 

required to be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed eight hours per day). Salaried 
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employees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The employee's immediate f a m i l y s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, b r o t h e r - i n - l a w , grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the employee i s 

a court-appointed l e g a l guardian. The Eraployer raay, at i t s 

option, r e q u i r e the eraployee t o submit s a t i s f a c t o r y proo'f of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 M i l i t a r y Leave 

Any eraployee who i s a meraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Employer w i t h the C i t y Coraptroller. 

Any eraployee who i s a raeraber of the National Guard of the 

United States or of the State of I l l i n o i s and,who i s ordered by 

the appropriate a u t h o r i t i e s t o attend a t r a i n i n g prograra or 

perform other duties under the supervision of the United States 

or the State of l l l i h o i s , s h a l l be granted a paid leave of 
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absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar days i n any ...calendar year, provided t h a t 

the employee deposits his/her m i l i t a r y pay f o r a l l days 

compensated by the Employer w i t h the C i t y Comptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r September 11, 2001, 

s h a l l be e n t i t l e d t o f u l l s alary and medical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payment of railitary 

pay t o the Comptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l a u t o m a t i c a l l y terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the eraployee's 

vacation or other leave b e n e f i t s . 

Section 10.3 Jury Duty Leave/Subpoena ^ 

An employee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the employee i s a p a r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the term of 

such absence, proyided t h a t the employee deposits h i s j u r y duty 

pay w i t h the C i t y Comptroller. 

Section 10.4 Sick Leave 

Salaried—employees—whe—ate—granted—paid—sick—leave—en—fehe 

execution—ei—this—Agreeraent—ohall—continue—fee—rcccivo—fehe—sarae 

sick—leave provisiono—during—fehe—terra o f — t h i o Agreeraent,—se—long 

a - s — h e / s h e — c o n t i n u e s — f e e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w a - s 

receiving—oick—leave—a-t—fehe—execution—ei—this—Agreement. This 

provision—will—nefe—affect—any—accumulated—oick—leave—eraployees 

may—have—afe—fehe—execution—ei—thio—Agreeraent. An—employee—ohall 
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have the option t o use—up t o — s i x days—of oick leave per year—fer^ 

the i l l of an iraraediate—family mcmbcr. 

Notwithstanding—feh-e—foregoing, E e f f e c t i v e January 1, 1998 

and t h e r e a f t e r , said s a l a r i e d employees who receive paid s i c k 

time s h a l l accrue sick tirae at the rat e of one (1) day f o r each 

month of employraent. Employees may use up t o s i x (6) days o f 

si c k time per year f o r the bona f i d e i l l n e s s of f a m i l y members, 

who s h a l l i n clude (or may be expanded upon by the C i t y ) : 

(i)mother, f a t h e r , husband, w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g 

blood, step or h a l f ) , son or daughter ( i n c l u d i n g blood, step or 

adopted), f a t h e r - i n - l a w , mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic p a r t n e r or 

the domestic partner's mother, f a t h e r , son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department o f 

Human Resources. I n the event an employee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning o f the Family Medical Leave 

Act,i-s—hospi t a l i zed, upon request of the eraployee, the Eraployer 

w i l l make a v a i l a b l e t o said eraployee up t o the f u l l amount of 

sic k time the employee would have accrued f o r the remainder of 

t h a t calendar year as i f he/she were a c t i v e l y eraployed, i n order 

to cover the absence r e s u l t i n g from the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n — a n d — r o c o v o r y . Upon his/her r e t u r n to 

work, the eraployee w i l l begin t o accrue s i c k tirae w i t h the s t a r t 

of the next calendar year. The Eraployer reserves the r i g h t t o 

requi r e an employee t o provide documentation of the i l l n e s s i n 

question. 

Section 10.5 Duty D i s a b i l i t y Leave 
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Any employee who -is absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of 'absence. The Eraployer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e employees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 

d e n i a l i s l a t e r reversed, the employee s h a l l be paid up t o date 

the amount the eraployee was e l i g i b l e t o receive. Eraployees who 

r e t u r n frora said leaves s h a l l be r e i n s t a t e d t o t h e i r forraer job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the eraployee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject to the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreement. 

The Employer w i l l mail the i n i t i a l Duty D i s a b i l i t y payraent 

within fourteen (14) days of the Employer's designated medical 

o f f i c e r being advised by the employee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the employee's entitlement to Duty D i s a b i l i t y . 

Section 10.6 Personal Leave 

Non-probationary employees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. 

S e n i o r i t y s h a l l accuraulate f o r employees on said leaves. 

Eraployees who r e t u r n from said leave s h a l l be r e i n s t a t e d to 

t h e i r former job c l a s s i f i c a t i o n , i f the Eraployer determines i t 
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i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 

because the eraployee would have been l a i d o f f i f the employee 

had not been on a leave of absence, the employee may exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreement. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

months of employraent and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d to faraily 

and medical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an eraployee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placement w i t h the employee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) to care f o r the employee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due t o a ' serious h e a l t h c o n d i t i o n a f f e c t i n g the 

employee. 

Such leave s h a l l be without pay unless the employee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 

eraployee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the eraployee's health care coverage s h a l l be maintained 

and paid f o r by the employer, as i f the employee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee d e s i r i n g to take leave under t h i s Section 

s h a l l provide reasonable advance n o t i c e t o the employer on a 

41 



form provided by the employer, which forra s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no less than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide notice within 48 hours after the employee 

i s able to do so. Failure to provide the notice provided for in 

t h i s Section s h a l l not affect the v a l i d i t y of the leave where 

the eraployer has actual notice. Except as may be s p e c i f i c a l l y 

stated in th i s Agreeraent, eraployees s h a l l take leave provided 

for as perraitted by the provisions of the Family Medical Leave 

Act, including i t s rules and regulations. Employees s h a l l have 

a right to return to th e i r regular assignraent and location. 

Section 10.7 Medical Leave 

Non-probationary eraployees s h a l l be granted raedical leaves 

of absence upon request. Said raedical leaves of absence s h a l l 

be granted f o r up t o 3 months, provided said leaves s h a l l be 

renewable f o r l i k e 3-raonth periods. The Employer may request 

s a t i s f a c t o r y proof of medical leaves of absence. A f t e r the 

f i r s t year, such raedical leaves s h a l l be extended i n up t o one-

year segraents. Eraployees on medical leaves of absence s h a l l 

r e t u r n t o work promptly a f t e r t h e i r doctor releases thera t o 

r e t u r n t o work. 

Eraployees who r e t u r n fr'ora said medical leaves of absence 

proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d to t h e i r forraer job c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an eraployee of lower s e n i o r i t y . I n 

a d d i t i o n , the Employer w i l l r e t u r n an employee to the same 

geographic l o c a t i o n of h i s or her previous job assignment f o r a 

period of up to one year a f t e r the s t a r t of the leave. I f the 
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eraployee's forraer job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the employee had not been on a leave 

of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service p r o v i s i o n s i n t h i s Agreeraent. 

A f t e r one year on an approved raedical leave of absence, 

employees who r e t u r n t o work promptly a f t e r t h e i r doctor's 

release and who raeet the f o l l o w i n g continuous service 

requireraents s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g forraula: three (3) raonths of such reinstatement 

r i g h t s f o r every year of service t o a maxiraura of f i v e (5) years 

reinstateraent r i g h t s . 

An employee who does -not raeet the above e l i g i b i l i t y 

requireraents and who returns t o work proraptly a f t e r his/her 

doctor's release a f t e r more than one year on a medical leave of 

absence, s h a l l be returned to his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the employee w i l l be placed on a 

lisfe f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on raedical leaves 

of absence f o r only up to...,.one year. A f t e r one year, an employee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Eraployer s h a l l grant request f o r leaves of absence f o r 

up t o 2 employees' f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

dur a t i o n of his/her appointment to the Union, provided 
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reasonable advance n o t i c e i n w r i t i n g i s given t o the employer. 

While on such leave t o employee s h a l l not incur a break i n 

continuous service. An employee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an eraployee. 

Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n from medical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during th e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

" Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 
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• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of t h i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 Dis c i p l i n e and Discharge 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

appl i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or raore may be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 
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D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police • Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An employee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any imp r o p r i e t y or cause has the r i g h t t o ask f o r and receive a 

Union rep r e s e n t a t i v e to be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l take 

place at reasonable tiraes and places and s h a l l not coraraence 

u n t i l the Union rep r e s e n t a t i v e a r r i v e s , provided t h a t the 

Employer does not have t o wait an unreasonable tirae and the 

Employer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An employee raay be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said employee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i r a i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance n o t i c e of discharge, and 

has 7 days from r e c e i p t of the n o t i c e t o appeal. I f the 

employee does not f i l e an appeal w i t h i n the 7-day appeal period, 

the Employer may then remove the employee from the p a y r o l l . I f 

the employee appeals the discharge, the Personnel Board s h a l l be 

requested t o set a hearing date w i t h i n the 30-day not i c e period 

and the employee s h a l l remain on the p a y r o l l f o r the f u l l n o t i c e 
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period, except i f p r i o r t o completion of the 30-day n o t i c e 

p e r i o d (1) the Hearing O f f i c e r a f f i r m s the discharge; or (2) the 

employee continues the discharge hearing; or (3) the employee 

withdraws h i s appeal or otherwise engages i n conduct which 

delays the corapletion of the hearing. However, i n no event raay 

the employee req u i r e the Employer to r e t a i n the eraployee on the 

p a y r o l l beyond the 30-day period. The Union s h a l l have the 

r i g h t t o have i t s representatives present at e i t h e r of the 

Board(s) or the grievance procedure, i n c l u d i n g a r b i t r a t i o n , and 

to a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n raay determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i m i t e d t o , the s e v e r i t y of the 

offense or the employee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable o p p o r t u n i t y to f u l l y i n v e s t i g a t e the raatter and 

conduct a raeeting w i t h the Union and eraployee. The Employer i s 

not o b l i g a t e d t o raeet w i t h the employee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n emergency s i t u a t i o n s . 

Deraotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be p a r t of an employee's d i s c i p l i n e . 

In cases of o r a l warnings, the supervisor s h a l l inform the 

employee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

eraployee's iraraediate supervisor s h a l l raeet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 
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the employee an o p p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and raake a v a i l a b l e copies of p e r t i n e n t 

docuraents the eraployee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known .and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

r e v e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union s h a l l be given, i n w r i t i n g , a statement of the reasons 

t h e r e f o r e . The eraployee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, which s h a l l be placed i n the eraployee's f i l e . The 

eraployee s h a l l have the r i g h t t o raake a response i n w r i t i n g 

which s h a l l becorae p a r t of the eraployee's f i l e . 

Any record of d i s c i p l i n e raay be r e t a i n e d f o r a period of 

tirae not t o exceed eighteen (18) months and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i m i l a r offenses during 

said 18-raonth period. I f an employee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the case of promotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by, the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Eraployer s h a l l n o t i f y the employee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 
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pendency of the i n v e s t i g a t i o n and i t s subject matter, w i t h i n 30 

calendar days of the employer being made aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the term 

"non-egregious offense" s h a l l not include i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e - d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged eraployee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police board i s 

reversed or reraanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Employer w i l l pay the eraployee's reasonable attorney's fees 

which he or she has i n c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The employee s h a l l submit a post-appeal fee 

p e t i t i o n t o the Employer, which s h a l l be supported by f u l l 

documentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the- p a r t i e s be unable to 

agree on the proper amount of the fees t o be paid t o the 

employee, e i t h e r p a r t y may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant provisions of t h i s agreeraent. 

Section 11.2 Procedure For Department Review of Di s c i p l i n a r y 
Action Including Suspension 

Step 1. Within f i v e (5) working days a f t e r an eraployee 

receives w r i t t e n notice of any proposed d i s c i p l i n a r y 
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a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not appealable t o the Personnel or Police Board, 

or i n the case tof suspensions of 11 or more days which may 

be appealed t o a r b i t r a t i o n i n l i e u of the Police or 

Personnel Board upon the w r i t t e n request of the Union, the 

Eraployer s h a l l conduct a raeeting w i t h the Union and 

employee. D i s c i p l i n e s h a l l be administered as soon as 

possible a f t e r the Employer has had a reasonable 

o p p o r t u n i t y t o f u r t h e r i n v e s t i g a t e the raatter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 

raeeting- or f u r t h e r i n v e s t i g a t i o n , the employee may request 

i n w r i t i n g to the departraent head f o r review of the said 

d i s c i p l i n a r y a c t i o n on a form provided by the Eraployer. 

Said request f o r review s h a l l be i n w r i t i n g and submitted 

w i t h i n three (3) working days of r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review form s h a l l .be p r i n t e d on the 

back of or attached t o the n o t i c e of d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e t o submit a 

w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n w i t h i n 

three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the employee's r i g h t to review. 

.Step 2. Within three (3) working days or any rautually agreed 

upon extension a f t e r the department head or designee 

receives the employee's request f o r review, the department 

head or designee s h a l l 'conduct a meeting t o review the 

suspension. F a i l u r e t o conduct said meeting i n three (3) 

days w i l l r e s u l t i n automatic advanceraent t o Step 3 and the 

Union s h a l l so n o t i f y the Eraployer. At the raeeting, the 
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Department w i l l give the basis f o r i t s a c t i o n and the 

employee and union re p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the o p p o r t u n i t y t o ask questions. , The 

departraent head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the meeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreement or f a i l u r e t o decide and 

communicate such decision w i l l r e s u l t i n autoraatic 

advanceraent t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the 

employee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the departraent head or 

designee and the eraployee and the Union re p r e s e n t a t i v e t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said meeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 meeting, unless otherwise agreed by the 

p a r t i e s . The department head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

meeting. - A copy of such decision s h a l l be sent t o the 

employee and the Union. I f the p a r t i e s f a i l t o meet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o r a a t i c a l l y proceed to Step 4 and the Union s h a l l so 

n o t i f y the Eraployer. Except where otherwise i n d i c a t e d , the 

tirae l i r a i t s set f o r t h herein are t o encourage the prompt 

reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e t o comply 

w i t h these time l i m i t s w i l l not a f f e c t the v a l i d i t y of the 
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said d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the 

employee's exclusive remedy f o r a l l said d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g suspension f o r ten (10) days or less, or 

f o r suspensions of 11 days through 30 days which may be 

appealed to a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the w r i t t e n request of the Union. 

Step 4. I f the matter i s not s e t t l e d i n Steps 2 or 3, the 

Union may subrait the raatter t o a r b i t r a t i o n under the terras 

of t h i s Agreeraent. The r u l e s governing procedure f o r 

a r b i t r a t i o n s h a l l be the sarae as i n 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Employer and the Union or any of 

the employees of the Employer i t represents,, a r i s i n g out of the 

circurastances or c o n d i t i o n s of employraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Employer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s t o t h i s Agreeraent. 

F a i l u r e of the Employer to answer a grievance w i t h i n the 

time l i m i t s herein s h a l l permit the Union to advance the case to 

the next step. The Union w i l l be informed of and allowed to be 
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i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Department Head n o t i f y i n g 

him/her of advancement t o the next Step. 

Before a formal grievance i s i n i t i a t e d , the employee may 

discuss the matter w i t h his/her immediate supervisor. I f the 

problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - Immediate Supervisor 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form to be supplied by the Employer 

upon request, but i n the absence of such a form, 

employee or the Union may subrait the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

,employee or the Union having knowledge of the event 

which ' gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and p a r t of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested; 

remedy, and subrait the grievance t o the employee's 

iraraediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance raore than 

twelve working days than the Union, the Union s h a l l 

\ not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Employer. 
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B. Within f i v e (5) working days of the w r i t t e n grievance, 

the immediate supervisor w i l l n o t i f y the employee and 

the Union i n w r i t i n g of the decisio n . 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

repr e s e n t a t i v e and/or the employee s h a l l have the 

r i g h t t o raake an appeal i n w r i t i n g t o the Department 

Head or the Departraent Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

iraraediate supervisor. The name of the Departraent 

Head's designee s h a l l be posted f o r eraployees i n areas 

where eraployee notices are normally posted and 

submitted t o the Union. F a i l u r e t o post and so n o t i f y 

the Union w i l l permit iraraediate advanceraent t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of no t i c e of f a i l u r e t o post. 

B. The Departraent Head or the Departraent Head's designee 

s h a l l raeet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each raonth t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I raeeting w i l l be f o r the Departraent and the 

Union t o share relevant inforraation and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and atterapt t o araicably resolve as 
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raany grievances as possible. The Department Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I raeeting. No grievances w i l l be discussed at 

raore than . one Step I I raeeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r meeting and 

discussion woul'ci be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Department Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I meeting. 

The response to the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f statement of the f a c t s and 

reason (s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved eraployee or 

employees. Grievances raay be withdrawn without 

p r e j u d i c e at any step of the grievance procedure i f 

mutually agreed. 
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E. I f the grievance i s not s e t t l e d at the second step, 

the Union or the Eraployer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s raore than one 

eraployee, i t raay be presented by a s i n g l e selected 

employee r e p r e s e n t a t i v e of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Eraployer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be made app l i c a b l e t o a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

o b l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except where the 

i n s t r u c t i o n or, order i s so i n h e r e n t l y dangerous t o the 

employee- t h a t i t could cause death or serious p h y s i c a l 

harm. The Employer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the eraployee does not waive 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 
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step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Employer, but not an i n d i v i d u a l eraployee or eraployees, raay 

submit the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative frora the 

Employer's operating department, w i t h copies of the request t o 

the designated law department representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s rautually raay 

agree, the Union s h a l l have the r i g h t t o convene a raeeting w i t h 

the Eraployer's designated representative i n an attempt t o 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the matter t o a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the raatter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such meeting t o resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as prcjvided below. 

Eit h e r p a r t y may subm.it the grievance to a r b i t r a t i o n by 

serving a w r i t t e n request to a r b i t r a t e to the Federal Mediation 



and C o n c i l i a t i o n Service under the r u l e s of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Employer and Union from mutually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted raust agree as a whole t o 

comraenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those tirae l i m i t s raust 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

requ i r e the production of p e r t i n e n t docuraents at the request of 

e i t h e r p a r t y . 

Each pa r t y s h a l l be responsible f o r compensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 

borne by the p a r t y requesting the r e p o r t e r unless the p a r t i e s 

agree t o share such costs. 

An a r b i t r a b l e matter must inv o l v e the meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a document incorporated by reference t h e r e t o . The 

provisions of t h i s Agreement and any other document incorporated 
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by reference i n t h i s Agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o araend, add t o , subtract from, 

or change the terras of t h i s Agreeraent, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreeraent and 

apply thera t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguraents presented to hira by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the eraployee ,,or eraployees involved. Where tiraeliness 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure or 

which would become moot due t o the length of tirae -.necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the option 

of the grievant/union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union may request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t to the grievance 
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under consideration. Such request s h a l l not be unreasonably 

denied, and i f .granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and r u l e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 

A Union r e p r e s e n t a t i v e , a g r i e v a n t , and Union steward w i l l 

be permitted a reasonable amount of time without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Employer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her immediate 

supervisor f o r permission t o handle grievances on work time, i t 

being understood t h a t the operation of the Department takes 

precedence unless there i s an emergency, but such permission 

s h a l l not be denied unreasonably. A reasonable number of 

employees raay attend the raeeting without loss of pay; such 

raeetings s h a l l be set by rautual agreement by the Employer and 

the Union. Where the Employer d i r e c t s an employee t o r e p o r t f o r 

a raeeting concerning a grievance at a time when the employee i s 

not scheduled t o work such time s h a l l be considered time worked. 

I f t h e r e i s space a v a i l a b l e , the Employer, upon request of 

the Union r e p r e s e n t a t i v e , s h a l l provide the use of a room and 

telephone, to discuss the grievance, subject to the Employer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 
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The Employer and the Union may mutually agree t o submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually select an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s d ecision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l raeet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at le a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

Supplementing a l l r i g h t s and processes due eraployees 

covered by t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

inte r v i e w w i l l be conducted i n the f o l l o w i n g manner: 
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A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the eraployee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The. i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the eraployee's l o c a t i o n of assignraent,, 

norraal departraent l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the eraployee under 

i n v e s t i g a t i o n s h a l l be inforraed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a formal statement i s being taken, 

a l l questions d i r e c t e d t o the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s p ermitted 

i o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be inforraed of the nature of the matters t o be 

discussed. 

F. An eraployee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent t o 

provide i n f o r m a t i o n r e l a t i n g to the matter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 
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reading of the employee's a d m i n i s t r a t i v e r i g h t s , or 

the i m p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

An employee ' under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

statement the employee has made. 

(1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 

eraployee, said employee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i r a i n a l prosecution may be probable 

against said employee, the prov i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said employee w i l l be 

afforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r t o the coraraencement of the 

in t e r v i e w . , An employee •:'will not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

At the request of the employee under i n v e s t i g a t i o n , an 

employee who may be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t to Union repres e n t a t i o n 

before coraraencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r epresentation 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Employer does not have the 

in t e r v i e w unduly delayed. 
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J. The Employer s h a l l not compel an employee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governmental agency r e l a t i n g t o 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an employee i n any forum adverse t o the 

-employee's i n t e r e s t s . The Employer w i l l not re q u i r e a 

polygraph examination i f i t i s i l l e g a l t o do so. I f 

an employee i s asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 

any polygraph examination s h a l l be known to the 

employee w i t h i n one week. 

L. This Section s h a l l not apply t o eraployee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e t o the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the eraployee has the opp o r t u n i t y t o 

respond t h e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y informed the media of the charges 

against the eraployee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e t o the media where the employee requests i t . 

N. In the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

same forum as, grievances which p r o t e s t said 

c i i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 
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against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or in f o r m a t i o n i n c l u d i n g eraployee 

stateraents t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enuraerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the employee, or i n the case of 

promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the pro v i s i o n s of paragraph 

N above, at the option of the Union, a claim t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section may be ra i s e d i n a suppression hearing before 

a meraber of the perraanent hearing panel l i s t e d herein, 

r a t h e r than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s o p t i o n by 

n o t i f y i n g the eraployee's Departraent Head and the 

Eraployer's Law Departraent i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing p r o v i s i o n s of t h i s Agreement. The appeal 

s h a l l s p e c ify the p a r t i c u l a r contract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l summary of 

the conduct alleged to have v i o l a t e d the Agreement. I t 

i s understood t h a t by e.xercising t h i s o p t i o n , any and 

a l l time l i m i t s set f o r t h i n Chapter 2-74-060 of the 
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Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) (b) (2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s e l e c t i n order of r o t a t i o n one of the three 

permanent hearing panel merabers who are chosen as 

f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

members must be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l . p a n e l , or 

should any meraber of the panel resign or be removed 

upon mutual agreeraent of the p a r t i e s during the l i f e 

of t h i s Agreement, the p a r t i e s w i l l meet t o reach 

agreement on new panel member who must be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreeraent can be reached, 

the Employer w i l l request a panel of seven (7) 

a r b i t r a t o r s from FMCS, a l l of whom must be raerabers of 

the National Acaderay of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l ' m e e t t o s t r i k e naraes from the l i s t , w i t h 

the Employer s t r i k i n g f i r s t , u n t i l one narae reraains, 

which person s h a l l be naraed t o the panel. 

2 (c) The suppression hearing s h a l l be convened w i t h i n 

t h i f t y (30) calendar days of the s e l e c t i o n of the 

panel member, or at such other time as the p a r t i e s may 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i m i t e d to deterraining i f the Inspector General 

obtained evidence or statements •' i n v i o l a t i o n of 
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paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the merits of any underlying, d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2 (d) The panel member s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject to c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

eraployee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

-..will be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r raore than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i m i t e d t o 

sympathy s t r i k e s and s t r i k e s t o p r o t e c t union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 12.2 Union E f f o r t s 

The Union agrees that i t w i l l use i t s best e f f o r t s t o 

prevent any acts forbidden i n t h i s A r t i c l e , and t h a t i n the event 

any such acts take place or are engaged i n by any employee or 
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group of employees in the Union's bargaining unit, the Union 

further .agrees i t w i l l use i t s best efforts to cause an 

immediate cessation thereof. I f the Union iraraediately takes a l l 

necessary steps in good .faith to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclaiming such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to immediately cease such a c t i v i t y , the Employer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 Di s c i p l i n e 

The Employer may terminate the employraent of or otherwise 

d i s c i p l i n e any employee or employees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 No Lockout 

The Employer w i l l not lock out bargaining u n i t employees 

during the term of t h i s Agreeraent. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-raonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 
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revoked by w r i t t e n n o t i c e t o the Employer and the Union during 

the f i f t e e n (15) day period p r i o r to the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l inderanify, defend and hold the 

Eraployer harraless against any and a l l clairas, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

a c t i o n taken or not taken by the Eraployer f o r the purpose of 

complying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i r i r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any such p r o v i s i o n s or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union t o the Eraployer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

The Eraployer s h a l l provide t o the Union w i t h i n t h i r t y (30) 

days name, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new employee h i r e d i n t o the Union's bargaining u n i t . ' 

Section 13.2 F a i r Share 

I t i s f u r t h e r agreed t h a t 30 days a f t e r the l a t e r of the 

execution of the Agreement or the employee's date of h i r e , the 

Employer s h a l l deduct from the earnings of employees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the Union 
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and s h a l l remit such deductions to the Union at the same time 

that the dues check-off i s remitted. I t i s understood that the 

araount of deductions frora said non-raeraber bargaining unit 

eraployees w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract administration and pursuing matters 

affecting wages, hours and other conditions of employraent. 

Section 13.3 Right of Non-Association 

Nothing in th i s Agreeraent s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such employees are merabers. 

Section 13.4 Condition of Employment 

Each employee who on the e f f e c t i v e date of t h i s Agreement 

i s a member of the Union, and each employee who becomes a member 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employraent, maintain 

his/her merabership i n the Union during the terra of t h i s 

Agreement. 

Any present employee who i s not a meraber of the Union 

s h a l l , as a c o n d i t i o n of employraent, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n . 

A l l employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not raade a p p l i c a t i o n f o r raerabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 
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Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other conditions 

of employment. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Employer makes any . s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Employer' changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not permanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the rautual 

agreeraent of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue t o be 

performed by said employees, except where non-unit employees 

have i n the past perforraed u n i t work, or i n emergencies, t o 

t r a i n or i n s t r u c t employees, t o do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , t o do tro u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where employees 

do not report t o work because of vacations, or other absences or 

tardiness, or f o r personal reasons during the course of the day, 
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or because a l l of the eraployees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o coraplete a rush assignment, employees of 

any other u n i t represented by another Union s h a l l not perform 

the work of said employees. For example, i f a Blacksmith i s on 

vacation, a Plumber s h a l l not be assigned as a replacement 

Blacksmith. The Employer s h a l l not a r b i t r a r i l y extend the 

period of any emergency beyond the need f o r t h a t emergency. 

Notwithstanding the foregoing, i t i s understood that i t 

sh a l l not be a violation of t h i s Agreeraent i f the following 

functions are performed by raerabers of manageraent, regardless of 

whether they are also perforraed by the bargaining unit: (a) crew 

assignraent and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipment and materials from vendors. Nothing 

herein s h a l l deprive merabers of the bargaining unit of the right 

to perforra h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the' 

City lay-off a bargaining unit eraployee for the purpose of 

replacing that person with a member of management. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance claiming t h a t 

the Eraployer has v i o l a t e d the terras of t h i s Agreement by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Employer receives a grievance frora another 

union p r o t e s t i n g the assignment of work t o eraployees covered 

under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 
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of said dispute. This no t i c e s h a l l describe the nature of the 

work i n dispute. 

I n the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n ^to the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound to the 

r e s u l t s of "that a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l .in said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine^ t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer to comply w i t h tw.o c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Employer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreement,' except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l select the a r b i t r a t o r . The Employer, the Union and the 
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other a f f e c t e d union(s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t to f u l l y p a r t i c i p a t e i n -the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other r e l e v a n t p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreeraent of ' the 

a f f e c t e d union ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any time. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded to a l l employees of the Eraployer without change during 

the term of this'Agreement. 

The Employer w i l l make contributions, on a dollar - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximum t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 
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a. January 1, 2020 - up t o $250 per year 

b. January 1, 2021 - up t o $250 per year 

c. January 1, 2022 - up t o $500 per year 

The C i t y s h a l l advise the unions, a t l e a s t semi-annually, 

of the t o t a l c o n t r i b u t i o n s i t has made. 

The C i t y agrees t o provide representatives from C o a l i t i o n 

Unions i n f o r m a t i o n , such as the claims experience from the C i t y 

r e t i r e e h e a l t h plans, and other r e l e v a n t d a t a / i n f o r m a t i o n so 

t h a t C o a l i t i o n Unions can explore the f e a s i b i l i t y of 

e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h plan separate and 

independent from the C i t y ' s plans t h a t could cover c e r t a i n C i t y 

r e t i r e e s i n the f u t u r e . Such infoannation t o be provided w i l l 

i n c l u d e , but not be l i m i t e d t o , a census f o r the c u r r e n t non-

Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, coverage t i e r 

( s i n g l e , couple, f a m i l y , e t c . ) , and z i p code of residence, as 

w e l l as the claims i n f o r m a t i o n and enrollment counts f o r the 

l a s t three (3) years. The Unions agree t o execute any 

appropriate c o n f i d e n t i a l i t y agreements necessary f o r the release 

of such i n f o r m a t i o n . The p a r t i e s understand and agree t h a t the 

i d e n t i t y of any s p e c i f i c i n d i v i d u a l w i l l not be a s c e r t a i n a b l e 

from the i n f o r m a t i o n supplied. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes t o i n i t i a t e reasonable changes 

or a d d i t i o n s to i t s r u l e s of conduct, which could subject 

Employees to d i s c i p l i n e , the Employer s h a l l t ransmit four (4) 

copies of the proposed changes or a d d i t i o n s t o the Union. The 

Union w i l l consider the proposals, and upon request, the 
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Eraployer w i l l meet with the Union within twenty (20) calendar 

days of the receipt of the proposals to receive the Union's 

comraents,. Absent an eraergency, the Eraployer w i l l not irapleraent 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and ' discuss the 

proposals with the Eraployer. No such changes or additions s h a l l 

be implemented without prior publication and notice to the 

affected Eraployees. 

Section 14.6 Safety 

(a) The Eraployer s h a l l provide a safe and h e a l t h f u l working 

environraent f o r employees covered by t h i s agreeraent i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l maintain i n good and safe working 

c o n d i t i o n a l l equipment necessary f o r the safe and proper 

performance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t s a f e t y 

comraittee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Eraployer. The purpose of the committee 

s h a l l be t o discuss, exaraine and t o raake recoraraendations 

concerning occupational safety and h e a l t h issues a f f e c t i n g 

eraployees. A l l recoramendations of the coraraittee w i t h respect t o 

safety and health issues s h a l l be subraitted i n w r i t i n g t o the 

appropriate Department Head w i t h a copy t o the Union and the 

D i r e c t o r of Labor Relations. The Department Head s h a l l promptly 

issue a w r i t t e n response t o the committee concerning the 

Department's views regarding the coraraittee's recoraraendations. 
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The p a r t i e s raay decide, frora time t o time, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Department(s) responsible f o r safety raatters and Union 

representatives of the a f f e c t e d employee(s). The Departraent 

safety personnel w i l l raeet and confer w i t h a r e p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and report back t o the 

Committee on any decisions or recoramendations concerning thera. 

(c) The j o i n t safety committee s h a l l meet at l e a s t once a 

month, or otherwise by mutual agreeraent. 

(d) The parties agree and understand that i f an employee i s 

faced with an unsafe working condition, the employee i s required 

to perform the task in question unless the employee's 

performance of an assigned task presented the strong likelihood 

of subjecting the employee to imminent danger of death or 

serious injury. I f the eraployee, with no reasonable 

alternative, refuses in good f a i t h to perform that task and 

expose himself to that dangerous condition, he w i l l not be 

subject to d i s c i p l i n e . In order to avoid d i s c i p l i n e under t h i s 

paragraph, the condition .must be of such a nature that a 

reasonable person, under the circumstances, .would conclude that 

there i s a real, substantial, and imminent danger of death or 

serious injury. In addition, the eraployee must also have sought 

from the Eraployer, and have been unable to obtain, correction of 

the situation before refusing to perforra the task in question. 

Section 14.7 Information to Union 

The Employer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimum, the following information: 
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• Payroll period 

• Payroll Number 

• Employee nvimber 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the s a f e t y and s e c u r i t y o f the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

t o receive the i n f o r m a t i o n . on a monthly basis—a bargaining u n i t 

r eport—ei—current—active—employees, the—list—fee—includo—omployoe 

narae, addrcoo, s o c i a l — s e c u r i t y — n u r a b c r , t i t l e , pay—schedule, 

g r a d e , — c u r r e n t — p a y — r a t e , — s t a t u s , — c o n t i n u o u s — s e r v i c e — d a t e , — t i m e 

i n t i t l e , — d a t e of b i r t h , — r a c e and sex. 

The—Employer—shall—also—provide—fee—fehe—Union—en—a—monthly 

b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t e f — c u r r e n t a c t i v e 

c r a p l o y c c G — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R e t ireraent s; Career 

Service Resignations; Career Service Discharges; Non-Career 

Service Terrainations; Lcavos ^-ei Absence; Suspensions; 

Rcinotatcmento;—Reappointments;—Transfers—(change—ei—department 

a-nd change e i p a y r o l l ) ; Appointments (which also includes 

promotions and demotions);—and Deaths. 
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Each—month—fehe—Eraployer—will—provide—fee—fehe—Union—fehe 

current—month ' o — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a f i d — f e h e — u p d a t e d 

report—from the previous month. 

Section 14.8 Subcontracting 

The Employer s h a l l not contract or subcontract out 

bargaining u n i t -work t o any person, c o n t r a c t o r or employer who 

i s not i n compliance w i t h the area standards established under 

and pursuant t o the forraula used by the United States Department 

of Labor i n administering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

not i c e s h a l l be i n w r i t i n g and s h a l l contain the name and 

address of the p a r t y who w i l l perform the work, a d e s c r i p t i o n of 

the work t o be performed and any other relevant data t o enable 

the Union t o determine corapliance w i t h t h i s Section. I n the 

event such p a r t y i s deterrained not t o be i n compliance w i t h the 

said area standards, the Employer s h a l l w i t h h o l d payouts and 

s h a l l not contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Eraployer receive a w r i t t e n and 

enforceable assurance of compliance. 

In the event that the Employer determines t o subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

eraployees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Eraployer has declared t o be vacant i n 

the a f f e c t e d Department, or other departments, as the case raay 

be, i n t h a t order, provided the l a i d o f f employees have the then 
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present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow hira or her t o perform 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the eraployraent of eraployees subject to layoff. During 

that raeeting the Eraployer w i l l ' request and urge that the sub

contractor hire l a i d off employees. 

Section 14.9 Automobile Reimbursement 

Employees who are required by the Employer t o use t h e i r own 

autoraobiles i n the perforraance of t h e i r job s h a l l receive 

raileage reimbursement at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a maximum of $250 per month. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraum reimbursement w i l l 

increase t o $350.,00 per month. E f f e c t i v e February 1, 2008, the 

raaxiraum reimbursement w i l l increase t o ' $450.00 per month. 

E f f e c t i v e February 1, 2009, the- raaxiraura reiraburseraent w i l l 

increase t o $550.00 per month. Thereafter, the maximum 

reimbursement w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking mileage reimburseraent 

must subrait t h a t request on a forra provided by the Eraployer. 

Payraent f o r mileage expenses w i l l be made on a raonthly basis. In 

the event t h a t during the l i f e of t h i s Agreement the Employer 
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s h a l l impleraent f o r any group of employees an autoraobile expense 

reiraburseraent prograra which i s more favorable to eraployees than 

the provisions of t h i s paragraph, upon n o t i c e from the Union, 

the Eraployer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new prograra t o employees 

covered by t h i s Agreeraent. 

Upon request by e i t h e r p a r t y made no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l meet to- discuss any proposed 

changes t o t h i s Section 14.9. 

Section 14.10 F i l l i n g of Permanent Vacancies 

The Eraployer s h a l l deterraine i f there i s a permanent 

vacancy to be f i l l e d , and at any . time before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 

The Employer w i l l post vacancy vacancies e l e c t r o n i c a l l y on 

the C i t y of Chicago CAREERS website. A copy of the p o s t i n g w i l l 

be provided t o the Union a t l e a s t 72 hours p r i o r t o the 

e l e c t r o n i c p o s t i n g . Said vacancy s h a l l be posted f o r 14 days on 

the CAREERS website. The p o s t i n g s h a l l c o n t a i n a t l e a s t the 

f o l l o w i n g i n f o r m a t i o n : j ob t i t l e , q u a l i f i c a t i o n s , days o f f , 

s h i f t , hours, work l o c a t i o n , i f known, and r a t e of pay. The 

pos t i n g s h a l l also i d e n t i f y the number of p o s i t i o n s t o be 

f i l l e d . I f the number t o be f i l l e d changes, the Employer s h a l l 

promptly n o t i f y the Union. P r i o r t o the commencement of the 

s e l e c t i o n process, the Employer w i l l provide the Union w i t h a 

l i s t of q u a l i f i e d bidders. a for—fourteen—(^r4^—days, 
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aft^—provide—the—Union—with—a—copy—ei—fehe—announcement—afe—fehe 

time—ife—io posted. 

Q u a l i f i e d bargaining u n i t employees s h a l l be given an 

opp o r t u n i t y t o b i d on permanent vacancies declared by the 

Employer. I n making s e l e c t i o n s , the Employer s h a l l give 

preference t o bargaining u n i t a p plicants over non-bargaining 

u n i t a p p l i c a n t s , except where non-bargaining u n i t a p p l i c a n t s 

have demonstrably greater s k i l l and a b i l i t y t o perform the work. 

In making a s e l e c t i o n between two or more bargaining u n i t 

a pplicants who are equally q u a l i f i e d , the Employer s h a l l s e l e c t 

the raost senior bidder. For purposes of t h i s Section, s e n i o r i t y 

s h a l l be determined by the employee's service i n the employee's 

current job t i t l e ( t i r a e - i n - t i t l e ) , . c i t y - w i d e . 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents considered during the hir i n g process, 

including documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information summary, and hir i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such docviments to the Union. Bidders who are not selected s h a l l 
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be so no t i f i e d by the Department Head and informed of the 

reasons for non-selection. 

The successful bidder f o r any jobs under t h i s Section s h a l l 

have an evaluation period, not t o exceed s i x t y (60) days, t o 

demonstrate t h a t he/she can perform the job. I f the Eraployer has 

j u s t cause based on the employee's job performance at any time 

during t h a t period t h a t the successful bidder cannot perform the 

job, then the successful bidder s h a l l be returned t o the job 

he/she held j u s t p r i o r t o the awarding of the b i d , d i s p l a c i n g , 

i f necessary, any employee who has been placed i n t o said job. 

Section 14.11 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination that the 

employee i s u n f i t for duty and the employee's physician 

c e r t i f i e d that the employee i s f i t for duty, the employee may 

e l e c t or Employer may require the employee, at the Employer's 

sole expense, to be subject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 

duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of at l e a s t three 



physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and binding. 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order to permit access to a l l medical records 

related to his/her condition, and the City s h a l l agree to secure 

and maintain the confidential nature of a l l medical records 

obtained through the process. 

ARTICLE 15 
LAYOFF AND RECALL 

Section 15.1 

Probationary eraployees w i t h raore than 90 days of service 

•shall be l a i d o f f f i r s t . Thereafter, the l e a s t • s e n i o r eraployee 

i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t , 

provided the a b i l i t y , q u a l i f i c a t i o n s t o perform the required 

work, and the employee's job perforraance are equal araong the 

other employees i n the job. 

" S e n i o r i t y " s h a l l mean, f o r purposes of t h i s Section, the 

employee's service i n the job t i t l e ( t i r a e - i n - t i t l e ) City-wide. 

A l a i d - o f f eraployee raay displace (bump) the l e a s t senior 

eraployee, i f any, i n the raost recent lower job t i t l e the 

eraployee to be l a i d o f f has held, provided the employee to be 

l a i d o f f has the then present a b i l i t y t o perforra the job t o the 

Employer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Eraployees s h a l l -be r e c a l l e d i n the reverse order they were 

l a i d o f f . 



ARTICLE 16 
SEPARABILITY 

Section 16.1 

I n the event any of the pr o v i s i o n s of t h i s Agreement s h a l l 

be or becorae i n v a l i d or unenforceable by reason of any Federal 

or State- Law or Local Ordinance now e x i s t i n g or h e r e i n a f t e r 

enacted, such i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t 

the remainder of the provisions hereof. The p a r t i e s agree t o 

meet and adopt revised provisions which would be i n conformity 

w i t h the law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Employer i n w r i t i n g , of the names 

of the Stewards i n each department or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Employer promptly of any changes. 

Stewards w i l l be permitted t o handle and process grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of tirae, 

or unreasonably i n t e r r u p t the work of employees. Stewards s h a l l 

n o t i f y t h e i r immediate supervisors i n advance of t h e i r i n t e n t i o n 

t o handle and process grievances. Supervisors may not 

unreasonably withhold permission t o the stewards t o engage i n 

such a c t i v i t i e s . 

Eraployees a c t i n g as Union Stewards s h a l l not be 

discrirainated against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards from t h e i r 
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job c l a s s i f i c a t i o n s or departments, other than i n an emergency, 

w i l l be discussed with' the Union i n advance of any such 

t r a n s f e r s . 

Section 17.2 Union Rights 

The Union s h a l l have the right and res p o n s i b i l i t y to 

represent the interests of a l l employees in the Unit, to present 

i t s views to the City on raatters of concern, either o r a l l y or in 

writing, and to consult and be consulted with, in respect to the 

formulation, development and implementation of p o l i c i e s and 

programs affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal working hours, t o enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing c o n d i t i o n s under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l tiraes be conducted i n a 

manner so as not t o i n t e r f e r e w i t h normal operations. The 

Eraployer may be able t o change or set r u l e s of access, provided 

tha t any change i n current p r a c t i c e s raust be reasonable and 

subject t o the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services to i t s c i t i z e n s i n a safe and econoraic raanner. The 

p a r t i e s t o t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 
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safety of eraployees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

C i t y and the employees under t h i s Agreement serve. Furthermore, 

the econoraic cost of p r o v i d i n g health care services t o eraployees 

who abuse drugs and alcohol has- put an increasing burden on the 

City's finances. 

The Eraployer and the Union raaintain a strong commitment t o 

p r o t e c t people and property, and t o provide a safe , working 

environraent. To t h i s end, the eraployer has also established i t s 

c o n f i d e n t i a l Eraployee Assistance Program f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s to t h i s Agreeraent urge employees who have such 

probleras t o u t i l i z e the Prograra's services. 

To raaintain a workplace which provides a safe and health 

work environment for a l l eraployees, the following drug and 

alcohol prograra i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

eraployee on the job or the preraises of the Employer. 

(c) Eraployer Premises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicle,s 

owned, leased or used by the Employer as job s i t e s or work 

lo c a t i o n s and over which the Employer has a u t h o r i t y as employer. 

(d) .• Employee: a l l persons covered by t h i s Agreement. 
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(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage to 

property t o which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or p h y s i c a l impairment due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

raeasuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite.-thereof. 

Section 18.3 Disciplinary Action 

(a) A l l employees raust report t o work i n a p h y s i c a l 

c o n d i t i o n that w i l l enable them t o perforra t h e i r jobs i n a safe 

manner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Eraployer's 

premises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o b e l i e v e t h a t 

an employee i s under the i n f l u e n c e of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t to subject t h a t employee t o a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 



employee may be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the employee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Employer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs 
or alcohol while on duty and on the 
Employer's premises; 

(i v ) are found i n possession of a l c o h o l , drugs or 
drug paraphernalia, or are found s e l l i n g or 
d i s t r i b u t i n g drugs or drug paraphernalia, on 
the Employer's premises. 

(c) A l l adverse employment a c t i o n taken against an 

employee under t h i s program s h a l l be subject t o the grievance 

and a r b i t r a t i o n procedures of t h i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Eraployer raay re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t raay be adrainistered i n the event t h a t 
two supervisors have reasonable cause to 

. believe t h a t an employee has reported t o 
work under the i n f l u e n c e of or i s at work 
under the in f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t raay be required i f an employee i s 
involved i n a workplace • accident or 
f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a follow-up 
to counseling or r e h a b i l i t a t i o n f o r 
substance abuse f o r up to a one year period. 

(b) Employees t o be te s t e d w i l l be required to sign a 

consent form and chain of cu'Stody form, assuring proper 

documentation and accuracy. I f an eraployee refuses to sign a 
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consent form a u t h o r i z i n g the t e s t , he or s h a l l w i l l be subject 

to t e r m i n a t i o n . .; 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and may consist of e i t h e r blood or urin e t e s t s , or both. 

The Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n NIDA guidelines f o r f e d e r a l workplace 

drug t e s t i n g prograras, dated A p r i l 11, 1988 and as may be 

amended here a f t e r by the relevant agency of the Department of 

Health and Human Services. 
« 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they raay be amended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presumptively e s t a b l i s h t h a t the t e s t e d 

employee was under the in f l u e n c e of drugs. 

(f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the, l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the te s t e d 

employee was under the i n f l u e n c e of a l c o h o l . 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be._. 

borne by the Eraployer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Commissioner of Personnel or his designee i n the raanner t o be 

prescribed by the Commissioner. The app l i c a n t or incumbent 
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s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissipner w i l l inforra the ap p l i c a b l e department head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as to allow f o r . r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 

rete s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Commissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample t o the 

second la b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t sample, or t o preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal from 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any eraployee. 

( j ) No l a b o r a t o r y repo r t or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are p a r t of a 

J 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

special locked f i l e raaintained by the Commissioner of Personnel, 

except as such di s c l o s u r e may be required by t h i s p o l i c y , law.or 

ordinance. 

Section 18.5 Employee Assistance Program 

Eraployees are encouraged t o seek help f o r a drug or alcohol 

problera before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 
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raay p a r t i c i p a t e i f they wish i n the v o l u n t a r y Eraployee 

Assistance Prograra. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i r a i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 

and training programs and to provide expanded post-

apprenticeship and training eraployraent opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreeraent with the City of 

Chicago, the Parties s h a l l enter into a suppleraental raemorandum 

of understanding regarding the structure, implementation, 

monitoring and enforcement of this I n i t i a t i v e . Said meraorandura 

s h a l l be attached to t h i s Agreement as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A commitment by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coraraitraent by the C o a l i t i o n t o f i l l at 
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l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A coramitraent by the C o a l i t i o n and the C i t y t o 

col l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students to enter Union apprenticeship and 

t r a i n i n g prograras. In p a r t i c u l a r , the C o a l i t i o n and the 

Ci t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and t o expand post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

t o oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps to f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and supplemental raemorandum attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of thi.s Agreement s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate to secure t h i s l e g i s l a t i v e approval. 
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This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l reraain i n f u l l force 

and e f f e c t from said date to June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year t o 

year unless at l e a s t 60 days and not more than 120 days p r i o r t o 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o araend, add t o , subtract from or 

terminate t h i s Agreeraent. 

In the event such n o t i c e of a desire t o araend, add t o , or 

subtract from the terms of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreeraent before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d t o s h a l l be 

considered to have been given as of the date shown on the 

postmark, w r i t t e n notices may be tendered i n person, i n which 

case the date of no t i c e s h a l l be the w r i t t e n date of r e c e i p t . 

This Agreeraent c o n s t i t u t e s the e n t i r e c ontract between the 

Employer and the Union and s e t t l e s a l l demands and -issues w i t h 

respect to a l l matters subject to c o l l e c t i v e bargaining. The 

Eraployer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any matter which i s subject t o 

c o l l e c t i v e bargaining whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such matter may not have 
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been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreeraent was negotiated or signed. 

I n the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation. Holiday or other paid tirae o f f , or 

volun t a r y unpaid tirae o f f w i t h any other bargaining u n i t 
c 

(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

agreement, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

eraployees covered by t h i s Agreeraent. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be e f f e c t i v e from the date upon which 

i t i s r a t i f i e d by the C i t y Council of the C i t y of Chicago, but 

no e a r l i e r than July 1, 2017, and s h a l l remain i n e f f e c t through 

11:59 p.m. on June 30, 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t to reopen t h i s Agreeraent i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change (s) i n the applicab l e l a w ( s ) , i n c l u d i n g but 

not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e health 

care program mandating s i g n i f i c a n t changes i n health 

insurance b e n e f i t s t h a t becomes law and '-is e f f e c t i v e 

during the term of t h i s Agreement; 

2. The lack of achievement of health care cost 

containraent as a n t i c i p a t e d by the p a r t i e s pursuant t o 

the establishment and a d m i n i s t r a t i o n of the Labor-
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Management Cooperation Committee on health care, as 

defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes t h a t 

w i l l r e s u l t i n s i g n i f i c a n t cost containment or 

savings, as measured by a pro j e c t e d increase of 

costs f o r any i n d i v i d u a l plan of no more than 8% 

i n F i s c a l Year 2009 and each f i s c a l year 

t h e r e a f t e r when compared t o hea l t h care costs i n 

Fis c a l Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC f a i l 

t o r e s u l t i n such cost containment or savings as 

stated i n subsection (a) above, the LMCC s h a l l 

raake such adjustraents t o the Plan as are 

necessary, i n c l u d i n g but not l i r a i t e d t o 

adjustraents i n deductibles, co-pays and co

insurance, t o prevent the cost increase frora 

exceeding 8% as measured i n subsection (a) above. 

(c) Should the plan changes approved by the LMCC f a i l 

t o achieve cost containment or savings as state d 

i n subsections (a) and (b) above by the end of 

f o l l o w i n g f i s c a l year, e i t h e r p a r t y may e l e c t t o 

reopen ne g o t i a t i o n s as set f o r t h herein on the 

f o l l o w i n g s p e c i f i c t o p i c s : 
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• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party—reserves— t h e—right—fee—reopen—this 

A g r o c m o n t — i n — o r d e r — f e e — n e g o t i a t e — f e h e — H e a l t h — P l a n — s e f e — f o r t h — i n 

Article—9—ne—later—than—June—3-0-7—2011— a n d—June——2015,—er—ift 

fei^^e—evont—fehe—City—ei—Chicago—ie—awarded—fehe—2016—Olympic—Gamco, 

Juno 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to 

the terms of th i s Agreement, and the City agrees, 

for the term of th i s Agreement, that i t w i l l not 

invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y to t h i s Agreeraent has t h i r t y (30) days t o n o t i f y 

the other p a r t y of i t s i n t e n t t o reopen t h i s Agreement i n order 

t o negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t to reopen n e g o t i a t i o n s pursuant t o t h i s 

p r o v i s i o n , i t s h a l l submit w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ninety (90) days w i t h i n which to 

reach agreement on the A r t i c l e . I f the p a r t i e s f a i l to reach 

agreement at the conclusion of t h a t ninety (90) day period, each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

Non-Provailing Wage Rate Reopener 
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Four-Year: This—Agreement—may—be—reopened—fee—further 

negotiate— t h e—non-prevailing—wa-ge—rates—governing—fehe—second 

f i v e - y e a r terra (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e 4-r 

Section— 4 - ,—in the event that—(-a^—the C i t y n o t i f i e s the C o a l i t i o n 

that—ii—ha-s—nefe—reached—a—ouccossor—agreeraent- t o — a — t h e n — c u r r e n t 

f o u r - y e a r — a g r e e r a e n t — e x p i r i n g — e n — J u n e — 3 0 , 2 0 1 1 — r e g a r d i n g — a f t 

across-the-board percentage increase i e r other — u n i o n i z e d 

employees—ift—non-prevailing w a g e — r a t e — c l a o o i f i c a t i o n o — d e f i n e d — i f t 

fe^^e—^^Me—Tee—Clause"—by M a r c h — 2 ^ , — 2 0 1 2 ; — e r — ( ^ — t h e C o a l i t i o n 

n o t i f i e s the C i t y of i t o — i n t e n t — t o terminate the—"Mc Too Clauoc" 

by March 31, 2012. 

Five-Y(̂ a-£H Thio—Agreeraent—may—be—reopened—fee—further 

negotiate—fehe—non-pro v a i l ing—wage—rates—governing—fehe—oocond 

f i v e year—fee^m (07/01/2012 fee—06/30/2017) u n d e r — A r t i c l e 4-r 

Section— 4 - ,—in the—cvont—fehafe—(-a-)—the C i t y n o t i f i e s — t h e C o a l i t i o n 

that—ife—ha-s—nefe—reached—a—successor—agreement—fee—a—then—current 

f i v e - y e a r — a g r e e m e n t — e x p i r i n g — e n — J u n e — 2 0 - , 2 0 1 2 — r e g a r d i n g — a f t 

across—thc-board percentage increase f e r other unionized 

employees—ift—non-prevailing—wage—re-fee—claosificationo—defined—ift 

fei^e—"Mc Too Clause" by October—2 ^ ,—2012;—er—(-b^—the C o a l i t i o n 

n o t i f i e s the C i t y of i t s — i n t e n t — t o terminate the—"Me Too Clauoc" 

by October 31, 2012. 

if—a n y — e n e — e i — t r h e — f o r e g o i n g — e v e n t s — o c c u r s , — e i t h e r — p a r t y — f e e 

t h i o Agreeraent—ha-s—thirty—(-3-0^—days—to n o t i f y the—other p a r t y of 

ifee—intent—fee—reopen—thio—Agreement—in—order—fee—nogotiato—fehe 
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non-prevailing—vjoge—rates—governing—fehe—second—five—year—term 

(07/01/2012—fee—06/30/2017 ) — s e f e — f o r t h — i n A r t i c l e — — S e c t i o n — 4 - ^ 

S h o u l d — e i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n e g o t i a t i o n s — p u r s u a n t — f e e 

t h i o — p r o v i s i o n , i f e — s h a l l — s u b m i t — w r i t t e n notice—fee—fehe—other 

p a r t y and—fehe—City—shall—nefe—be—obligated—fee—mako—fehe—wago 

adj ustments—s-efe—forth—in—Article— 4 - ,—Section— 4 - . Thereafter,—fehe 

parties—have—ninety—(-9^-)—days—within vjhich to—reach agreement—en 

ferhe—Article . i f — f e h e — p a r t i e s — f a i l ''to—reach—agreement—a-fe—fehe 

conclusion—ei—that—ninety—(-9^^—day—period,—ea-eh—party—reserves 

the r i g h t t o reopen the e n t i r e Agreement. 

Other Reopener 

In the event of an eraergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

p a r t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed th i s document as of 

the day of , 3̂ 0-7- 2018. 

CITY OF CHICAGO FOR THE INTERNATIONAL BROTHERHOOD OF 
BOILERMAKERS IRON SHIP BUILDERS, 
FORGERS AND HELPERS-LOCAL LODGE 1 

By: By: 

[EMS: LOCAL-1] 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree to the following in a Side Letter to t h i s Agreement: 

The parties recognize that the success of the Joint 

Apprenticeship and Training Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and creation of opportunities to increase the use 

of apprentices in area construction projects. The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 to explore and recommend the consideration of 

such opportunities to the City and other governmental e n t i t i e s 

within the City of Chicago i n connection with the Joint 

Apprenticeship and Training Program I n i t i a t i v e , including, but 

not limited to: 

a. A multi-project labor agreement. 

b. A standard provision i n Construction Contracts that 

(i) contractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximvim number of apprentices on the project as 

permitted under the terms and conditions of th e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l contractor and 

svib-contractors performing construction work on the project 

s h a l l participate i n an apprenticeship program registered with 
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the U.S. Depar-tment of Labor's Bureau of Apprenticeship and 

Training. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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Labor Negotiations Between 
the City of Chicago and COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree to the following i n a Side Letter to t h i s Agreement: 

The City and Coalition agree to d i r e c t the LMCC to evaluate 

and i n i t i a t e changes to the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas that w i l l f a c i l i t a t e 

the s h i f t to a preventive health care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, including but 

not limited to the following areas: 

• Expanded Disease Management Program 

• HRA and Bio-metric Screening 

. • Health F a i r s 

• Weight Management Program 

• Imaging Review Service 

• Lifetime Maximum ' 

• Subscriber Share for Hospital B i l l s and Co-insurance 

• Exclusion for S e l f - i n f l i c t e d I n j u r i e s . 

• Comprehensive Communication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3 (a) of the Memorandum o f 

Understanding dated Ju l y 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the f o u r 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive some or a l l of the monetary 

make whole remedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order t o conclude n e g o t i a t i o n s a t the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y t o waive 

some or a l l of the monetary make whole remedies. U n t i l such an 

agreement i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be o b l i g a t e d t o implement the monetary make whole 

remedies i n the Award. I n a d d i t i o n , i f such an agreement i s not 

reached by December 1, 2007, the p a r t i e s s h a l l submit the issues 
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of the Unions' proposed amendment to Section 3(a) to r e f l e c t the 

Unions' preferred approach to the four 10-hour workweek and the 

City's proposed r e l i e f from the monetary make whole remedy to an 

arbitrator for resolution. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

SIGN AND PICTORIAL PAINTERS UNION 

AGREEMENT 

This Agreeraent i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and the Sign and P i c t o r i a l Painters Union -

Local 830 ( h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose of 

e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages, and other terms and 

conditions of employraent f o r the eraployees represented by the 

Union. 

In r e c o g n i t i o n of the above, the Eraployer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 Recognition 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Sign Painter Helper 

Sign Painter 

Foreman, Sign Shop 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect to rates of pay, wages, hours and other 

terras and conditions of employment. The terra "eraployee" as used 

herein, r e f e r s to the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d to the contrary. 
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ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Eraployer, except only as they may be subject t o a s p e c i f i c 

and •express o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

raatters concerning or r e l a t e d t o the management of the 

Employer's operations and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or or g a n i z a t i o n of the Employer's operations, or other 

economic reasons; to h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o make and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o raaintain order and e f f i c i e n c y ; t o schedule 

the hours of work; to determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

raachinery, equipment and ma t e r i a l s t o be used, the nature, 

e.xtent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t t o determine the number of employees and how they 

s h a l l be eraployed, and the q u a l i t y and q u a n t i t y of workraanship 

and work required to insure maxiraura e f f i c i e n c y of operations; t o 

e s t a b l i s h and en[orce f a i r production standards; and t o 

determine the size, number and l o c a t i o n of i t s departments and 
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f a c i l i t i e s . A l l of the pr o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal eraployraent opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and nothing in 

this Agreement s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and .agreed that th i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect the 

seniority provisions of t h i s Agreement. 

Section 3.2 No Discrimination 

Neither the Employer nor the Union s h a l l discriminate 

against any eraployee covered by this Agreeraent in a raanner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, marital status, mental 

and/or. physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievance of Alleged Violation 

Grievances by employees alleging violations of this A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

this Agreement, but s h a l l not be subject to arbitration unless 

mutually agreed by the parties. 

Section 3.4 Reasonable Accommodation 

In the event the Employer s h a l l be required to raake a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") to the d i s a b i l i t y of an applicant or incumbent 
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employee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreement, the Employer s h a l l b r i n g t h i s raatter t o 

the a t t e n t i o n of the union. The prov i s i o n s of A r t i c l e 11 of 

t h i s Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r may 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreement and the eraployee's r i g h t s under t h i s Agreeraent, 

provided t h a t no incumbent employee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

Effective July 1, 20-8-17, employees covered by this 

Agreement s h a l l continue to receive the hourly rate being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing similar kinds of work in 

Cook County pursuant to the forraula currently used by the United 

States Department of Labor in administering the Davis-Bacon Act 

as currently being paid to said eraployees as set forth in 

Appendix A appended to and made a part of this Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning in 20-017, through the period ending June 30, 20i^22, 

the wage ra t e r e f e r r e d t o i n the immediately preceding section 

s h a l l be adjusted to r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid to c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. In "the event 
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the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such, r a t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 4.3 Non-Prevailing Wage Rates Governing—First Five-
Yoars of thia Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustraents below f o r a l l employees who are i n non - p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year I-H 

• Effective 07/01/2007 —1%- 01/01/2018 - 2.00% 

E f f e c t i v e 01/01/2008 2 . 25°o 01/01/2019 - 2.25% 

Year 2: 

• Effective 01/01/2009 -• 3% 01/01/2020 - 2.00% 

Year 3 

Effective 01/01/2010 2^ 01/01/2021 - 2.25% 

Year 4 

Effective 01/01/2011 3 . 2 5 "o 01/01/2022 - 2.00% 

Year 5 

• — E f f e c t i v e 01/01/2012 3 . 5% 

Section—4-^-4 Non-Prevailing—Wage—Rates—Governing—Second—Fivo-
Yoar Torm (07/01/2012 to 06/30/2017) 



( 

E f f e c t i v e — t h e — f o i lowing—dates ,— t he—City—will—malce—fehe—vjogc 

ad j u s t m c n t s — b e l o w — f e r — a i i — e m p l o y e e s —w h e — a ^ e — i f t — n o n - p r e v a i l i n g 

r a t e — c l a s s i f i c a t i o n s — a n d who are—either—en—fehe—payroll—a-s—ef^—fehe 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 6: 

•—Effective 01/01/2013 '-2^ 

Year 7: 

•—Effective 01/01/2014 2% 

Year 8: 

• .Eff e c t i v e 01/01/2015 - 2% 

Year 9: 

•—Effective 01/01/2016 2^ 

Year 10: 

•—Effective 01/01/2017 2%-

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized eraployees 

i n n o n - p r e v a i l i n g wage ra t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base rate of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non-prevailing wage rate c l a s s i f i c a t i o n s * * receive 



a lump sura payraent i n any contract year, employees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the same lump sum payment i n any such year. The p a r t i e s 

agree to confer regarding the t i r a i n g , amount and iraplementation 

of any wage adjustment or lurap sum payment under t h i s Section 

p r i o r t o such adjustraent being paid. 

**Exclusive of sworn eraployees of the Chicago Police Departraent 

and uniformed merabers of the Chicago Fire Department. 

Section 4.4 Retroactivity 

The increases set f o r t h i n A r t i c l e 4, Sections 4.1 and 4.3, 

are payable t o a f f e c t e d eraployees who, as of Auguot—2-^—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the C i t y 

Council, are e i t h e r on the p a y r o l l , or are on approved leave, or 

are on l a y o f f w i t h r e c a l l r i g h t s , or are seasonal eraployees who 

are e l i g i b l e f o r r e h i r e , or are former employees who r e t i r e d 

e f f e c t i v e " between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the C i t y Council, i n c l u s i v e . 

Section 4.6 Out of Grade Pay 

An eraployee covered by t h i s Agreeraent who i s d i r e c t e d t o 

and does perforra s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h is own tenure f o r a l l such time from the f i r s t 

day of the assignment. The Emp.loyer agrees t h a t i t w i l l raake 

such assignraents f o r not less than an eraployee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 
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t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payraent was earned. 

The time l i m i t s for ouch individual aosignracnto to acting into 

higher-rated jobs s h a l l not exceed one hundred eighty (180) days 

be ninety—(-9^-)—days, except where a regular incumbent i s on 

leave of absence, in which case the time lirait for acting into 

such position may not exceed one (1) year be—eia—(-6-)—raonths and 

no individual employee can act into that position for more than 

n i n e t y (90) days. The time l i m i t s may be extended by mutual 

agreement of the parties. I f the one hundred eighty (180) day 

time l i m i t i s extended to one year due to a regular incumbent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than ninety-(90) days per employee. To the extent the 

Eraployer continues t o require the perforraance of the duties of 

the highe r - r a t e d job beyond the time l i m i t s set f o r t h herein, 

the assignment p o s i t i o n s h a l l be t r e a t e d as. a "permanent 

vacancy" w i t h i n the meaning of Section 14.10 of t h i s Agr,eement— 

and the employer s h a l l be—subject to the app l i c a b l e postirng- and 

f i l l the job as a "permanent vacancy" subject to the applicable 

posting and bidding provisions of that Section. 

Section 4.5 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 



p a y r o l l period i n which i t i s earned. A l l overtirae or 

preraium pay s h a l l be paid to employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

p e riod i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the tirae s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or premium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the employee proraptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute t o the Department timekeeper on the "Employee 

P a y r o l l I n q u i r y Form" attached hereto as Appendix B. 'The 

employee's submission of such Forra s h a l l t o l l the period 

f o r processing a grievance f i l e d by the eraployee or Union 

over such dispute. I f the Departraent concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Departraent w i l l submit a 

supplemental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the employee's 



complaint. Shortages less than $100.00 w i l l be added to 

the eraployee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sura greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o the eraployee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i m i t e d t o duty d i s a b i l i t y ) , overtirae 

earned under the City's eraergency snow removal program, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payraent o b l i g a t i o n s 

w i t h respect t o the payraents r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreeraent. 

(e) I n order to provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Committee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's raembers of the Committee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 
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C o a l i t i o n , 'as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives t o serve as members of the Coraraittee. The 

Comraittee w i l l raeet not less than q u a r t e r l y , or raore 

f r e q u e n t l y as the need raay a r i s e , t o review ongoing issues 

regarding p a y r o l l , compliance w i t h t h i s Section, or other 

issues of rautual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreement. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from time-to-time a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f raeetings w i t h Department heads t o review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t employees. 

ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The norraal work week s h a l l consist of f i v e (5) consecutive 

8-hour days, Monday through Friday, and two (2) consecutive days 

o f f , Saturday and Sunday. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one rainute a f t e r 11:59 P.M. 

Saturday) Sunday and ending at 12:00 raidnight the f o l l o w i n g 

Sunday. The norraal work day s h a l l begin between 8:00 A.M. t o 

4:30 P.M., except where d i f f e r e n t hours are c u r r e n t l y i n e f f e c t . 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Employer may change the established s t a r t i n g tirae of the Monday 

through Friday work day f o r a department, bureau, work u n i t , 
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crew or individual upon fourteen (14) days written notice to the 

Union and affected employees, and discussion with the Union. 

Said starting times s h a l l not be scheduled more than two (2) 

hours before the regular starting times currently in effect in 

thi s Agreement. A l l such changes, unless otherwise agreed to by 

the parties, s h a l l be in effect for a minimum of one (1) week, 

and s h a l l provide for the same starting times each day of that 

period. No employee s h a l l be placed on a s p l i t s h i f t without 

agreement by the Union. Failure to comply with t h i s provision 

s h a l l result in the payment of appropriate premium time ; to 

affected eraployees. 

Section 5.2 Overtime 

Overtirae and premiura pay f o r eraployees s h a l l be defined and 

paid i n accordance w i t h the h i s t o r i c a l and t r a d i t i o n a l p r a c t i c e s 

of the Employer and the Union pursuant t o the ap p l i c a b l e 

c o l l e c t i v e bargaining agreement which i s negotiated i n the 

p r i v a t e sector and which h i s t o r i c a l l y and t r a d i t i o n a l l y governs 

said payment. The Union s h a l l c e r t i f y and provide evidence t o 

the Employer of said overtirae and premium d e f i n i t i o n s and rates 

as described above. 

A l l work performed i n excess of 40 hours worked per week; 

or i n excess of 8 hours worked per day where the eraployee has 40 

hours of work or excused absences; or on Saturday as such, when 

Saturday i s not part of the employee's regular work week; or on 

the s i x t h consecutive day worked, s h a l l be paid f o r at one and 

one-half (1-1/2) times the regular s t r a i g h t time hourly r a t e of 

pay. A l l work performed on Sunday, when Sunday i s not p a r t of 
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the employee's regular work week; or the seventh consecutive day 

worked, s h a l l be paid for at one and one-half (1-1/2) tiraes the 

regular hourly rate of pay. Such overtirae s h a l l be computed on 

the basis of completed f i f t e e n minute segraents. Eraployees 

exerapt from the Fair Labor Standards Act s h a l l not be e l i g i b l e 

for overtime under thi s Section. There s h a l l be no pyramiding 

of overtirae and/or preraiura pay. Daily and/or weekly overtirae 

and/or premiura pay s h a l l not be paid for the same hours worked. 

A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 

Section 5.3 Overtime Distribution 

(a) Overtime and/or premium time r e f e r r e d t o i n t h i s 

Agreement s h a l l be o f f e r e d f i r s t t o the eraployee perforraing the 

job and t h e r e a f t e r by s e n i o r i t y t o the raost senior eraployee i n 

the c l a s s i f i c a t i o n at the work l o c a t i o n being given the 

oppo r t u n i t y t o work, provided the employee has the present 

a b i l i t y t o perform the work t o the s a t i s f a c t i o n of the Eraployer 

without f u r t h e r t r a i n i n g . A reasonable araount of overtirae s h a l l 

be a c o n d i t i o n of continued employment, provided however, t h a t 

i n the event such o f f e r s of overtirae are not accepted by such 

eraployees, the Employer may mandatory assign such overtime by 

reverse s e n i o r i t y . 

(b) Employees i n the c l a s s i f .1 c a t i o n at the work l o c a t i o n 

who have been given the option to work the overtirae and/or 

preraium time, whether the option was accepted or r e j e c t e d , w i l l 
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not be afforded the option to work subsequent overtime and/or 

preraiura time u n t i l a l l employees in the c l a s s i f i c a t i o n at the 

work location have been reasonably afforded the opportunity to 

work the overtirae and/or preraiura time, subject to the sarae 

provision as in Section 5.3(a). 

Section 5.4 Reporting Pay 

When an employee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainiraura of two (2) hours 

work or pay at the eraployee's regular s t r a i g h t tirae hourly r a t e , 

unless the eraployee was t o l d at l e a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise thd designated 

person w i t h i n the Department of h i s or her current telephone 

number. 

I f the eraployee works more than two (2) hours, he or she 

s h a l l receive a rainiraura of four (4) hours work or pay f o r t h a t 

day. I f the eraployee works raore than four (4) hours', he or "she 

s h a l l be guaranteed eight (8) hours work or pay f o r t h a t day. An 

eraployee who does not complete a normal e i g h t (8) hour s h i f t 

because he or she i s sent horae by the Employer s h a l l have the 

option of using a p o r t i o n of accrued vacation, personal or 

compensatory time f o r t h a t day upon noti c e t o the Employer. 

Section 5.6 C a l l - i n Pay 

E.xcept as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a rainiraura 

14 



of two (2) hours> pay at the appropriate overtime r a t e from the 

tirae t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r to any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.7 Emergency C a l l Pay 

In the event a General Foreman or Foreman i s directed by 

the Employer to respond to emergency c a l l s from home and outside 

of his or her regular working hours, he or she w i l l be granted 

corapensatory tirae at the appropriate rate for a l l v e r i f i e d time 

spent responding to the emergency frora horae, with a rainiraum of 

15 minutes of compensatory time to be granted in any calendar 

day on which any such eraergency -responses were required, up to a 

raaximum of two hours of compensatory tirae in any calendar day. 

Section 5.8 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees in the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accumulate such time up to a maximum of 160 hours. 
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Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. A l l accvimulated^^compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 in any calendar year w i l l be paid to employees i n the 

form of cash at t h e i r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 Current Holidays 

(a) F u l l - t i m e hourly eraployees s h a l l receive eight hours 

s t r a i g h t - t i m e pay f o r the holidays set f o r t h below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday. 
3. Casimir Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Columbus Day 
8 . Thanksgiving Day 
9. Christmas Day 

(b) Employees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l ' be e n t i t l e d to one (1) paid 

personal day i n each year of t h i s Agreement. At the employee's 

option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Employer. I f the employee i s required 
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or allowed t o work on such designated day, the eraployee s h a l l 

receive the appropriate holiday preraiura r a t e . An eraployee may 

e l e c t to carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Employees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the eraployee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Eraployer. New eraployees who 

coraraence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(c) The benefits set forth in (a) and (b) above s h a l l be 

paid provided the employee i s in pay status the f u l l scheduled 

work day imraediately preceding and the f u l l scheduled work day 

iraraediately following such holiday, or i s absent from work on 

one or both of those days with the Employer's permission; such 

permission s h a l l not be unreasonably denied. 

Seetion 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1 he/she s h a l l be paid at the r a t e of 

two (2) times (which includes holiday.pay) his/her norraal hourly 

ra t e f o r a l l hours worked. I f the employee i s not required to 

work on calendar holiday s p e c i f i e d i n Section 6.1, such eraployee 

s h a l l be paid eight hours at s t r a i g h t tirae f o r such holiday. 

A l l holiday tirae s h a l l be considered time worked f o r the 

purposes of computing overtirae except where the holiday f a l l s on 

the employee's day o f f . 
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Section 6.3 Failu r e to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s 

to report .to work, the employee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other emergency. 

Section 6.4 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Eraployer s h a l l have the option of gr a n t i n g the 

employee an extra day's pay or an extra day of vacation at a 

tirae mutually agreed upon between the eraployee and the 

departraent head, provided the employee works the f u l l scheduled 

workday immediately preceding and the f u l l scheduled workday 

immediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Employer f i n d s to be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 
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Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An employee w i l l earn the f o l l o w i n g amounts of paid 

vacation, based on such eraployee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January I e l i g i b i l i t y . 

Continuous 

Service P r i o r t o July 1 Vacation 

Less than 6 years 13 days 

6 years or raore, but less 

than 14 years 18 days 

14 years or more 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The employee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated frora eraployraent, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 

The amount of pro r a t a vacation i s deterrained by d i v i d i n g 

the nuraber of months of continuous service the f u l l - t i m e 

employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

araount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole number of days. Employees separated from eraployment, 
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other than f o r cause, w i l l be paid on a suppleraental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-tirae employees who work at l e a s t 80 hours per raonth 

earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance w i t h 

the forraula used by the Eraployer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

employee was denied vacation by the eraployer, or, (2) the employee 

i s on an approved leave of absence, or (3) the eraployee e l e c t s i n 

w r i t i n g t o carry over vacation days (up to three (3) such 

vacation days o f accrued and unused vacation days f o r employees 

w i t h less than ten (10) years o f se r v i c e , and up t o f i v e (5) days 

of accrued and unused vacation days f o r employees w i t h ten (10) 

or more years of service) f o r use i n d i v i d u a l l y or consecutively 

during the next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given t o the employer before December 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximum number of s i n g l e use vacation days provided 

f o r under t h i s Agreement. Such carry over vacation days must be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

Cancellation or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks , upon—rautua 1—agreeraent—ef—fehe—oraploycr,—vjhich 
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agreement—shall not be unreasonably denied or withhold, and such 

carry over days must be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) raonths, i n the case of an 

eraployee's r e t u r n frora an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30̂ *̂ , or approving 

the rescheduling of c a r r y over days beyond June 30̂ *̂ . Employees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

t o being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation time earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) months f o l l o w i n g the date i n which the person became 

disabled, and s h a l l be e n t i t l e d t o use such vacation time w i t h i n 

twelve (12) months f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 Employees Laid Off or Discharged 

Eraployees who are terrainated f o r cause are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns i n l i e u o f 

discharge i s e n t i t l e d t o the amount of vacation pay i n t h e i r 

bank a t the time of r e s i g n a t i o n . Employees s h a l l not earn 

vacation c r e d i t f o r any period during which they are on l a y o f f 

or leave of absence without pay i n excess of 30 days (except 

where such leave was adjudged e l i g i b l e f o r duty d i s a b i l i t y ) or 

engaged i n conduct i n v i o l a t i o n of A r t i c l e 12 of t h i s Agreement. 

In the event of the death of an e l i g i b l e employee, the s u r v i v i n g 
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widow, widower or estate s h a l l be entitled to any vacation pay 

to which the deceased employee was entitled. 

Section 7.5 Rate of Pay 

The rate of vacation pay s h a l l be computed by raultiplying 

the employee's straight time hourly rate of pay in effect for 

the employee's regular job at the time the vacation i s being 

taken, times 8 hours per day, times the number of days vacation 

to which the employee i s e n t i t l e d . Salaried employees s h a l l 

receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 

determine the number and scheduling of crews and employees who 

can be on vacation at any one time without h i n d e r i n g the 

operation of the Department. The Department w i l l not designate 

any time or period- during the calendar year when e l i g i b l e 

employees would be p r o h i b i t e d from scheduling and t a k i n g 

vacation time. 

Employees s h a l l make vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

Department w i l l respond t o the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days from the 

date the request i s received by the Department, except i n cases 

where the request i s made f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l not a r b i t r a r i l y cancel 



an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe manpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable t o the iraraediate perforraance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payraent t o the eraployee of the appropriate pay ra t e f o r a l l 

hours worked as i f i t were a norraal work day, or f o r a norraal 

work day, whichever i s greater, unless the eraployee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an eraployee s h a l l 

occur only in the most extreme emergencies. In the event of 

such cancellation, the Employer w i l l reimburse the employee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Rociprocity With Other Agencies 

Any employee—-ef fehe C i t y ef Chicago h i r e d p r i o r fee 

February 13, 198 6—whe—ha-s—rendered—ocrvice—fee—fehe—County—ef-

Cook,—fehe—Chicago—Park—Diotrict,—fehe—Chicago—Housing—Authority, 

fei^e—Forest—Preserve—District,—feh-e—Metropolitan—Sanitary Diotrict 

ef—Groatcr—Chicago,—fehe—State—ei—Illinoio,—fehe—Chicago—Board—ei 

Education, the C i t y — C o l l e g e s ef^ Chicago, Community—College 

D i s t r i c t — 5 0 8 ,—fehe—Chicago—Tranoit—Authority,—fehe—Public—Building 
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Commission ef Chicago, fehe Chicago Urban Tranoportation 

D i o t r i c t , — a n d — f e h e — R e g i o n a l — T r a n o p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

i h e — r i g h t — f e e — h a v e — f e h e — p e r i o d — e f — o u c h — o c r v i c c — c r e d i t e d — a n d 

counted—fe*—fehe—purpooc—ef^—computing—feh-e—number—e^—years— e i 

service—a-s—an—employee—ef—fehe—City—f-er—vacations,—provided—that 

such—ocrvicc—ha-s—boon—continuouo—service . However,—vacation 

t i m e — a c c r u e d — w h i l o — w o r k i n g — f e r — a n o t h e r — p u b l i c — a g e n c y — i - s — n e f e 

t r a n s f e r a b l e . Emp l o y e e s — h i r e d — a f t e r — F e b r u a r y — i 2 r - , 198 6—whe 

render—service—fer—any other—employer—a-s—statod above—shall—have 

the—right—fee—have—feh-e—period— e i—ouch—service—credited—and 

counted—fer—fehe—purpose—e^—computing—fehe—number—ef^—yoaro—ei 

service—ae—en—employee—ef^—fehe—City—fer—vacationo,—provided—a 

majority of other cmploycoo of the Employer receive ouch credit. 

Section 7.8 Non-Consecutive Vacation Days 

Employees may receive up to five s i x (6) of their vacations 

days one or more day(s) at a time as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so late 

in the vacation year that the employee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 
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days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side o f the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees raay designate and use at t h e i r o ption up t o f i v e 

-f-5-)- s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as s i c k days t o cover periods of bonafide raedical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l i n c l u d e (or 

may be expanded upon by the C i t y ) : (i)mother, f a t h e r , husband, 

w i f e , b rother or s i s t e r ( i n c l u d i n g blood, sl^ep or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

partner i s r e g i s t e r e d w i t h the Department of Hviman Resources. 

The Eraployer reserves the r i g h t t o ask the eraployee t o f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g to use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l i.nform the 

representative of the Employer who eraployees are t o l d i s 
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designated f o r such purposes of t h a t f a c t at the tirae he/she 

c a l l s i n to report an i l l n e s s . Salaried employees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreement s h a l l be i n e l i g i b l e 

t o use vacation days as s i c k days while they have a v a i l a b l e 

unused sick days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service means continuous paid eraployment frora 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employment. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 
l a y o f f of 30 days or le s s ; or 

2. An absence where the employee i s adjudged 

e l i g i b l e f o r duty d i s a b i l i t y compensation. 

Section 8.2 Interruption in Service 

(a) Non-seasonal employees who work a miniraura of ei g h t y 

(80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due to suspension 

(3) Unpaid leaves of absence f o r raore than 30 days or 

l a y o f f f o r more than 30 days, unless employees 
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are allowed to accuraulate s e n i o r i t y under t h i s 

Agreement. 

(b) Seasonal eraployraent of 120 calendar days or less i n 

any calendar year s h a l l not be c r e d i t e d toward continuous 

service f o r the tirae worked. 

(c) Seasonal employment i n excess of 120 days i n any 
'i 

calendar year s h a l l be credited toward continuous service. 

Soction 8.3 Reciprocity 

EfTiploycGS—hired p r i o r fee February i2r-, 1986 whe have 

r e n d e r e d — s e r v i c e — f e e — f e h e — C o u n t y — e f — C o o k , fehe—Chicago Park 

D i o t r i c t , fehe—Forest—Preserve—District, the—Chicago—Houoing 

A u t h o r i t y , fehe M e t r o p o l i t a n Sanitary D i o t r i c t ef Greater 

Chicago-^—fehe—State—ef—Illinois,—fehe—Chicago—Board—ef^—Education, 

City—Gollcges—ef^—Chicago,—Community—College—District—508,—fehe 

Chicago T r a n s i t A u t h o r i t y , Public B u i l d i n g Commission ef-

Chicage7 fehe—Chicago—Urban—Tranoportation—District—and—fehe 

Rcgiona-1—Transportation—Authority—shall—have—fehe—period—ef—ouch 

s e r v i c e — c r e d i t e d — a n d — c o u n t e d — f e r — f e h e — p u r p o o o — e f — a d v a n c e m e n t 

w i t h i n — l o n g e v i t y — s a l a r y — s c h e d u l o o . However,—eraploycco—hired 

a f t e r February i2r-, 198 6 whe render service f e r any other 

employor as—stated above—shall—have—fe4=^e—right—to havo—the p e r i o d 

ef &t}eh ocrvicc credited and counted fer fehe purpooc ei 

advancement w i t h i n l o n g o v i t y salary schedules provided a 

majority of other employees—of the—Employer receive—ouch—credit. 

Section 8.4 Break in Service 

Notwithstanding the pro v i s i o n s of any ordinance or r u l e t o 

the contrary, continuous service of an employee i s broken, the 
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employment relationship i s terminated, and the eraployee -shall 

have no right to be rehired, i f the employee quits, i s 

discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the eraployee's authorized Employer 

representative unless the circumstances preclude the Employee, 

or someone on his behalf, from giving such notice, does not 

actively work for the Employer for twelve (12) months (except 

for approved f u l l time Union representative leaves or medical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for raore than twelve (12) consecutive months i f the eiriployee has 

less than five (5) years of service at the time of the layoff, 

or i s on layoff for more than two (2) years i f the employee has 

five (5) or more years of service at the time of the layoff. 

Section 8.5 Probationary Employment 

New employees, h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary employees f o r the f i r s t twelve 

(12) ei-x—(-64- months of t h e i r eraployraent and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary employees continuing i n the service of the 

Employer a f t e r twelve (12) e i a (-6) months s h a l l be career 

service employees and s h a l l have their seniority date made 

retroactive to the date of their o r i g i n a l hiring. Probationary 

eraployees may be disciplined or discharged as exclusively 

determined by the Eraployer and such Eraployer action s h a l l not be 

subject to the grievance procedures, provided that,(1) after, the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 
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employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Eraployer, within i t s discretion, rehires a former 

eraployee who did not complete his/her probationary period within 

one year from the employee's termination, .. and said former 

eraployee had served 90 days or raore of his/her probationary 

period, a l l tirae previously served in the probationary period 

s h a l l be counted for purposes of deterraining when the said 

eraployee completes his/her probationary period. A probationary 

employee who has served 90 days or more of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for employment in the same- job t i t l e in the 

department from which he/she was l a i d off, so long as he/she 

does not refuse an offer of employment, and does not suffer a 

break in service under Section 8.4 of t h i s Agreement. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cumulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 
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employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary eraployees s h a l l be compensated at the 

same rate as career service eraployees. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Eraployer s h a l l provide t o employees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the sarae terms and conditions 

applic a b l e to said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o eraployees and t h e i r e l i g i b l e 

dependents. 

(b) Employees who participate in the Employer; raedical 

care plan or an HMO s h a l l raake the following contributions 

toward their health care coverage based on the applicable 

percentage of thei r base salary (not including overtime) limited 

by the salary cap: 

Single Employee +1 Family Salary Cap 

July 1, 2017 1.2921% 1.9854% 2.4765% $90,000 

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

Jan. 1, 2019 2.2921% 2.9854% 3.4765% $115,000 
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Jan. 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

- f i ^ e m p l o y e e — r a e d i c a l — c o n t r i b u t i o n s — a r e — b a s e d — e n — a 

coraposite—1. 6°o—ef^—base—oalary—fer—single,—employee—and 

one,—aftd—family—levels—ef—coverage—a-s—specified below. 

Fer—exaraple, fehe c o n t r i b u t i o n o afe s e l e c t e d — s a l a r y 

levels—per pay period are as—follows: 

ANNUAL 
O 7\ T A f t y 

SINGLE 
-1 f l o o -| 9-

EMPLOYEE + 1 — 
-1 c . n n n o 

FAMILY 
-| nn ncio 

. - - i i X j i i L \ 1 X . 3 iL 3 X ti X . 3 1 ly t fi 1 . J 1 3 3 G 

rin -tn S^O 000 I"' 1 0 00 '~>'~> 00 
3 ^ 3 3 1^ 3 3 , 3 3 3 

s30 o n i 
X i.. . 3 3 

1 O O C 

X ly . 3 3 

1 0 7 R 
iL iL . 3 3 

3 A CO 
'f 3 3 , 3 3 X 

$,A0 000 
X iL . 3 3 

11 1 A 

X 3 . 13 

o c oo 
iL H . 3 3 

OO OA 
V ^ CJ , 3 3 3 

S 5 0 0 0 0 
± f . X r t 

O-I AO 

iL 3 . 3 3 

OO n-] 

3 iL . 0 *i 

A l OR Y ^ f w w 

5(^0 non 
i L . *1 i -

R 7 n 
3 i.^ . ly X 

7 Q l l Q 

*i X . 3 3 

AO 3 C 
T* u U / u u u 
5 7 0 0 0 0 

3 . 13 

o n n n 

3 J . *i U 

A f, 01 
^-ly~—ii-3 

R 7 An 'r ' ' ^ f W U U 

5 ^ 0 0 0 0 
iL J . 3 J 

OA o n 

H 3 . 3 1 

R'' f f, 
3 1 . rt T 

1^ R f o 
O \J f u u u 

5 o q n n n 

3 ^ . iL 1 

O Q c c 

3 i.^ . 3 3 

Q ^ A 
3 3 . 3 3 

no on 
O ^ f J J J 

$ 9 0 , 000 1 
..J O . 3 3 

3 8 . 6 0 
3 J . iL *i 

5 9 . 3 0 
1 3 . 3 J 

7 3 . 9 5 

Alri—contributions—shall—be—raade—en^—a pre-tax—basis—aftd—a^e 

payable—on a per pay period basis. 

-(-2-) e f f e c t i v e — J u l y — 1 - , — 2 0 0 6 — c m p l o y o c — m e d i c a l — c o n t r i b u t i o n o 

ere—based on—a—composite—2 . O'c;—ef—base—salary—fer^ 

s i n g l e , employee aftd one, and fa m i l y l e v e l s ef-

covcragc a-s s p e c i f i e d below . Fer example, fehe 

co n t r i b u t i o n o — a f e — s e l e c t e d — s a l a r y — I c v o l s — p e r — p a y period 

arc as—f ollovjo : 

ANNUAL -. SINGLE • EMPLOYEE I 1 FAMILY 
SALARY 1.2921°o 1.9854°c 2.476^ 

Under $30, 000 $15.71 $23.88 ^^^^-^ 
$30, 001 $16.15 $2.̂  . 82 $30 . 96 
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$40,000 
$ sn nnn 

$21 .51 
C O C n o 

$33.09 
* d 1 -Dp 

$41.28 
«̂  S I SQ 

^ 3 3 , VJ U U 

fin nnn 
V .d- \J . J i.. 

coo on 
4 ± . J) O 

•^^ AO f A 
Cf 3 X. . 3 J> 

* 1 Q1 
•f 3 3 , 3 3 3 

'^10 000 
•Y —1 i~ . CJ 

"5 7 fO 
Cf ^ J l . O r t 

S T Q l 
V O J- . Jl X 

c-1 o oo 
V 1 3 , 3 3 3 

son nnn 
Cf ^ 1 . 3 J 

A'^ 0'^ 
Cf 3 1 . J X 

'^ff 1 ° 
Cf 1 iL . 3 

C O O R 
^ 3 3 , 3 3 3 

500 000 
V i ^ . CJ * 

S 'I o /IS 
Cf 3 3 . X 3 

c n A AC. 

Cf 3 iL . 3 3 

cno on 
V CJ , CJ CJ CJ 

$100, 000 
V " O . T vJ 

$53.84 
Cf 1 H . *± 3 

$82.73 
Cf J i^ . 3 1 

$103.19 

A l l c o n t r i b u t i o n s s h a l l be made on ̂ a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

subject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

svibject t o an annual deductible o f $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 

provisions of insurance p o l i c i e s between Employers and insurance 

companies. 

(d) A dispute between an eraployee (or his/her covered 

dependent) and the processor of clairas s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e to q u a l i f i e d 

employees. The Eraployer may o f f e r coverage under raore than one 

HMO. The employee's option of s e l e c t i n g an HMO i s - subject to 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n this'Agreement to the contrary. 

32 



( f ) Where both husband and wi f e or other f a m i l y members 

e l i g i b l e under one f a m i l y coverage are employed by the Employer, 

the Employer s h a l l pay f o r only one f a m i l y insurance or faraily 

h e a lth plan. 

(g) The current p r a c t i c e p e r m i t t i n g eraployees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreement. 

(h) Consistent w i t h the terras of the Employer's e x i s t i n g 

Group Health Care Plan, and the ap p l i c a b l e r u l e s thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 

raaximum of 12 weeks, subject t o the terms of the Plan and any 

other applicable p r o v i s i o n s of t h i s Agreement. Eraployees who are 

rec e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terras of the 

Plan and i t s applicable r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, employees must make a l l i n d i v i d u a l medical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terras of 

the Plan and i t s applicab l e r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the form of which raay include, but i s 

not l i m i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 
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communication from the Employer or i t s insurance c a r r i e r , or 

sorae other s i m i l a r advisory. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree to create maintain a J o i n t Labor Manageraent 

Cooperation Committee ("LMCC") pursuant to applicabl e s t a t e and 

fede r a l Law. The purpose of the LMCC i s t o research and make 

recommendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achievement of s i g n i f i c a n t ahd measurable savings i n the 

cost of employee health care during the term of t h i s Agreement. 

The Parties s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreeraent and Declaration of .Trust ("Trust 

Agreement") contemporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 

of Chicago. Said Trust Agreeraent s h a l l be attached to ̂ this 

Agreement as Appendix C. 

Section 9.3 

The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

(a) Formation of a Committee t o 'govern the LMCC c o n s i s t i n g 

of up t o twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed 'by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by t h e . C o a l i t i o n Unions. 
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(b) Appointment by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreement. 

(c) A u t h o r i t y of the LMCC t o make recommendations and 

mo d i f i c a t i o n s i n the health plan expected t o r e s u l t i n savings 

and cost containraent. 

(d) Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of t h i s A r t i c l e , an "eraployee" s h a l l mean a 

City employee represented by signatory labor organizations of 

this Agreement. A "Coalition Union" means signatories to t h i s 

Agreement which have executed a c o l l e c t i v e bargaining agreement 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design changes 

that w i l l r e s u l t in estimated savings of at l e a s t $3 millio n (as 

calculated with respect to the Coalition Unions bargaining 

units) by 2020. The parties w i l l work through the LMCC to 

identify changes that w i l l r e s u l t i n the required savings. I f , 

prior to January 1, 2020, the parties have not reached agreement 

upon the proposed changes, each party w i l l submit i t s offer of 

proposed changes and the amount proposed to be reduced, 

including the methodology for estimating the value of the 

proposed changes, to a mutually agreed upon arbitrator, who w i l l 

be limited to selecting either the City's or Coalition Unions' 
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o f f e r . The o f f e r selected by the a r b i t r a t o r w i l l be b i n d i n g on 

the p a r t i e s and on the LMCC. 

Section 9.6 

The C i t y agrees t o provide representatives from the 

C o a l i t i o n Unions i n f o r m a t i o n , such as the claims experience from 

the C i t y r e t i r e e h e a l t h plans, and other r e l e v a n t 

data/information so t h a t the C o a l i t i o n Unions can explore the 

f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h plan 

separate and independent from the C i t y ' s plans t h a t could cover 

c e r t a i n C i t y r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be 

provided w i l l i n c l u d e , but not be l i m i t e d t o , a census f o r the 

cu r r e n t non-Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, 

coverage t i e r ( s i n g l e , couple, f a m i l y , e t c . ) , and z i p code of 

residence, as w e l l as the claims i n f o r m a t i o n and enrollment 

counts f o r the l a s t three (3) years. The Unions agree t o execute 

any appropriate c o n f i d e n t i a l i t y agreements necessary f o r the 

release of such i n f o r m a t i o n . The p a r t i e s understand and agree 

t h a t the i d e n t i t y of any s p e c i f i c i n d i v i d u a l w i l l not be 

ascertainable from the i n f o r m a t i o n supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an eraployee's immediate fa m i l y 

such employee s h a l l be e n t i t l e d t o a leave of absence up t o a 
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maximum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a maximum of f i v e consecutive, 

days. During such leave, an hourly employee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such tirae as she/he i s 

required t o be away frora work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed e i g h t hours per day) . Salaried 

eraployees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The employee's iraraediate faraily s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whora the employee i s 

a court-appointed l e g a l guardian. The Employer may, at i t s 

option, require the employee t o submit s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased to the 

employee. 

Section 10.2 Milita r y Leave 

Any employee who i s a meraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g prograra or perform other duties 

under the supervision of the'- United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

37 



period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her m i l i t a r y pay f o r a l l days corapensated by the 

Employer w i t h the C i t y Coraptroller. 

Any eraployee who i s a raeraber of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s t o attend a t r a i n i n g program or 

perform other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the' employee deposits his/her m i l i t a r y pay f o r a l l days 

compensated by the Employer w i t h the C i t y Coraptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r September 11, 2001, 

s h a l l be e n t i t l e d to f u l l s a l a ry and medical b e n e f i t s , provided 

th a t paid leave s h a l l be conditioned upon payment of m i l i t a r y 

pay to the Comptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l a u t o m a t i c a l l y terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Subpoena 

An employee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the employee i s a p a r t y to the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the term of 

such absence, provided t h a t the employee deposits h i s j u r y duty 

pay wit h the C i t y Comptroller. 
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Section 10.4 Sick Leave 

Salaried employees—whe—a-re—granted—paid—oick—leave—en—fehe 

execution—ef^—thio—Agreement—shall—continue—fee—rcccivo—fehe—same 

oick—leave—provisions—during—fehe—term of—this—Agrocmcnt,—se—long 

a - s — h c / s h o — c o n t i n u e s — f e e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w a s 

receiving—oick—leave—afe—fehe—execution—ef^—thio—Agreement. This 

p r o v i s i o n — w i l l — n e f e — a f f e c t — a n y — a c c u m u l a t e d — o l e i c — l e a v e eraploycco 

may have—afe—fehe—execution—ef^—thio—Agreement. Ah—employee—shall 

have—fehe—option—fee—aee—up—fee—s i -a—days—ef—sick—leave per—year—fer^ 

fehe—illness—of an—iraraediate—family raeraber. 

Notwithstanding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and t h e r e a f t e r , said s a l a r i e d eraployees who receive paid s i c k 

tirae s h a l l accrue sick time at the r a t e of one (1) day f o r each 

month of employraent. Employees may use up t o s i x (6) days of 

s i c k time per year f o r the bona f i d e i l l n e s s o f f a m i l y members, 

who s h a l l i n clude (or may be expanded upon by the C i t y ) : 

(i)mother, f a t h e r , husband, w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g 

blood, step or h a l f ) , son or daughter ( i n c l u d i n g blood, step or 

adopted), f a t h e r - i n - l a w , mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic p a r t n e r or 

the domestic partner's mother, f a t h e r , son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department of 

Hviman Resources. In the event an eraployee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

Act, i r S — h o s p i t a l i z e d , upon request of the employee, the Employer 
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w i l l raake a v a i l a b l e to said employee up t o the f u l l amount of 

sick time the employee would have accrued f o r the remainder of 

th a t calendar year as i f he/she were a c t i v e l y employed, i n order 

to cover the absence r e s u l t i n g from the serious h e a l t h 

c o n d i t i o n , hospitalization—afid^—recovery. Upon his/her r e t u r n t o 

work, the employee w i l l begin t o accrue s i c k time w i t h . t h e s t a r t 

of the next calendar year. The Employer reserves the r i g h t t o 

require an eraployee to provide docuraentation of the i l l n e s s i n 

question. 

Section 10.5 Personal Leave 

Non-probationary employees may apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. 

S e n i o r i t y s h a l l accumulate f o r employees on said leaves. 

Eraployees who r e t u r n from said leave s h a l l be r e i n s t a t e d t o 

t h e i r former job c l a s s i f i c a t i o n , i f the Eraployer determines i t 

i s vacan.t or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 

because the eraployee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the employee raay exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and .'subject t o the l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreement. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

raonths of employment and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and medical leave f o r a period of up to twelve (12) work weeks 
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during any twelve (12) month period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an employee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placement w i t h the employee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) t o care f o r the eraployee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 

employee. 

Such leave s h a l l be without pay unless the eraployee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the eraployee's health care coverage s h a l l be maintained 

and paid f o r by the employer, as i f the employee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee d e s i r i n g t o take leave under t h i s Section 

s h a l l provide reasonable advance n o t i c e t o the eraployer on a 

forra provided by the eraployer,,, which form s h a l l be approved by 

the Union. Reasonable advance not i c e s h a l l be no less than ten 

(10) days; and where advance not i c e cannot be provided, the 

eraployee s h a l l provide n o t i c e w i t h i n 48 hours a f t e r the employee 

i s able t o do so. F a i l u r e to provide the n o t i c e provided f o r i n 

t h i s Section s h a l l not a f f e c t the v a l i d i t y of the leave where 

the employer has a c t u a l n o t i c e . Except as may be s p e c i f i c a l l y 

stated i n t h i s Agreement, employees s h a l l take leave provided 

f o r as permitted by the provisions of the Family Medical Leave 
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Act, i n c l u d i n g i t s rules and r e g u l a t i o n s . Employees s h a l l have 

a r i g h t to r e t u r n to t h e i r regular assignraent and l o c a t i o n . 

Section 10.6 Duty D i s a b i l i t y Leave 

Any employee who i s absent frora work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e eraployees w i l l be 

raade twice a raonth. I f duty d i s a b i l i t y i s denied, and such 

denial i s l a t e r reversed, the employee s h a l l be paid up t o date 

the amount the eraployee was e l i g i b l e t o receive. Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or, i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the eraployee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h the subject to the l a y o f f , r e c a l l and break-in-

service provisions of t h i s Agreement. 

The Employer w i l l mail the i n i t i a l Duty D i s a b i l i t y payment 

within fourteen (14) days of the Employer's designated medical 

of f i c e r being advised by the employee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the employee's entitlement to Duty D i s a b i l i t y . 

Section 10.7, Medical Leave 

Non-probati.onary employees s h a l l be granted medical leaves 

of absence upon request. Said medical leaves of absence s h a l l 
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be granted f o r up t o 3 months, provided said leaves s h a l l be 

renewable f o r l i k e 3-month periods. The Employer may request 

s a t i s f a c t o r y proof of raedical leaves, of absence. A f t e r the 

f i r s t year, such raedical leaves s h a l l be extended i n up t o one-

year segments. Eraployees on raedical leaves of absence s h a l l 

r e t u r n to work promptly a f t e r t h e i r doctor releases them t o 

r e t u r n t o work. 

Employees who r e t u r n frora said raedical leaves of absence 

proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r forraer job c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an eraployee of lower s e n i o r i t y . In 

a d d i t i o n , the Eraployer w i l l r e t u r n an eraployee t o the sarae 

geographic l o c a t i o n of h i s or her previous job assignment f o r a 

period up t o one year a f t e r the s t a r t of the leave. I f the 

eraployee's former job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the eraployee had not been on a leave 

of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service provisions i n t h i s Agreeraent. 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n to work proraptly a f t e r t h e i r doctor's 

release and who raeet the f o l l o w i n g continuous service 

requireraents s h a l l be r e i n s t a t e d as described above according to 

the f o l l o w i n g forraula: three (3) months of such reinstateraent 

r i g h t s f o r every year of service t o a maximum of f i v e (5) years 

reinstatement r i g h t s . 
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An eraployee who does not raeet the above e l i g i b i l i t y 

requirements and who returns to work promptly a f t e r his/her 

doctor's release a f t e r more than one year on a medical leave of 

absence, s h a l l be returned t o "his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up t o one year. A f t e r one year, an employee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up t o 2 employees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

du r a t i o n of his/her appointraent t o the Union, provided 

reasonable advance noti c e i n w r i t i n g i s given t o the employer. 

While on such leave to employee s h a l l not i n c u r a break i n 

continuous service. An employee on said leave of '"absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee.' 

Eraployees who r e t u r n frora Union leaves of absence s h a l l 

have the sarae r i g h t s as employees who r e t u r n from raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 
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granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during th e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 
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time-off, such as vacation and/or sick time, to achieve the 

maximvim amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded frora t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

appl i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more may be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r becorae a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any irapropriety or cause has the r i g h t to ask f o r and receive a 

Union representative to be present at any i n t e r r o g a t i o n s or 

hearings p r i o r to being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable tiraes and places and s h a l l nc^t commenc:e 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Employer does not have t o wait an unreasonable time and the 
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Employer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An employee may be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said employee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, in s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days . advance n o t i c e of discharge, and 

has 7 days from r e c e i p t of the n o t i c e t o appeal. I f the 

eraployee does not f i l e an appeal w i t h i n the 7-day appeal period, 

the Eraployer raay then reraove the eraployee frora the p a y r o l l . I f 

the employee appeals the discharge, the Personnel Board s h a l l be 

requested t o set a hearing date w i t h i n the 30-day n o t i c e period 

and the employee s h a l l remain on the p a y r o l l f o r the f u l l n o t i c e 

period, except i f p r i o r t o completion of the 30-day n o t i c e 

period (1) the Hearing O f f i c e r a f f i r m s the discharge; or (2) the 

employee continues the discharge hearing; or (3) the eraployee 

withdraws his appeal or otherwise engages i n conduct which 

delays the corapletion of the hearing-. However, i n no event raay 

the employee require the Employer t o r e t a i n the employee on the^ 

p a y r o l l beyond the 30-day period. The Union s h a l l have the 

r i g h t to have i t s representatives present at e i t h e r of the 

Board (s) or the grievance procedure, i n c l u d i n g a r b i t r a t i o n , and 

to a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may determine 

whether ' d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 
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reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d ' t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 

be adrainistered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable op p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Employer i s 

not" o b l i g a t e d t o meet w i t h the employee and Union p r i o r t o 

ta k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n emergency s i t u a t i o n s . 

Deraotions s h a l l not be used as a part of d i s c i p l i n e . 

Transfer s h a l l not be part of an eraployee's d i s c i p l i n e . 

I n cases of o r a l warnings, the supervisor s h a l l inforra the 

eraployee t h a t he/she i s r e c e i v i n g an - o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's immediate supervisor s h a l l meet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 

the employee an opportunity t o ̂ answer said accusations. 

Specif i c a - l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the employee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

reversal of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer to pay back pay t o the eraployee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the eraployee and 

the Union s h a l l be given, i n w r i t i n g , a s t a t i n g of the reasons 

t h e r e f o r e . The eraployee s h a l l i n i t i a l a copy, noting r e c e i p t 
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only, which s h a l l be placed i n the employee's f i l e . The 

employee s h a l l have the r i g h t to make a response i n w r i t i n g 

which s h a l l become pa r t of the eraployee's f i l e . 

Any record of d i s c i p l i n e raay be r e t a i n e d f o r a period of 

time not t o exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at le a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-month period. I f an eraployee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the eraployee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the .case of promotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Eraployer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject matter, w i t h i n 30 

calendar days of the employer being made aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the term 

"non-egregious offense" s h a l l not include i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency . issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee shall ' b e granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 
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In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the employee's reasonable attorney's fees 

which he or she has in c u r r e d i n connection w i t h the court 

proceeding, excluding fees in c u r r e d before the Personnel or 

Police Board. The employee s h a l l submit a post-appeal fee 

p e t i t i o n t o the Employer, which s h a l l be supported by f u l l 

documentation of the work performed, the hours expended, and the 

rates paid by the eraployee. Should the p a r t i e s be unable t o 

agree on the proper araount of the fees t o be paid t o the 

eraployee, e i t h e r p a r t y raay r e f e r the dispute t o a r b i t r a t i o n 

under the relevant provisions of t h i s agreement. 

Section 11.2 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1 Within 5 working days a f t e r an employee receives 

w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y a c t i o n , 

i n c l u d i n g a suspension f o r ten (10) days or less which i s 

not appealable t o the Personnel or Police Board, or i n the 

case of suspensions of 11 or more days which may be 

appealed to a r b i t r a t i o n i n l i e u of the Police or Personnel 

Board upon the w r i t t e n request of the Union, the Employer 

s h a l l conduct a meeting w i t h the Union and employee. 

D i s c i p l i n e s h a l l be adrainistered as soon as possible a f t e r 

the Employer has had a reasonable o p p o r t u n i t y t o f u r t h e r 

i n v e s t i g a t e the matter as appropriate. I f d i s c i p l i n a r y 
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a c t i o n i s taken a f t e r the meeting or f u r t h e r i n v e s t i g a t i o n , 

the employer may request i n w r i t i n g t o the department head 

f o r review of the said d i s c i p l i n a r y a c t i o n on a form 

provided by the Employer. Said request f o r review s h a l l be 

i n w r i t i n g and submitted w i t h i n three (3) working days of 

r e c e i p t of w r i t t e n n o t i c e of d i . s c i p l i n e . Said review forra 

s h a l l be p r i n t e d on the back of attached t o the n o t i c e of 

d i s c i p l i n e together w i t h i n s t r u c t i o n s f o r appeal. The 

f a i l u r e t o submit a w r i t t e n request f o r review of 

d i s c i p l i n a r y a c t i o n w i t h i n three (3) working days of 

r e c e i p t of n o t i c e of d i s c i p l i n a r y a c t i o n w i l l preclude the 

employee's r i g h t t o review. 

Step 2 Within three (3) working days or any rautually agreed 

upon extension a f t e r the departraent head or designee 

receives the employee's request f o r review, the department 

head or designee s h a l l conduct a raeeting t o review the 

suspension. F a i l u r e t o conduct said meeting i n three (3) 

days w i l l r e s u l t i n automatic advancement t o Step 3 and the 

Union s h a l l so n o t i f y the Employer. At the meeting, the 

Department w i l l give the basis f o r i t s a c t i o n and the 

employee and Union re p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the o p p o r t u n i t y to ask questions. The 

departraent head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the raeeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreeraent or f a i l u r e t o decide and 

coraraunicate such decision w i l l r e s u l t i n automatic 
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advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the 

eraployee and the Union. 

Step 3 Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held between the departraent head or 

designee and the employee and the Union r e p r e s e n t a t i v e to 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said raeeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 raeeting, unless otherwise agreed by the 

p a r t i e s . The department head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

meeting. A copy of such decision s h a l l be sent t o the 

eraployee and the Union. I f the p a r t i e s f a i l t o raeet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o m a t i c a l l y proceed t o Step 4 and the Union s h a l l so 

n o t i f y the Employer. Except where otherwise i n d i c a t e d , the 

time l i m i t s set f o r t h herein are t o encourage the prompt 

reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e t o comply 

wi t h these time l i m i t s w i l l not a f f e c t the v a l i d i t y of the 

said d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the 

eraployee's e.xclusive remedy f o r a l l said d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g suspension f o r ten (10) days or less, or 

f o r suspensions of 11 days through 30 days which may be 

appealed t o a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the w r i t t e n request of the Union. 
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step 4 I f the matter i s not settled in Steps 2 or 3, the 

Union may submit the matter to arbitration under the terms 

of this Agreement. The rules governing procedure for 

arbitration s h a l l be the same as in 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Eraployer and the Union or any of 

the employees of the Employer i t represents, a r i s i n g out of the 

circumstances or conditions of eraployraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 

There .shall be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or raatter not i n 

corapliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said tirae l i r a i t a t i o n s are extended by w r i t t e n 

agreeraent of both p a r t i e s t o t h i s Agreement. 
I 

F a i l u r e of the Employer to answer a grievance w i t h i n the 

tirae l i r a i t s herein s h a l l permit the Union t o advance the case t o 

the next step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n notice to the Department Head n o t i f y i n g 

him/her of autoraatic advanceraent to the next Step. 

Before a formal grievance i s i n i t i a t e d , the eraployee raay 

discuss the matter w i t h his/her immediate supervisor. I f the 
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problera i s not resolved in discussion, the following procedure 

s h a l l be used to adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR 

A. The eraployee or the Union s h a l l put the grievance i n 

w r i t i n g on the forra t o be supplied by the Eraployer 

upon request, but i n the absence of such a forra, 

employee or the Union may submit the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The eraployee or 

the Union w i l l i n d i c a t e what Section and p a r t of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

remedy, and submit the grievance t o the employee's 

immediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t sarae 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the Union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not settle.d at the Step I , the 

Union Representative and/or the eraployee s h a l l have 
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the r i g h t t o make an appeal i n w r i t i n g t o the 

Department Head or the Department Head's designee 

w i t h i n seven (7) working days a f t e r the date of 

r e c e i p t of the decision or the date i t was due under 

Step I , by the iraraediate supervisor. The narae of the 

Department Head's designee s h a l l be posted f o r 

employees i n areas where employee notices are normally 

posted and submitted t o the Union'. F a i l u r e .to post and 

so n o t i f y the Union w i l l permit immediate advancement 

to a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of noti c e of f a i l u r e t o post. 

B. The Departraent Head or the Departraent Head's designee 

s h a l l raeet w i t h the Union's r e p r e s e n t a t i v e at 'least 

once each raonth to discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I meeting w i l l be f o r the Department and the 

Union t o share relevant inforraation and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and atterapt t o amicably resolve as 

many grievances as possible. The Departraent\ Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

more than one Step I I meeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r raeeting and 
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discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s t o otherwise process 

and respond to grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Department Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I meeting. 

The response t o the grievance s h a l l s t a t e the 

Departraent's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f statement of the f a c t s and 

reason (s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Eraployer, Union and the aggrieved eraployee or 

eraployees. Grievances raay be withdrawn without 

p r e j u d i c e at any step of the grievance procedure i f 

rautually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Eraployer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t may be presented by a s i n g l e selected 
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eraployee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

. grievance f i l e d on behalf of a group of employees 

s h a l l be made applicab l e t o a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

o b l i g a t e d to f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

eraployee t h a t i t could cause death or serious p h y s i c a l 

harm. The Employer agrees t h a t by f o l l o w i n g 

instructions or orders the employee does not waive 

his/her right to process the grievance. Refusal to 

follow instructions or orders s h a l l be cause for 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Employer, but not an i n d i v i d u a l employee or employees, may 

submit the dispute to a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e to the designated representative from the 

Employer's operating department, w i t h copies of the request t o 

the designated law department representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the. f a c t s and s p e c i f i c r e l i e f 
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requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually may 

agree, the Union s h a l l have the r i g h t to convene a meeting w i t h 

the Employer's designated representative i n an attempt t o 

resolve the grievance p r i o r to any f u r t h e r a c t i o n being taken t o 

advance the matter t o a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such meeting t o resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r p a r t y raay subrait the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e to the Federal Mediation 

and C o n c i l i a t i o n Service under the rules of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Eraployer and Union from mutually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted must agree as a whole t o 

commencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s must 
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be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

require the production of p e r t i n e n t docuraents at the request of 

e i t h e r party. 

Each pa r t y s h a l l be responsible f o r corapensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 

borne by the party requesting the r e p o r t e r unless the p a r t i e s 

agree t o share such costs. 

An a r b i t r a b l e raatter must involve the meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a document incorporated by reference t h e r e t o . The 

provisions of t h i s Agreement and any other document incorporated 

by reference i n t h i s Agreeraent s h a l l be the sole source of any 

r i g h t s which e i t h e r party may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power to amend, add t o , subtract from, 

or change the terras of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreement and 

apply thera t o tho s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly, on the 
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evidence and arguments presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the employee or employees involved. Where ti m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a pre l i r a i n a r y step of the grievance procedure or 

which would becorae moot due t o the length of time necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , raay be f i l e d at the option 

of the grievant/Union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union raay request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

frora the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and rules issued pursuant thereto governing the 

dissemination of such m a t e r i a l s . 

A Union representative, a gri e v a n t , and Union steward w i l l 

be permitted a reasonable araount of time without loss of pay 

during work.ing hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 
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operation of the Department, provided t h a t representatives s h a l l 

observe the Employer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r perraission t o handle grievances on work time, i t 

being understood t h a t the operation of the Department takes 

precedence unless there i s an eraergency, but such permission 

s h a l l not be denied unreasonably. A reasonable number of 

employees may attend the meeting without loss of pay; such 

meetings s h a l l be set by mutual agreement by the .'Employer and 

the Union. Where the Employer d i r e c t s an eraployee t o re p o r t f o r 

a meeting concerning a grievance at a tirae when the employee i s 

not scheduled t o work such tirae s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Eraployer, upon request of 

the Union rep r e s e n t a t i v e , s h a l l provide the use of a room and 

telephone, t o discuss the grievance, subject t o the Employer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION The Eraployer and the Union 

raay mutually agree t o submit any grievance to expedited 

a r b i t r a t i o n . Pursuant t o expedited a r b i t r a t i o n , the p a r t i e s 

s h a l l rautually select an a r b i t r a t o r from a group of a r b i t r a t o r s 

approved by the p a r t i e s . The expedited a r b i t r a t i o n hearing 

s h a l l be scheduled as e a r l y as possible from the date the 

p a r t i e s agreed t o submit the grievance t o expedited a r b i t r a t i o n . 

The p a r t i e s agree t o waive the stenographic recording of the 

hearing and the f i l i n g of post-hearing b r i e f s . Pursuant t o the 
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p a r t i e s ' agreement, the a r b i t r a t o r s h a l l issue e i t h e r an o r a l 

decision at the close of the hearing or a w r i t t e n decision 

'with i n twenty (20) days of the date of the hearing. The 

a r b i t r a t o r ' s decision s h a l l be f i n a l and .binding on a l l p a r t i e s 

to the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l raeet at l e a s t q u a r t e r l y , 

or raore f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

Supplementing a l l r i g h t s and processes due employees 

covered by t h i s Agreeraent who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

in t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The in t e r v i e w of the eraployee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the eraployee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The in t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the employee's l o c a t i o n of assignraent, 

norraal department l o c a t i o n or other appropriate 

l o c a t i o n . 
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C. P r i o r t o an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a formal statement i s being taken, 

a l l questions d i r e c t e d t o the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a tirae. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s perraitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be inforraed of the nature of the matters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y 

a c t i o n , or promised a reward, as an inducement t o 

provide i n f o r m a t i o n r e l a t i n g t o the matter under 

i n v e s t i g a t i o n , or f o r 'exercising any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the employee's a d m i n i s t r a t i v e r i g h t s , or 

the im p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay -with a copy of any w r i t t e n 

stateraent the employee has made. 
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(1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 

employee, said employee w i l l be given the s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

coraraencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution may be probable 

against said employee, the prov i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

afforded h is c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r t o the commencement of the 

in t e r v i e w . An employee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda right's during the same 

in t e r v i e w . ' 

At the request of the employee under i n v e s t i g a t i o n , an 

eraployee who may be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union repres e n t a t i o n 

before coraraencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r epresentation 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Employer does not have the 

in t e r v i e w unduly delayed. 

I'he Eraployer s h a l l not compel an eraployee under 

i n v e s t i g a t i o n t o .speak or t e s t i f y before, or to be 
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questioned by, any non-governmental agency r e l a t i n g t o 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an eraployee i n any forum adverse t o the 

eraployee's i n t e r e s t s . The Eraployer w i l l not r e q u i r e a 

polygraph exaraination i f i t i s i l l e g a l t o do so. I f 

an eraployee i s asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 

any polygraph examination s h a l l be known to the 

eraployee w i t h i n one week. 

L. This Section s h a l l not apply t o employee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the raedia during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Eraployer and the employee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the raedia of the charges 

against the eraployee, the C i t y w i l l raake t h a t f a c t 

a v a i l a b l e t o the raedia where the eraployee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

same forum as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 
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0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inforraation i n c l u d i n g eraployee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enuraerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the employee, or i n the case of 

promotions or t r a n s f e r s . 

(2)(a) Notwithstanding the p r o v i s i o n s of paragraph 

N above, at the option of the Union, a claira t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section raay be raised i n a suppression hearing before 

a raeraber of the permanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s o ption by 

n o t i f y i n g the eraployee's Department Head and the 

Employer's Law Departraent i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreement. The appeal 

s h a l l specify the p a r t i c u l a r contract p r o v i s i o n s 
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a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l sumraary of 

the conduct alleged t o have v i o l a t e d the Agreeraent. I t 

i s understood t h a t by e x e r c i s i n g t h i s o ption, any and 

a l l tirae l i m i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s elect i n order of r o t a t i o n one of the three 

permanent hearing panel members who are chosen as 

f o l l o w s . To, be e l i g i b l e f o r service on t h i s panel, 

members must be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

h i s . o r her s e l e c t i o n . To select the i n i t i a l panel, or 

should any meraber of the panel resign or be reraoved 

upon mutual agreeraent of the p a r t i e s during the l i f e 

of t h i s Agreeraent, the p a r t i e s w i l l meet to reach 

agreement on new panel member who raust be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, 

the Emp,loyer w i l l request a panel of seven (7) 

a r b i t r a t o r s from FMCS, a l l , o f whom raust be raerabers of 

the National Acaderay of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l raeet to s t r i k e naraes frora the l i s t , w i t h 
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the Eraployer s t r i k i n g f i r s t , u n t i l one narae remains, 

which person s h a l l be named to the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or at such other tirae as the p a r t i e s may 

mutually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i m i t e d to deterraining i f the Inspector General 

obtained evidence or statements i n v i o l a t i o n of 

paragraph 0(1). above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y to 

r u l e on the raerits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2(d) The panel raeraber s h a l l render an expedited 

decision which s h a l l be f i n a l ., and binding upon the 

pa'rties. I t s h a l l not be subject t o c o l l a t e r a l 

a ttack i n any f u r t h e r d i s c i p l i n a r y proceeding 

i n v o l v i n g the employee i n question. 

Notwithstanding any other p r o v i s i o n i n t h i s Section to 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

eraployee has been incarcerated f o r more than 72 hours. 

68 



ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i m i t e d t o 

sympathy s t r i k e s and s t r i k e s to p r o t e c t union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 12.2 Union Ef f o r t s 

The Union agrees that i t w i i l use i t s best efforts to 

prevent any acts forbidden in t h i s A r t i c l e and that in the event 

any such acts take place or are engaged in by any employee or 

group of employees in the Union's bargaining unit, the Union 

further agrees i t w i l l use i t s best efforts to cause an 

iraraediate cessation thereof. I f the'Union immediately takes a l l 

necessary steps in good f a i t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclaiming such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to imraediately cease such a c t i v i t y , the Employer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 D i s c i p l i n e 

The Employer may terminate the eraployment of ĉ r otherwise 

d i s c i p l i n e any eraployee or employees who have been found to have 

engaged i n any act forbidden i n t h i s A r t i c l e . 
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Section 12.4 No Lock Out 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the term of t h i s Agreement. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a serai-raonthly basis' t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o the Employer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l indemnify, defend and hold the 

Eraployer harraless against any and a l l clairas, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

ac t i o n taken or not taken by the Employer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any such provisions or i n r e l i a n c e 

upon employee payrol.1 deduction a u t h o r i z a t i o n cards subraitted by 

the Union t o the Employer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 
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authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

The Employer s h a l l provide to the Union w i t h i n t h i r t y (30) 

days name, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new employee h i r e d i n t o the Union's bargaining u n i t . 

Section 13.2 F a i r Share 

It . i s further agreed that 30 days after the l a t e r of the 

execution of the Agreement or the employee's date of hire, the 

Employer s h a l l deduct frora the earnings of eraployees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions to the Union at the same time 

that the dues check-off i s remitted. I t i s understood that the 

amount of deductions from said non-raeraber bargaining unit 

eraployees w i l l not exceed the regular raonthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract administration and pursuing matters 

affecting wages, hours and other conditions of employraent. 

Section 13.3 Right of Non-Association 

Nothing in this Agreement s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such employees are members. 

Section 13.4 Condition of Employment 
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Each employee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a member of the Union, and each employee who becomes a raeraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of eraployment, maintain 

his/her membership i n the Union during the terra of t h i s 

Agreement. 

Any present employee who i s not a meraber of the Union 

s h a l l , as a c o n d i t i o n of employment, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n . 

A l l eraployees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not made a p p l i c a t i o n f o r raerabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreement or t h e i r h i r e date, to pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other conditions 

of eraployment. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Eraployer makes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Eraployer changes a job t i t l e without 

s u b s t a n t i a l l y changing the duties of the job, the Union w i l l 

r e t a i n i t s e x i s t i n g j u r i s d i c t i o n over the new job t i t l e . The 

Eraployer w i l l not permanently assign bargaining u n i t work' t o the 
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j u r i s d i c t i o n of another bargaining unit without the mutual 

agreeraent of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y perforraed by 

employees who are represented by the Union s h a l l continue t o be 

performed by said employees, except where non-unit employees 

have i n the past perforraed u n i t work, or i n emergencies, t o 

t r a i n or i n s t r u c t eraployees, to do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , to do tr o u b l e s h o o t i n g or where 

spe c i a l knowledge i s required, provided however, where employees 

do not report t o work because of vacations, or other absences or 

tard i n e s s , or f o r personal reasons during the course of the day, 

or because a l l of the eraployees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o complete a rush assignment, eraployees of 

any other u n i t represented by another Union s h a l l not perform 

the work of said employees. For example, i f a Sign Painter i s 

on vacation, a Clerk s h a l l not be assigned as a replacement Sign 

Painter. The Employer s h a l l not a r b i t r a r i l y extend the period 

of any emergency beyond the need f o r tha t eraergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n bf t h i s Agreeraent i f the f o l l o w i n g 

functions are performed by merabers of management, regardless of 

whether they are also perforraed by the bargaining u n i t : (a) crew 

assignraent and scheduling; (b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; 

(d) ordering of equipment and mat e r i a l s frora vendors. Nothing 

herein s h a l l deprive members of the bargaining u n i t of the r i g h t 

t o perform h i s t o r i c a l and t r a d i t i o n a l u n i t work; nor s h a l l the 
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City lay-off a bargaining unit eraployee for the purpose of 

replacing that person with a raeraber of raanageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

In the event t h a t the. Union f i l e s a grievance claiming t h a t 

the Employer has v i o l a t e d the terms of t h i s Agreement by 

assigning c e r t a i n work to C i t y employees represented by another 

union, or where the Employer receives a grievance from another 

union p r o t e s t i n g the assignment of work t o employees covered 

under t h i s Agreement, the Eraployer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d union ( s ) , of the existence 

of said dispute. This notice s h a l l describe the nature of the 

work i n dispute. 

I n the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the provisions of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound to the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer that 

the reassignment of the work i n dispute v i o l a t e s the Agreeraent 

of t h a t other union, the provisions of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s t o the dispute shal'I have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 
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claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second .proceeding determine t h a t the' Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Eraployer t o coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perform the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Employer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the provisions of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreeraent, except t h a t the Union and the other a f f e c t e d union (s) 

s h a l l select the a r b i t r a t o r . The Eraployer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignraent 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s to the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 
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Nothing herein s h a l l preclude a l l parties to the dispute 

frora voluntarily resolving i t at any tirae. 

Section 14.4 Deferred Compensation 

The Eraployer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded .to a l l eraployees of the Employer without change during 

the term of t h i s Agreeraent. 

The Employer w i l l make contributions, on a dollar-for-

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximvim t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the t o t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing their own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain Ci'ty 

r e t i r e e s i n the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-

Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, etc.) , and zip code of residence, as 
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well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

Employees to d i s c i p l i n e , the Employer s h a l l transmit four (4) 

copies-of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Employer w i l l meet with the Union within twenty -. (20) calendar 

days of the receipt of the proposals to receive the Union's 

comraents. Absent an emergency, the Employer w i l l not irapleraent 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Employer. No such changes or additions s h a l l 

be implemented without prior publication and notice to the 

affected employees. 

Section 14.6 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l working 

environment f o r employees covered by t h i s agreement i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l maintain i n good and safe working 
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c o n d i t i o n a l l equipment necessary f o r the safe and proper 

performance of the job. 

(b) In furtherance of those e f f o r t s , a j o i n t s a fety 

comraittee s h a l l be established which s h a l l be composed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Employer. The purpose of the coraraittee 

s h a l l be t o discuss, examine and t o make recoraraendations 

concerning occupational safety and health issues a f f e c t i n g 

eraployees. A l l recoramendations of the coraraittee w i t h respect t o 

safety and health issues s h a l l be subraitted i n w r i t i n g t o the 

appropriate Department Head w i t h a copy to the Union and the 

D i r e c t o r of Labor Relations. The Department Head s h a l l proraptly 

issue a w r i t t e n response to the coraraittee concerning the 

Departraent's views regarding the coraraittee's recommendations. 

The p a r t i e s may decide, . from time to time, to r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Departraent(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d eraployee ( s ) . The Departraent 

safety personnel w i l l raeet and confer w i t h a representative of 

the a f f e c t e d Union about such issues and report back to the 

Coraraittee on any decisions or recoraraendations concerning them. 

(c) The j o i n t safety committee s h a l l raeet at l e a s t once a 

raonth, or otherwise by mutual agreement. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s 

faced w i t h an unsafe working c o n d i t i o n , the employee i s required 

to perforra the task i n question unless the eraployee's 

perforraance of an assigned task presents the strong l i k e l i h o o d 
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of s u b j e c t i n g the eraployee t o imminent danger of death or 

serious i n j u r y . I f the eraployee, w i t h no reasonable a l t e r n a t i v e , 

refuses i n good f a i t h t o perform t h a t task and e.xpose himself t o 

t h a t dangerous c o n d i t i o n , the employee w i l l not be subject t o 

d i s c i p l i n e . I n order t o avoid d i s c i p l i n e under t h i s paragraph, 

the c o n d i t i o n must be of such a nature t h a t a reasonable person, 

under the circumstancesv would conclude t h a t there i s a r e a l , 

s u b s t a n t i a l , and imminent danger of dea"th or serious i n j u r y . I n 

a d d i t i o n , the eraployee must also have sought from the Employer, 

and have been unable t o ob t a i n , c o r r e c t i o n of the s i t u a t i o n 

before r e f u s i n g t o perform the task i n question. 

Section 14.7 Information to Union 

The Employer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimvim, the following information: 

• Payroll period 

• Payroll Nvimber 

• Employee nvimber 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 
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This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the s a f e t y and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r m a t i o n . on a raonthly basis—a bargaining u n i t 

report— e i—current—active—eraployees,—fehe—list—fee—include—eraployee 

narae, address, s o c i a l — s e c u r i t y — n u r a b e r , t i t l e , pa-y—schedule, 

grade,—current— p a y—rate,—status,.—continuouo—service—date,—tirae 

i n t i t l e , — d a t e of b i r t h , — r a c e and sex. 

The—Eraployor—shall—also—provido—fee—fehe—Union—en—a—monthly 

b a o i o — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t e f — c u r r e n t — a c t i v e 

e r a p l o y c c o — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R c t i r e r a e n t o ; Career 

Service Reoignationo; Career Service Discharges; Non-Carccr 

Service Terrainations; Loaves ef Absence; Suspensions; 

Rcinstatcracnts;—Reappointracnto;—Transfers—(change—ef—departraent 

aftd^ change e f ^ — p a y r o l l ) ;.—Appointracnto (which also includes 

proraotions—and doraotions);—and Deaths. 

Each—raonth—fehe—Eraployer—will—provide—fee—fehe—Union—fehe 

current—month ' o — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d — f e h e — u p d a t e d 

report from the previous month. 

Section 14.8 Subcontracting 

The Employer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or eraployer who 

i s not i n compliance w i t h the area standards established under 

and pursuant t o the formula used by the United States Department 

of Labor i n administering the Davis-Bacon Act. Notice of any 
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such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The" 

n o t i c e s h a l l be i n w r i t i n g and s h a l l contain the name and 

address of the p a r t y who w i l l perforra the work, a d e s c r i p t i o n of 

the work t o be performed and any other relevant data t o enable 

the Union t o determine compliance w i t h t h i s Section. I n the 

event such p a r t y i s determined not t o be i n " corapliance w i t h the 

said area standards, the Employer s h a l l , w i t h h o l d payouts and 

s h a l l not contract or subcontract, f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Employer receive a w r i t t e n and 

enforceable assurance of corapliance. 

In the event t h a t the Eraployer deterraines t o subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Eraployer has declared t o be vacant i n 

the a f f e c t e d Departraent, or other departraents, as the case raay 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable araount of o r i e n t a t i o n to allow hira or her t o perforra 

the work. 

Prio r t o sub-contracting of bargaining u n i t work, the 

Eraployer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the employraent of employees subject to l a y o f f . During 

t h a t meeting the Employer w i l l request and urge t h a t the sub

contractor h i r e l a i d o f f employees. 
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Section 14.9 Automobile Reimbursement 

• Employees who are required by the Employer t o use t h e i r own 

autoraobiles i n the performance of t h e i r job s h a l l receive 

mileage reimbursement at the then e f f e c t i v e rate recognized by 

the I n t e r n a l Revenue Service, w i t h a raaxiraum of $250 per month. 

On. the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maximum reimbursement w i l l 

increase t o $350.00 per month. E f f e c t i v e February 1, 2008, the 

raaxiraum reimburseraent w i l l increase to $450.00 • per raonth. 

E f f e c t i v e February 1, 2009, the raaximum reimburseraent w i l l 

increase t o $550.00 per month. Thereafter, the maxiraura 

reiraburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consuraer Price Index f o r A l l Urban Consuraers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Eraployees seeking raileage reiraburseraent 

must subrait t h a t request on a forra provided by the Eraployer. 
i 

Payraent f o r mileage expenses w i l l be made on a monthly basis. In 

the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l irapleraent f o r any group of employees an autoraobile expense 

reimbursement program which i s more favorable t o employees than 

the p rovisions of t h i s paragraph, upon not i c e frora the Union, 

the Eraployer w i l l meet and discuss w i t h representatives of the 

Union the possible' a p p l i c a t i o n of said new program t o eraployees 

covered by t h i s Agreeraent. 
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Upon request by e i t h e r p a r t y raade no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l meet t o discuss any proposed 

changes t o t h i s Section 14.9. 

Section 14.10 F i l l i n g of Permanent Vacancies 

The Employer s h a l l deterraine i f there i s a perraanent 

vacancy t o be f i l l e d , and at any time before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 

The Employer w i l l post vacancy vacancies e l e c t r o n i c a l l y on 

the City of Chicago CAREERS website. A copy of the posting w i l l 

be provided to the Union at l e a s t 72 hours prior to the 

electronic posting. Said vacancies s h a l l be posted 

announceraonto f o r fourteen (14) days on the CAREERS WEBSITE. 

The p o s t i n g s h a l l contain a t l e a s t the f o l l o w i n g i n f o r m a t i o n : 

job t i t l e , q [ualif i e a t i o n s , days o f f , s h i f t , hours, work 

l o c a t i o n , i f known, and the r a t e of pay. The p o s t i n g s h a l l also 

i d e n t i f y the nvimber o f p o s i t i o n s t o be f i l l e d . I f the number t o 

be f i l l e d changes, the Employer s h a l l promptly n o t i f y . P r i o r t o 

the commencement of the s e l e c t i o n process, the employer w i l l 

provide the Union w i t h a l i s t of q u a l i f i e d bidders-^-y—and provido 

t h e—Union—with—a—copy—ef—fehe—announcement—afe—fehe—time—ife—ie 

posted. 

Q u a l i f i e d ' bargaining u n i t employees s h a l l be given an 

opportunity t o b i d on perraanent vacancies declared by the 

Employer. In making s e l e c t i o n s , the Employer s h a l l give 

preference to bargaining u n i t a p plicants over non-bargaining 
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u n i t a p p l i c a n t s , except where non-bargaining u n i t applicants 

have demonstrably greater s k i l l and a b i l i t y t o perforra the work. 

In raaking a s e l e c t i o n between two or raore bargaining u n i t 

applicants who are equally q u a l i f i e d , the Employer s h a l l s e l e c t 

the raost senior bidder. For purposes of t h i s Section, s e n i o r i t y 

s h a l l be determined by the eraployee's service i n the eraployee's 

current job t i t l e ( t i r a e - i n - t i t l e ) City-wide. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information summary, and hiring c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such docviments to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Depar'tment Head and information of the 

reason for non-selection. 

The successful bidder f o r any job under t h i s Section s h a l l have 

an evaluation period, not to exceed s i x t y (60) days, to 

demonstrate t h a t he or she can perform the job. I f the Eraployer 

has j u s t cause based upon the employee's job performance at any 

tirae during t h a t period to believe t h a t the successful bidder 

cannot perform the job, then the successful bidder s h a l l be 
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returned t o the job he/she held j u s t p r i o r t o the awarding of 

the b i d , d i s p l a c i n g , i f necessary, any employee who has been 

placed i n t o said job. 

Section 14.11 Fitness f o r Duty 

I f the Employer observes and has reasonable cause t o 

b e l i e v e the employee has a medical c o n d i t i o n or s i g n i f i c a n t 

l i m i t a t i o n t h a t prevents the employee from being able t o perform 

the e s s e n t i a l d u t i e s of the p o s i t i o n , an employee may be sent 

f o r a Fitness f o r Duty examination a t the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's phy s i c i a n 

c e r t i f i e d t h a t the employee i s f i t f o r duty, the employee may 

e l e c t or Employer may r e q u i r e the employee, a t the Employer's 

sole expense, t o be svibject t o an independent medical 

examination ("IME") t o determine i f the employee i s f i t f o r 

duty. The Union s h a l l s e l e c t an examining independent p h y s i c i a n 

who w i l l conduct the IME from a l i s t of a t l e a s t three 

physicians w i t h the appropriate medical s p e c i a l t y who have 

su c c e s s f u l l y completed the C i t y ' s procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and b i n d i n g . 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order t o permit access t o a l l medical records 

r e l a t e d t o his/her c o n d i t i o n , and the C i t y s h a l l agree t o secure 
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and maintain the confidential nature of a l l medical records 

obtained through the process. 

ARTICLE 15 
LAYOFFS & RECALL 

Section 15.1 Layoffs/Recall 

( 

Probationary employees w i t h raore than 90 days of service 

s h a l l be l a i d - o f f f i r s t . Thereafter, the l e a s t senior eraployee 

i n the a f f e c t e d job c l a s s i f i c a t i o n at the work l o c a t i o n s h a l l be 

l a i d - o f f f i r s t , provided the a b i l i t y , q u a l i f i c a t i o n s t o perform 

the required work, and the employee's job perforraance are equal 

araong the other eraployees i n the job at the work l o c a t i o n . 

" S e n i o r i t y " s h a l l raean, f o r purposes of t h i s Section, the 

employee's service i n the job t i t l e ( t i m e - i n - t i t l e ) . 

A l a i d - o f f eraployee may displace (bump) the l e a s t senior 

employee, i f any, i n the most recent lower job t i t l e the 

eraployee t o be l a i d o f f has held at the work l o c a t i o n , provided 

the eraployee t o be l a i d o f f has the then present a b i l i t y t o 

perform the job t o the Employer's s a t i s f a c t i o n without f u r t h e r 

t r a i n i n g . 

Eraployees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f . 

Section 15.2 Notice of Layoff 

The Union and employees (except probationary eraployees w i t h 

less than 90 days of service) s h a l l be provided w i t h at l e a s t 14 

days advance notice of a l a y o f f , except i n emergencies beyond 

the c o n t r o l of the Eraployer, i n 'which event, such notice s h a l l 

be given as soon as reasonably possible a f t e r the Employer 

knows. Such not i c e s h a l l contain the narae, p o s i t i o n 
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c l a s s i f i c a t i o n , department, work l o c a t i o n , i f a v a i l a b l e i n the 

Employer's records, and s e n i o r i t y date of each eraployee 

scheduled t o be l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

In the event any of the pro v i s i o n s of t h i s Agreeraent s h a l l 

be or become i n v a l i d or unenforceable by reason of any Federal 

or State Law or Local Ordinance now e x i s t i n g or h e r e i n a f t e r 

enacted, such i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t 

the remainder of the pr o v i s i o n s hereof. The p a r t i e s agree to 

raeet and adopt revised p r o v i s i o n s which would be i n conforraity 

w i t h the law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Eraployer i n w r i t i n g , of the names 

of the Stewards i n each department or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Eraployer proraptly of any changes. 

Stewards w i l l be perraitted t o handle and process grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of tirae, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors 'in advance of t h e i r i n t e n t i o n 

to handle and process grievances. Supervisors may not 

unreasonably withhold permis.sion to the stewards t o engage i n 

such a c t i v i t i e s . 
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Employees a c t i n g as Union Stewards s h a l l not be 

d i s c r i m i n a t e d against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards frora t h e i r 

job c l a s s i f i c a t i o n s or departments, other than i n an emergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 

Section 17.2 Union Rights 

The Union s h a l l have the right ancii responsibility to 

represent the interests of a l l eraployees in the Unit, to present 

i t s views to the City on. matters of concern, either or a l l y or in 

writing, and to consult and be consulted with, in respect to the 

formulation, development and irapleraentation of p o l i c i e s and 

prograras affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be perraitted 

during norraal working hours, to enter Eraployer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t ot entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l tiraes be conducted i n a 

raanner so" as not t o i n t e r f e r e w i t h norraal operations. The 

Employer may be able 'to change or set rules of access, provided 

t h a t any change i n current p r a c t i c e s must be reasonable and 

subject t o the grievance procedure. 



ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services t o i t s c i t i z e n s i n a safe and economic manner. The 

p a r t i e s t o t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y and the employees covered by t h i s Agreeraent serve. 

Furtherraore, the econoraic cost of p r o v i d i n g health care services 

to eraployees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The Eraployer and the Union raaintain a strong coraraitraent t o 

pr o t e c t people and property, and to provide a safe working 

environraent. To t h i s end, the eraployer has also established .its 

c o n f i d e n t i a l Eraployee Assistance Prograra f o r eraployees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and 

the -parties t o t h i s Agreement urge eraployees who have such 

probleras who u t i l i z e the Prograra's services. 

To maintain a workplace which provides a safe and health 

work environraent for a l l eraployees, the following drug and 

alcohol prograra i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

ccontrolled substances, a l c o h o l i c beverages, and drug 
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paraphernalia i n the possession of, or being used by, an 

eraployee on the job or the premises of the Employer. 

(c) Eraployer Premises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Eraployer on job s i t e s or work 

l o c a t i o n s and over which the Employer has a u t h o r i t y as eraployer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage to 

property t o which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i r a i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any raental, eraotional, sensory 

or p h ysical impairraent due t o the use of drugs or a l c o h o l . 

(h) Test: t h e . t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , or i n any o.ther 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l eraployees raust report to work i n a physical 

c o n d i t i o n t h a t w i l l enable them to perform t h e i r jobs i n a safe 

manner. Further, employees s h a l l not use, possess, dispense or 
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receive p r o h i b i t e d iteras or substances on or at the Eraployer's 

premises, nor shall^ they r e p o r t t o work under the i n f l u e n c e of 

drugs and/or al c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an employee i s under the in f l u e n c e of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t to subject t h a t eraployee t o a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

employ.ee may be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the -test r e s u l t s prove negative, 

the eraployee s h a l l be r e i n s t a t e d . I n other cases, the Eraployer 

w i l l terrainate a l l employees who: 

i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

i i i ) are found t o be under the i n f l u e n c e of drugs or 

alcohol while on duty and on the Employer's premises. 

( i v ) are found i n possession of a l c o h o l , drugs.or drug 

paraphernalia, or are found s e l l i n g or d i s t r i b u t i n g drugs or 

drug paraphernalia, on the Eraployer's premises. 

(c) A l l adverse eraployraent a c t i o n taken against an 

eraployee under t h i s prograra s h a l l be subject t o the grievance 

and a r b i t r a t i o n procedures of t h i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer may re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be adrainistered i n the event th a t two 

supervisors have reasonable cause t o believe t h a t an eraployee 
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has reported to work under the in f l u e n c e of or i s at work under 

the i n f l u e n c e of drugs or alcohol. 

( i i ) a t e s t raay be required i f an eraployee i s involved 

i n a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t may be required as pa r t of a follow-up t o 

counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up t o a one 

year period. 

(b) Eraployees t o be te s t e d w i l l be required t o sign a 

consent form and chain of custody form, assuring proper 

documentation and accuracy. I f an eraployee refuses t o sign a 

consent frora a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

ter r a i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and raay consist of e i t h e r blood or urin e t e s t s , or both. 

The Eraployer reserves the r i g h t to u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alcohol, i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conform t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g programs, dated A p r i l 11, 1988 and as may 

be amended hereafter by the relevant agency of the Department of 

Health and Human Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they may be amended) s h a l l be regarded as 
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" p o s i t i v e , " and s h a l l presumptively e s t a b l i s h t h a t the t e s t e d 

employee was under the in f l u e n c e of drugs. 

(f ) I n i t i a l and confirraatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the te s t e d 

employee was under the in f l u e n c e of alc o h o l . 

(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Employer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Comraissioner of Personnel or his designee i n the raanner t o be 

prescribed by the Commissioner. The app l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Comraissioner w i l l inforra the ap p l i c a b l e department head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as to allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

t e s t r e s u l t i s p o s i t i v e raay e l e c t , at h i s or her expense, t o 

retes t e d by the sarae or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Coramissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample t o the 

second lab o r a t o r y . P o s i t i v e ' r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

to take a s u f f i c i e n t sample, or t o preserve such sample, t o 
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allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal frora 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No l a b o r a t o r y re p o r t or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are part of a 

personnel a c t i o n under t h i s prograra, but s h a l l be placed i n a 

special locked f i l e maintained by the Commissioner of Personnel, 

except as such disc l o s u r e raay be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Eraployees are encouraged t o seek help f o r a drug or alcohol 

problera before i t d e t e r i o r a t e s ' i n t o a d i s c i p l i n a r y raatter and 

may participate... i f they wish i n the v o l u n t a r y Employee 

Assistance Program. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i r a i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union appren t .Lceship 

and t r a i n i n g programs and t o provide expanded post-
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apprenticeship and t r a i n i n g eraployraent o p p o r t u n i t i e s f o r such 

graduates. In conjunction w i t h the execution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreement w i t h the C i t y of 
c. 

Chicago, the Parties s h a l l enter into a supplemental meraorandura 

of understanding regarding the structure, irapleraentation, 

raonitoring and enforceraent of t h i s I n i t i a t i v e . Said raeraorandura 

s h a l l be attached to t h i s Agreeraent as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l g e n e r a l l y include the f o l l o w i n g : 

a. A coramitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A comraitment by the C o a l i t i o n and the C i t y to 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g prograras. I n p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors to p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

prograras and subsequent careers; to consider e s t a b l i s h i n g 
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t r a i n i n g prograras as appropriate; and t o expand post-

apprenticeship and t r a i n i n g eraployraent o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate s t e p s , t o f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and supplemental memorandum attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terras of t h i s Agreement s h a l l be subject to 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance forra. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t frora said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o r a a t i c a l l y renew i t s e l f frora year t o 

year unless at lea s t 60 days and not more than 120 days p r i o r t o 

the t e r r a i n a t i o n date or anniversary,thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e t o the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o amend, add t o , subtract from, or 

terminate t h i s Agreement. 

In the event such no t i c e of a desire t o amend, add t o , or 

subtract frora the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 
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to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d t o s h a l l be 

considered t o have been given as of the date shown on the 

postmark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e contract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h 

respect to a l l raatters subject t o c o l l e c t i v e bargaining. The 

Eraployer ahd the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such raatter raay not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

tirae t h i s Agreement was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

vo l u n t a r y unpaid time o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreement, such a d d i t i o n a l tirae o f f s h a l l be granted to a l l 

employees covered by t h i s Agreement. 
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ARTICLE 21 
TERM OF AGREEMENT 

This Agreeraent s h a l l be effective from the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l reraain in effect 

through 11:59 p.ra. on June 30, 2017 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreeraent i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

Any change(s) i n the applicab l e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care program raandating s i g n i f i c a n t changes 

i n h ealth insurance b e n e f i t s t h a t becomes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 

The lack of achievement of hea l t h care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishraent and a d r a i n i s t r a t i o n 

of the Labor-Management Cooperation Coraraittee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC wi t h the 

r e s p o n s i b i l i t y of approving Plan changes 

that w i l l r e s u l t i n s i g n i f i c a n t cost 

containraent or savings, as measured by a 

projected increase of costs f o r any 
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i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o health care costs i n Fi s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containraent or 

savings as state d i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase frora exceeding 8% as measured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as st a t e d i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y may e l e c t t o reopen n e g o t i a t i o n s ' as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 
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provided,—however,—each—party—reoorvco—fehe—right—fee—reopen—this 

Agreement—ift—order—fee—negotiate—fehe—Health—Plan—s-efe—forth—ift 

Article—9—fte—later—than—June—2 Q - ,—2011—and—Juno—3-0-^—2015,—er—in 

fe4^e—event—tho C i t y of Chicago—i-s—awarded the—2016 Olyrapic Garaco, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

either party to th i s Agreeraent has t h i r t y (30) days to notify 

the other party of i t s intent to reopen thi s Agreeraent in order 

to negotiate the Health Plan set forth in A r t i c l e 9. Should 

either party elect to reopen negotiations pursuant to th i s 

provision, i t s h a l l submit written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreement on the A r t i c l e . I f the parties f a i l to reach 

agreement at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreeraent. 

Non-Provailing Wage Rate Reopener 

Four-Yoar: Thio—Agrccra-cnt—may—be—reopened t e — f u r t h e r 

n e g o t i a t e — f e h e — n o n - p r e v a i l i n g — v j o g o — r a t e s — g o v e r n i n g — t h e — o c c o n d 

five year feer^m (07/01/2012 fee 06/30/2017) under—Article 4-r 

Soction 4.4, i n — f e h e — e v e n t — t h a t (-â  fehe—City—notif .ico fehe 

Coalition—fehefe—ife—hae—nefe—reached—a—successor—agrocmcnt—fee—a 
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t h e n — c u r r e n t — f o u r - y e a r — a g r e e r a e n t — e x p i r i n g — e f t — J u n e — 3 ^ - 7 2011 

regarding—an—across-the-board—percentage increase feer—other 

u n i o n i z e d — e r a p l o y e e s — i f t — n o n - p r e v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the—^^Me—Too Clauoc" by March—2 ^ ,—2012;—er—fb^—fehe 

Coalition—notifies—fehe—City—e^—ife-s—intent—fee—tcrrainato—fehe—^44e 

Too Clause" by March 31, 2012. 

Five-Year : This—Agreeraent—m a y—be—reopened—fee—further 

negotiate—fehe—non-pre v a i l i n g — wage—ratco—governing—fehe—second 

five year feer^R (07/01/2012 fee 06/30/2017) under—Article 4-r 

Section 4.4, i f t ^ — f e h e — e v e n t — t h a t (-a-) fehe—City—notif ioo—fehe 

Coalition—that—ife—hae—nefe—reached—a—successor—agreeraent—fee—a 

t h e n — c u r r e n t — f i v e - y e a r — a g r e e r a e n t — e x p i r i n g — e n — J u n e — 3 ^ ^ 2012 

r e g a r d i n g — a f t — a c r o s s - t h e - b o a r d — p e r c e n t a g e — i n c r c a o c f e r — o t h e r 

u n i o n i z e d — e r a p l o y o c o — i f t — n o n - p r e v a i l i n g — w a g e — r a t e — c l a o s i f i c a t i o n o 

defined i n the "Mc Too Clauoc" by October 31,—2012;—er—fb^—fehe 

C o a l i t i o n — n o t i f ico—fehe—City—ef^—ifee—intent—fee—tcrrainato—feh-e—^44e 

Too Clause" by October 31, 2012. 

a—afty—efte—ef—fehe—foregoing—events—occurs,—either—party—fee 

t h i s Agreeraent—ha-s—thirty—f^-Q-)—days—to n o t i f y the other party of 

i-fee—intent—fee—reopen—thio—Agreement—ifi—order—fee—negotiate—fehe 

n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — t h e second—f i v o - y c a r — t e r m 

(07/01/2012 to 06/30/2017)—oct f o r t h i n A r t i c l e 1,—Section 1.1. 

S h o u l d — e i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n e g o t i a t i o n s — p u r s u a n t — f e e 

t h i s — p r o v i o i o n , i f e — s h a l l — s u b r a i t — w r i t t e n — n o t i c e — f e e — f e h - e — o t h e r 

p a r t y — a n d — f e h e — C i t y — s h a l l — n e f e — b e — o b l i g a t e d — f e e — r a a ke—fehe—wage 
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ad j u o t r a e n t o — s - e f e — f o r t h — i n — A r t i c l e — 4 - , — S e c t i o n — 4 . 4 . Thereafter, 

fehe part ioo have ni n e t y ( 90) days v j i t h i n which fee-—reach 

a g r e e r a e n t — e f t — f e h e — A r t i c l e . H — f e h e — p a r t i e s f a i l — f e e — r e a c h 

agreeraent—afe^—fehe—conclusion—ef—that—ninety—(-9-9-)—day period,—each 

party reserves—fehe—right to—roopon the—entire Agreeraent. 

Other Reopener 

In the event of an emergency, cataclysmic event or other 

s i r a i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

party reserves the r i g h t t o reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed t h i s document as of 

the day of , 2rQm- 2018. 

CITY OF CHICAGO SIGN AND PICTORIAL PAINTERS 

UNION - LOCAL 830 

By: By: 

PAINTERS' DISTRICT COUNCIL 

LOCAL 14 

By; 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

S I D E L E T T E R 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree to the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 t o explore and recomraend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governraental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and T r a i n i n g Prograra I n i t i a t i v e , i n c l u d i n g , but 

not l i r a i t e d t o : 

a. A raulti-project labor agreeraent. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o ntractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum number of apprentices on the p r o j e c t as 

perraitted under the terras and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h 
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the U.S. Department of Labor's Bureau of Apprenticeship and 

T r a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o t h e . f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive h e a l t h care model and w i l l r e s u l t i n 

design improveraents, cost containment or savings, i n c l u d i n g but 

not l i m i t e d t o the f o l l o w i n g areas: 

• Expanded Disease Manageraent Prograra 

• HRA and Bio-raetric Screening 

• Health Fairs 

• Weight Manageraent Prograra 

• Iraaging Review Service 

• L i f e t i r a e Maxiraura 

• Subscriber Share f o r Hos p i t a l B i l l s and Co-insurance 

• Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 

• Coraprehensive Comraunication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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" LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Memorandum of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have .discussed an 

agreeraent by the Unions t o waive 'sorae or a l l of the raonetary 

raake whole reraedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o araend Section 3(a) as requested 

by the Unions i n order to conclude ne g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y to waive 

sorae or a l l of the monetary make whole remedies. U n t i l such an 

agreement i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be o b l i g a t e d to impleraent the monetary make whole 

remedies i n the Award. In a d d i t i o n , i f such an agreement i s not 
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reached by December 1, 2007, the p a r t i e s s h a l l feubrait the issues 

of the Unions' proposed amendment t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f frora the monetary make whole reraedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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INTERNATIONAL BROTHERHOOD OF ELECTRICAL WORKERS 
LOCAL UNION NO. 9 

(AFL-CIO) 

AGREEMENT WITH 
THE CITY OF CHICAGO 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer") and Local Union No. 9, I n t e r n a t i o n a l Brotherhood 

of E l e c t r i c a l Workers ( h e r e i n a f t e r r e f e r r e d t o as "Local Union 

No. 9"), who now agree as f o l l o w s : 

That both p a r t i e s t o t h i s Agreement are desirous of 

continuing the understanding w i t h respect t o the employer-

employee r e l a t i o n s h i p which e x i s t s between them and of en t e r i n g 

i n t o a coraplete agreeraent covering rates of pay, hours of work, 

and other conditions of employraent. 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes Local Union No. 9 as the sole and 

exclusive bargaining agent i n a l l raatters P e r t a i n i n g t o wages, 

hours, and working conditions f o r a l l eraployees employed by the 

Employer i n the f o l l o w i n g c l a s s i f i c a t i o n s f o r work p r e s e n t l y 

performed and/or as described i n class s p e c i f i c a t i o n s on f i l e 

w i t h the Department of Personnel: 

1. General Foreman of Linemen 
2. Foreraan of Linemen 
3. Lineman 
4. Lineman Helper 
5. Foreman of Lamp Maintenance Men 
6. Sub-Foreman of Lamp Maintenance Men 
7. Larap Maintenance Man 
8 Load Dispatcher 
9. E l e c t r i c a l Surveyman I 
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10. E l e c t r i c a l Surveyman I I 
11. E l e c t r i c a l Surveyman I I I 
12. E l e c t r i c a l Surveyman IV 
13. Street Light Repairman 
14. T r a f f i c Signal Repairman 
15. Equipraent T r a i n i n g S p e c i a l i s t 
16. Coordinating Fire Communications Operator 
17. Supervising Fire Coramunications Operator 
18. Fire Communications Operator I I 
19. Fire Communications Operator I 
20. Lamp Repairer 
21. Sub-Foreman of Lamp Repairers 
22. Foreman of Street Light Repairmen 
23. Foreman of T r a f f i c Signal Repairmen 

Section 1.2 Traditional Duties 

Any work which has been t r a d i t i o n a l l y Performed by 

employees who are represented by Local Union No. 9 s h a l l 

continue t o be performed by said employees, except where non-

u n i t employees have i n the past perforraed u n i t work, or i n 

eraergencies, t o t r a i n or i n s t r u c t eraployees, t o do layout, 

demonstration, experimental, or t e s t i n g d u t i e s , t o do 

troubl e s h o o t i n g or where specia l knowledge i s required, provided 

however, where employees do not report t o work because of 

vacations, or other absences or tardiness, or f o r personal 

reasons during the course' of the day, or because a l l of the 

employees are or w i l l be occupied w i t h assigned d u t i e s , or t o 

coraplete a rush assignment, employees of any other u n i t 

represented by another l o c a l union of the C o a l i t i o n s h a l l not 

perform the work of said employees. For example, i f a Lineman 

i s on vacation, a Plumber s h a l l not be assigned as a replacement 

Lineman. The Employer s h a l l not a r b i t r a r i l y extend the period 

of any emergency beyond the need f o r t h a t emergency. 
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Notwithstanding the foregoing, i t i s understood that i t 

sh a l l not be a violation of thi s Agreement i f the following 

functions are performed by members of management, regardless of 

whether they are also performed by the bargaining unit: (a) crew 

assignment and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipraent and raaterials frora vendors. Nothing 

herein s h a l l deprive raembers of the bargaining unit of the right 

to perform h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit eraployee for the purpose of 

replacing that person with a raeraber of raanageraent. 

Section 1.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance claiming t h a t 

the Eraployer has v i o l a t e d the terms of t h i s Agreeraent by 

assigning c e r t a i n work .to C i t y employees represented by another 

union, or where the Eraployer receives a grievance frora another 

union p r o t e s t i n g the assignment of work t o employees covered 

under t h i s Agreeraent, the Employer s h a l l serve w r i t t e n n o t i c e to 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the pro v i s i o n s of A r t i c l e 8 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the opp o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and to present evidence, but s h a l l not be bound t o the 



r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Eraployer t h a t 

the reassignraent of the work i n dispute v i o l a t e s . the Agreeraent 

of t h a t other union, the provisions of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine t h a t the Employer's reassignraent 

of the work i n dispute v i o l a t e s the other union(s)'. Agreeraent, 

thereby r e q u i r i n g the Employer t o coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Eraployer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the provisions of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 8 of t h i s Agreeraent, 

except t h a t the Union and the other a f f e c t e d union(s) s h a l l 

s elect the a r b i t r a t o r . The Employer, the Union and the other 

a f f e c t e d union(s) s h a l l be p a r t i e s t o t h a t proceeding, and s h a l l 

have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. During the 

pendency of t h i s proceeding, the work assignment d i r e c t e d by the 

f i r s t a r b i t r a t o r s h a l l be followed by the p a r t i e s . The 

a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only which of the 

two c o n f l i c t i n g awards s h a l l p r e v a i l . The a r b i t r a t o r ' s decision 

s h a l l be based s o l e l y upon the p r i o r a r b i t r a t i o n awards, the 
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record before both p r i o r a r b i t r a t o r s , and the t r a d i t i o n a l work 

and other relevant p r o v i s i o n s of t h i s Agreement and of the 

c o l l e c t i v e bargaining agreement of the a f f e c t e d union ( s ) . No 

other evidence or testimony s h a l l be admitted i n t h a t hearing. 

The decision of the a r b i t r a t o r i n t h i s proceeding s h a l l be f i n a l 

and binding upon a l l p a r t i e s t o the dispute, and none of the 

p a r t i e s t o the dispute s h a l l seek review of t h a t award i n any 

other j u d i c i a l or a d r a i n i s t r a t i v e forum. 

Nothing herein s h a l l preclude a l l p a r t i e s t o the dispute 

frora v o l u n t a r i l y r e s o l v i n g i t at any time. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Local Union No. 9 recognizes t h a t c e r t a i n r i g h t s , powers, 

and r e s p o n s i b i l i t i e s belong s o l e l y to and are e x c l u s i v e l y vested 

i n the Eraployer, except only as they raay be subject t o a 

s p e c i f i c and express o b l i g a t i o n of t h i s Agreeraent. Among these 

r i g h t s , powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , 

are a l l matters concerning or r e l a t e d t o the management of the 

Employer's operations and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d 

to) the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t 

cause, to l a y o f f by reason of lack of work, by reason of lack of 

funds or work, or a b o l i t i o n of a p o s i t i o n , or raaterial changes 

i n duties or org a n i z a t i o n of the Eraployer's operations, or other 

econoraic reasons; to h i r e , c l a s s i f y , t r a n s f e r and assign work. 
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promote, demote., or r e c a l l ; t o make and enforce reasonable r u l e s 

and r e g u l a t i o n s ; t o maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o deterraine the services, processes, and 

extent of the Eraployer's operation, the types and q u a n t i t i e s of 

machinery, equipment and raaterials t o be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t to contract out or subcontract; 

the r i g h t t o determine the number of employees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required t o insure maximum e f f i c i e n c y of operations; to 

e s t a b l i s h and enforce f a i r production standards; and t o 

determine the size, number and l o c a t i o n of i t s departraents and 

f a c i l i t i e s . A l l of the provisions of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Eraployer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
HOLIDAYS 

Section 3.1 

(a) F u l l time hourly eraployees s h a l l receive eight (8) 

hours s t r a i g h t tirae pay f o r the holidays set f o r t h below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Columbus Day 
8. Thanksgiving Day 
9. Christmas Day 
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(b) F u l l - t i m e s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Meraorial Day 
7. Independence Day 
8. Labor Day 
9. Colurabus Day 
10. Veteran's Day 
11. Thanksgiving Day 
12. Christraas Day 

(c) Eraployees covered by t h i s Agreeraent i n c l u d i n g 

probationary eraployees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreement. At the employee's 

option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 4 of t h i s 

Agreeraent. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Employer. I f the employee i s required 

or allowed t o work on such designated day, the employee s h a l l 

receive the appropriate holiday preraiura r a t e . An employee may 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Employees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n notice and approved by the Employer. New eraployees who 

coraraence work f o r the Eraployer a f t e r June 30 s h a l l not be 

7 
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e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(d) The benefits set forth in (a) , (b) and (c) above s h a l l 

be paid provided the eraployee i s in pay status the f u l l 

scheduled work day immediately preceding and the f u l l scheduled 

workday iraraediately following such holiday, or i s absent from 

work on one or both of those days with the Employer's 

perraission, such perraission s h a l l not be unreasonably denied. 

Section 3.2 Payment for Holiday 

I f an employee i s scheduled to work on any calendar holiday 

he/she s h a l l be paid at the rat e of two and one-half (2 1/2) 

times (which includes holiday pay) his/her normal hourly r a t e 

f o r a l l hours worked. When an employee i s required t o work on 

any holiday enuraerated above, a rainiraura of four (4) hours of 

work raust be paid. I f an hourly paid eraployee i s not 

required t o work on a calendar holiday, such eraployee s h a l l be 

paid eight (8) hours at s t r a i g h t tirae f o r such holiday. 

I f a calendar holiday f a l l s on an eraployee's normal day 

o f f , such employee s h a l l receive his/her normal week's pay i n 

a d d i t i o n t o eight (8) hours holiday pay at s t r a i g h t time. 

A l l holiday time s h a l l be considered tirae worked f o r the 

purposes of computing overtirae, except where the holiday f a l l s 

on the employee's day o f f . 

Section 3.3 Determining Work Days as Holidays 

A holiday i s the calendar day running from raidnight to 

midnight. An eraployee whose work day extends over parts of two 

(2) calendar days, one of which i s a holiday, s h a l l be 

8 
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considered t o have worked on the h o l i d a y - i f the m a j o r i t y of the 

hours worked f a l l on the holiday. 

Section 3.4 Fail u r e to Report to Work on Scheduled Holiday 

I f an eraployee i s scheduled to work on a holiday and f a i l s 

to report to work, the eraployee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other eraergency. 

Section 3.5 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled work week 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For employees whose r e g u l a r l y scheduled work 

week includes Saturday and/or Sunday, said holidays which f a l l 

on e i t h e r Saturday p r Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an employee's vacation 

period, the Employer s h a l l have the o p t i o n of g r a n t i n g the 

eraployee an extra day's pay or an extra day of vacation at a 

time mutually agreed upon between the eraployee and the 

Department Head, provided the employee works the f u l l scheduled 

work day immediately preceding and the f u l l scheduled work day 

immediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Employer f i n d s to be v a l i d . 
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ARTICLE 4 
VACATIONS 

Section 4.1 

Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

employed. An employee w i l l earn the f o l l o w i n g - amounts of paid 

vacation, based on such eraployee's continuous service prior'' to 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y : 

Continuous Service p r i o r t o July 1 Vacation 

Less than 6 years 13 days 

6 year or raore, but less 18 days 
than 14 years 

14 years or raore 23 days 

a f t e r 24 years 24 days 

a f t e r 25 years 25 days 

Section 4.2 Pro Rata Vacations 

An eraployee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The employee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated frora eraployraent, other than 

f o r cause, during a calendar year i n which the eraployee d i d not 

have twelve (12) raonths of continuous service. 

The amount of pro r a t a vacation i s determined by d i v i d i n g 

the number of raonths of continuous service the f u l l - t i m e 

employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by twelve (12); the r e s u l t i n g f i g u r e i s 
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m u l t i p l i e d by the araount of paid vacation f o r which the eraployee 

i s e l i g i b l e i n Section 4.1 above. Any f r a c t i o n i s rounded o f f to 

the nearest whole nuraber of days. Eraployees separated frora 

eraployment, other than f o r cause, w i l l be paid on a suppleraental 

p a y r o l l as soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-time employees who work at l e a s t e i g h t y (80) hours per 

month earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance 

w i t h the formula used by the Eraployer i n accordance w i t h past 

p r a c t i c e . 

Section 4.3 F o r f e i t of VacationAll earned vacation leave s h a l l be 

forfeited unless (1) the employee was denied vacation by the 

employer, or (2) the employee i s on an approved leave of absence, 

or (3) the employee elects in writing to carry over vacation days 

(up to three (3) ouch vacation days of accrued and unused 

vacation days for employees with l e s s than ten (10) years of 

service, and up to f i v e (5) days of accrued and unused vacation 

days for employees with ten (10) or more years of service) for 

use individually or consecutively during the next vacation year, 

provided that notice of such election s h a l l be given to the 

eraployer before Deceraber 15 of the vacation year. Carry over days 

s h a l l not count against an employee's maximum niamber of single 

use vacation days provided for under t h i s Agreement. Such carry 

over vacation days must be scheduled in the then current year for 

use i n the next year. Cancellation or re-scheduling of carry over 
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days s h a l l be c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the 

Agreement under Vacation Picks, upon—mutual—agreement—ef—fehe 

employer,—which—agreement—shall—net—be—unreasonably—doniod— e ^ e 

withheld, and such carry over days must be' taken on or before 

A p r i l June 30 of the next vacation year (or w i t h i n s i x (6) 

months, i n the case of an eraployee's r e t u r n frora an approved 

leave of absence). Nothing herein s h a l l l i m i t or p r o h i b i t the 

Employer from a l l o w i n g the employee t o reschedule c a r r y over 

before June 30̂ *̂ , or approving the rescheduling of c a r r y over 

days beyond June 30̂ *̂ . Employees on duty ' d i s a b i l i t y s h a l l r e t a i n 

any vacation leave earned p r i o r t o being placed on duty 

d i s a b i l i t y leave, together w i t h a l l vacation time earned during 

the p e r i o d ' of duty d i s a b i l i t y f o r the twelve (12) months 

f o l l o w i n g the date i n which the person became disabled, and s h a l l 

be e n t i t l e d t o use such vacation tirae w i t h i n twelve (12) months 

f o l l o w i n g t h e i r r e t u r n t o work. 

Section 4.4 

Eraployees who are terrainated f o r cause are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns in l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay i n thei r 

bank a t the time of r e s i g n a t i o n . Employees s h a l l not earn 

vacation c r e d i t f o r any period during which they are on l a y o f f 

or leave of absence without pay i n e.xcess of t h i r t y (30) days 

(except where such leave was adjudged e l i g i b l e f o r duty 

d i s a b i l i t y ) or engaged i n conduct i n v i o l a t i o n 'of A r t i c l e 9 of 
12 

355589.1 



this Agreement. In the event of the death of an e l i g i b l e 

employee, the surviving widow, widower or estate s h a l l be 

entitled to any vacation pay to which the deceased employee was 

entit l e d . 

Section 4.5 

The rate of vacation pay s h a l l be computed by multiplying 

the employee's straight time hourly rate of pay in effect for 

the eraployee's regular job at the tirae the vacation i s being 

taken, tiraes eight (8) hours per day, tiraes the nuraber of days' 

vacation to which the employee i s en t i t l e d . Salaried eraployees 

s h a l l receive their regular salary in effect at the time the 

scheduled vacation i s taken. 

Section 4.6 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

i n t i r a e - i n - t i t l e at work l o c a t i o n s , provided however, the 

Department Head s h a l l have the r i g h t t o determine the number and 

scheduling of crews and employees who can be on vacation at any 

one time without hindering the operation of the Departraent. The 

Department w i l l not designate any time or period during the 

calendar year when e l i g i b l e employees would be p r o h i b i t e d from 

scheduling and t a k i n g vacation time. 

Employees s h a l l make vacation picks at a time and i n the 

raanner c u r r e n t l y provided f o r by t h e i r • Department. The 

Department w i l l respond t o the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not raore than fourteen (14) days frora the 

date the request i s received by the Department, except i n cases 
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where the request i s made f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe manpower shortage which may s e r i o u s l y -hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable to the iraraediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the eraployee's accrued vacation time) plus 

payment t o the eraployee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an eraployee s h a l l 

occur only in the raost extrerae emergencies. In the event of such 

cancellation, the Employer w i l l reiraburse the eraployee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 4.7 

Any eraployee—of t h e — C i t y of Chicago—hired prior—fee—February 

i2r-,—198 6—whe—ha-s—rendered—service—fee— the—County—e i—Cook,—fehe 

Chicago—Park—District,—fehe—Chicago—Housing Authority,—fehe—Forest 

Preserve—Bis t r i o t , — f e h e — M e t r o p o l i t a n — S a n i t a r y — D i s t r i c t — e ^ — G r e a t e r 

Chicago,—fehe—State—©f—Illinois,—fehe—Chicago—Board—ei—Education, 
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t h e — C i t y — C o l l o g c s — e f — C h i c a g o , — C o m m u n i t y — C o l l e g e — D i o t r i c t — 5 0 8 , 

the Chicago—Tranoit Authority,—fehe—Public—Building Coraraission—ef^ 

Chicago, fehe—Chicago—Urban—Tranoportation—Diotrict, a^d—fehe 

Regional—Transportation—Authority,—ohall—have—fehe—right—fee—have 

i h e—period—ef—such—sorvice—credited—and—counted—f-er—fehe—purpose 

ef—coraputing—fehe—nurabcr—ef^—years—ef^—ocrvicc—a-s—an—eraployee—ef-

t h e — C i t y — f e r — v a c a t i o n o , — p r o v i d e d — t h a t — s u c h — s e r v i c e — h a ^ — b e e n 

continuous service . However, vacation tirae a c c r u e d — w h i l e 

worlcing f-er anothor p u b l i c agency i e nefe t r a n s f e r a b l e . 

Eraploycco—hired—after—February—1 2 - ,—198 6—whe—render o c r v i c c — f e r 

eny—other—oraploycr—a-s—statod—above—shall—have—fehe—right—to have 

t h e i r — p e r i o d — e f — o u c h — s e r v i c e — c r e d i t e d — a n d — c o u n t e d — f e - r — t h e -

p u r p o o c — e f ^ — c o r a p u t i n g — f e h e — n u r a b c r — e f — y e a r s — e f — s e r v i c e — a - s — a n 

eraployee—ef—the C i t y f o r vacationo,—provided a m a j o r i t y o f — o t h e r 

employees of the Eraployer receive ouch c r e d i t . 

Section 4.8 Non-Consecutive Vacation Days 

Eraployees raay receive up to five s i x (6) of their vacations 

days one or more day(s) at a time as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so late 

in the vacation year that the eraployee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 
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week ( f o r example, the employee works a Monday - Friday work 

week and the h o l i d a y f a l l s on Tuesday) the vacation days 

scheduled f o r the week w i l l be considered consecutive vacation 

days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF) . 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side of the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees raay designate and use at t h e i r option up t o f i v e 

(5) s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as sick days t o cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l include (or 

may be expanded upon by the Ci t y ) : (i)mother, f a t h e r , husband, 

w i f e , b rother or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted) , provided t h a t the employee's domestic 

partner i s r e g i s t e r e d w i t h the Department of Human Resources. 

The Employer reserves the r i g h t to ask the employee to f u r n i s h 
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proof of said i l l n e s s . An employee d e s i r i n g t o use vacation days 

as s i c k days under t h i s p r o v i s i o n s h a l l inforra the 

representative of the Eraployer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . Salaried employees who c u r r e n t l y 

are r e c e i v i n g s i c k days under t h i s Agreement s h a l l be i n e l i g i b l e 

t o use vacation days as s i c k days while they have a v a i l a b l e 

unused sick days. 

ARTICLE 5 
CONTINUOUS SERVICE 

Section 5.1 

Continuous service raeans continuous paid eraployraent frora 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employment. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

-paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of t h i r t y (30) days or l e s s ; or 

2. An absence where the employee i s adjudged e l i g i b l e f o r 

duty d i s a b i l i t y corapensation. 

Section 5.2 Interruption In Service 

(a) Non-seasonal eraployees who work a. minimum of eighty 

(80) hours per month .shall be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(]) absences without leave 
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(2) absences due to suspension 

(3) unpaid leaves of absence f o r raore than 30 days or 

l a y o f f f o r raore than (30) days, unless eraployees are allowed t o 

accuraulate s e n i o r i t y under t h i s Agreement. 

(b) Seasonal employment of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the tirae worked. 

(c) Seasonal employraent in excess of 120 days in any 

calendar year s h a l l be credited toward continuous service. 

Soction 5.3 Reciprocity 

Eraploycco h i r e d — p r i o r fee February 12-, 1986 whe have 

r e n d e r e d — o c r v i c c — f e e — f e h e — C o u n t y — e f — C o o k , fehe—Chicago Park 

D i s t r i c t , t - h e — F o r e o t — P r e s e r v e — D i o t r i c t , fehe—Chicago—Housing 

A u t h o r i t y , the Metropolitan Sanitary D i o t r i c t ef Greater 

Chicago,—fei^e—State—ef—Illinois,—fehe—Chicago ""Board—ef—Education, 

City—Collcgco—ef—Chicago,—Coraraunity—College—District—508 ,—the 

Chicago T r a n s i t A u t h o r i t y , Public . — B u i l d i n g Coraraission ef-

Chicago, fehe—Chicago—Urban—Tranoportation—Diotrict—and—fehe 

Regional—Tranoportation—Authority—shall—have—fehe—period—ef—ouch 

service—credited— a n d—counted—fer—fehe—purpose—ef^—advancement 

w i t h i n — l o n g e v i t y — s a l a r y — o c h e d u l e o . However, employeeo—hired 

a f t e r February—12- , 198 6 — w h e — r e n d e r — s e r v i c e f e r — a n y — o t h e r 

Employer—as—stated—abovo—shall—have— t h e—right—fee—have—fehe—period 

ef ouch service c r e d i t e d a-nd counted f-er fehe purpooo e# 

advanccmicnt v j i t h i n l o n g o v i t y salary schodulco providod a 

m o j o r i t y of other omployccs of the Employor receive—ouch c r e d i t . 
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Section 5.4 Break i n Service 

Notwithstanding the pr o v i s i o n s of any ordinance or r u l e t o 

the contrary, continuous service of an eraployee i s broken, the 

employraent r e l a t i o n s h i p i s terrainated, and the eraployee s h a l l 

have no r i g h t t o be r e h i r e d , i f the eraployee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

days without n o t i f y i n g ' the employee's authorized Employer 

repr e s e n t a t i v e unless the circumstances preclude the Employee, 

or someone on h i s or her behalf, from g i v i n g such n o t i c e , does 

not a c t i v e l y work f o r the Eraployer f o r twelve (12) raonths 

(except f o r approved f u l l tirae Union representative leaves or 

raedical leaves of absence and duty d i s a b i l i t y leaves), or i s on 

l a y o f f f o r more than twelve (12) consecutive months i f the 

employee has less than f i v e (5) years of service at the time ' of 

the l a y o f f , or i s on l a y o f f f o r more than two (2) years i f the 

employee has f i v e (5) or raore years of service at the time of 

the l a y o f f . 

Section 5.5 Probationary Employment 

New employees, hired after r a t i f i c a t i o n of thi s Agreement, 

w i l l be regarded as probationary employees f o r the f i r s t twelve 

(12) -six—(-6^ raonths of t h e i r eraployraent and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary employees continuing i n the service of the 

Employer a f t e r twelve (12) -eia (-6) months s h a l l be career 

service employees and ' s h a l l have t h e i r s e n i o r i t y date raade 

r e t r o a c t i v e t o the date of t h e i r o r i g i n a l h i r i n g . Probationary 

employees raay be d i s c i p l i n e d or discharged as e x c l u s i v e l y 
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determined by the Eraployer and such Eraployer action s h a l l not be 

subject to the grievance procedures, provided that,(1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 
j 

employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the - Eraployer, within i t s discretion, rehires a former 

employee who did not complete his/her probationary period within 

one year from the employee's termination, and said former 

employee had served 90 days or more of his/her probationary 

period, a l l time previously served in the probationary period 

s h a l l be counted for purposes of determining when the said 

eraployee corapletes his/her probationary period. A probationary 

eraployee who has served 90 days or more of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for employment in the sarae job t i t l e in the 

departraent frora which he/she was l a i d off, so long as he/she 

does not refuse an offer of employraent, and does not suffer a 

break in service under Section 8.4 of this Agreement. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cumulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 
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but s h a l l have an evaluation period not to exceed si x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreeraent. Probationary employees s h a l l be compensated at the 

same r a t e as career service employees. 

Section 5.6 Layoffs/Recall 

Probationary eraployees w i t h less than n i n e t y (90) days o f 

service s h a l l be terrainated before the Eraployer lays o f f 

employees. Probationary eraployees w i t h raore than n i n e t y (90) 

days of service s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t 

senior employee i n the a f f e c t e d job c l a s s i f i c a t i o n i n the 

department s h a l l be l a i d o f f f i r s t , provided the a b i l i t y , 

q u a l i f i c a t i o n s t o perforra the required work, and the employee's 

job performance are equal among the other eraployees i n the job 

i n the department. " S e n i o r i t y " s h a l l raean, f o r purposes of t h i s 

Section, the eraployee's time i n bargaining u n i t t i t l e s c i t y -

wideocrvice i n t h e — j - e b — t i t l e — ( t i r a c - i n - t i t l e ) . 

A l a i d o f f employee may displace (bump) the lea s t senior 

employee, i f any, i n the most recent lower job t i t l e the 

employee to be l a i d o f f has held i n the department, provided the 
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eraployee t o be l a i d o f f has the then present a b i l i t y t o perforra 

the job t o the Employer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Employees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f . 

Section 5.7 Promotion 

Q u a l i f i e d eraployees s h a l l be given an equal o p p o r t u n i t y 

w i t h other applicants to b i d on jobs which pay higher rates of 

pay and which are declared vacant by the Eraployer. The Eraployer 

s h a l l select the most q u a l i f i e d a p p l i c a n t , provided t h a t an 

employee applicant s h a l l have preference over a non-eraployee 

a p p l i c a n t , unless the non-employee applicant has demonstrably 

greater s k i l l and a b i l i t y t o perform the work required. 

The Employer s h a l l deterraine i f there i s a perraanent 

vacancy t o be f i l l e d , and at any time before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 

The Eraployer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

p o s t i n g . Said vacancies s h a l l be posted f o r fourteen (14) days 

on the CAREERS WEBSITE. The posting s h a l l contain at l e a s t the 

following information: job t i t l e , q u a l i f i c a t i o n s , days off, 

s h i f t , hours, work location, i f known, and the rate of pay. The 

posting s h a l l also identify the number of positions to be 

f i l l e d . I f the niamber to be f i l l e d changes, the Employer s h a l l 

promptly notify. Prior to the commencement of the selection 



process, the employer w i l l provide the Union with a l i s t of 

q u a l i f i e d bidders-v-

Q u a l i f i e d bargaining u n i t employees s h a l l be given an 

o p p o r t u n i t y t o b i d on permanent vacancies declared by the 

Eraployer. I n making s e l e c t i o n s , the Eraployer s h a l l give 

preference to bargaining unit applicants over non-bargaining 

unit applicants, except where non-bargaining unit applicants 

have deraonstrably greater s k i l l and. a b i l i t y to perform the work. 

Where applicants are equally qualified, the Employer s h a l l 

select the raost senior eraployee (based on City-wide seniority) 

of those applying who has the greatest-, a b i l i t y to f i l l the needs 

deterrained by the Eraployer. " A b i l i t y " s h a l l be deterrained by 

the Employer based upon performance evaluations, experience, 

training, proven a b i l i t y and similar c r i t e r i a . In making a 

selection between two or more bargaining unit applicants who are 

equally qualified, the Employer s h a l l select the raost senior 

bidder. For purposes of t h i s Section, seniority s h a l l be 

determined by the employee's service i n the employee's j o b — t i t l e 

time in the bargaining unit City-wide. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 
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rejection of bidders. This meeting s h a l l include a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information summary, and h i r i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

The successful bidder for any job under thi s Section s h a l l 

have an evaluation period, not to exceed sixty (60) days, to 

deraonstrate that he or she can perforra the job. I f the Eraployer 

has j u s t cause based upon the eraployee's job perforraance at any 

tirae during that period, to believe that the successful bidder 

cannot perform the job, then the successful bidder s h a l l be 

returned to the job he/she held just prior to the awarding of 

the bid, displacing, i f necessary, any eraployee who has been 

placed into said job. 

Section 5.8 Transfer 

The Employer raay permit an employee t o t r a n s f e r w i t h i n a 

departraent from or to the sarae or a d i f f e r e n t job c l a s s i f i c a t i o n 

where there i s no - increase i n pay, by City-wide s e n i o r i t y 

provided the eraployee has the then present a b i l i t y t o perform 

the job t o the Employer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Section 5.9 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 
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l i m i t a t i o n that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination that the 

employee i s u n f i t for duty and the employee's physician 

c e r t i f i e d that the employee i s f i t for duty, the employee may 

e l e c t or Employer may require the employee, et the Employer's 

sole expense, to be subject an independent medical examination 

("IME") to determine i f the employee i s f i t for duty. The Union 

s h a l l s e l e c t an examining independent physician who w i l l conduct 

the IME . from a l i s t of at l e a s t three physicians with the 

appropriate medical specialty who have successfully completed 

the City's procurement process and are on a l i s t of approved 

vendors. The determination of the independent physician and the 

IME s h a l l be f i n a l and binding. The Employee s h a l l execute a l l 

HIPAA waivers and other forms necessary i n order to permit 

access to a l l medical records related to his/her condition, and 

the City s h a l l agree to secure and maintain the confidential 

nature of a l l medical records obtained through the process. 

ARTICLE 6 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 6.1 
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a) The Eraployer s h a l l provide t o employees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other eraployees of the C i t y und.er the sarae terms and conditions 

applica b l e t o said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o eraployees and t h e i r e l i g i b l e 

dependents. 

b) Employees who participate in the Eraployer; medical 

care plan or an HMO ,. s h a l l malce the following contributions 

toward their health care coverage, based on the applicable 

percentage of thei r base salary, subject to the then-applicable 

salary cap: 

Ir) employee raedical c o n t r i b u t i o n o a-re based en a 

composite—1 . 6 %—ef—base—salary—fer—single,—employee—and—one,—and 

faraily—lovclo—ef—covorago—a-s—specified—below. Fer—exaraple,—the 

c o n t r i b u t i o n s — a f e — s e l e c t e d — s a l a r y — l e v e l s — p e r — p a y — p e r i o d — a r e — a e 

f o l l o w s : 

ANNUAL 
C7\T 7\-ny 

SINGLE 
1 n o o 1 o. 

EMPLOYEE't-1 
-1 c.n 0 7 9 -

FAMILY 
1 nn nco 

iXii \ l \ X Z„ U J . u X . 3 1 J 1 G X . J 1 3 3 C 

rin t '^'^ 0 000 1 ^ s n 10 00 nn 
3 ^ 3\J Cf ^ \J , \J \J \J 

s T l n m 
X iL 

1 "> 

. -J u 

O c: 

X J ) . 3 3 

10 

iL i.^ . 3 3 

3 A 
Y -^3 , 3 3 X 

AO 000 

X z . 

1 7 

. O -J 

1 A 

11?. 1 3 

O C OO 

iL H . 3 3 

OO OA 
•f i 3 , 3 3 3 

s n n n 
X 1 

'~> 1 

- _L 4 

A ^ 

iL3 . 3 3 

oo n^ 
3 i l . . O r i 

Al nR 
^ 3 3 , 3 3 3 

5fO 000 
I L • i ^ 

7 0 
3 iL . J X 

"3 0 AO 
^ X . 3 3 

AO 3 C 
^ 3 3 , 3 3 3 

$,^0 000 o q 
. / u 

q q 
3 J . rt J-

A f 0'^ 

H J . iL 3 

S 7 Al 
Y 1 ^ f w U \J 

son nnn 
d—/ 

^ A on 
*J 3 . 3 1 

ceo C C 

3 1 . ^ 1 

Y ^ ^ f \J \J KJ 

g o q n o q 
~J r t 

0 O 

m ^ 1 

5 5 

3 iL . 3 3 

'oO ^ A 

3 3 . 3 3 

n o o n 
Y^ J f J J J 

$ 9 0 , 0 0 0 1 
3 O 

3 ^ 
3 J . iLH 

5 9 . 3 0 
1 ^ . ^ J 

7 3 . 9 5 
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S i n g l e Employee + 1 Fami ly Cap 

J u l y 1, 2017 1.2921% 1.9854% 2.4765 $90,000 

J u l y 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

J u l y 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

J u l y 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

2^ e f f e c t i v e — J u l y — h , — 2 0 0 6 — e m p l o y e e — m e d i c a l — c o n t r i b u t i o n o 

e r e — b a s e d — e n — a — c o m p o o i t c — 2 . 0 % — e f — b a s e — s a l a r y — f e r — s i n g l e , 

employee—and—one,—and—family—Icvclo—ef^—coverage—a-s—specified 

below-—Fe^—exaraple,—fehe—contributiono—afe—selected—salary—Icvclo 

per pay period are as—follows: 

ANNUAL SINGLE EMPLOYEE I 1 FAMILY 

P r U—contributions—shall—be—raade—en—a—pre-tax—basis—and—ar^ 

payable on a per pay period basis. 

c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 

S A L A R Y 1.2921°o 1 . 9854°o 2. 4765°o 

t l n r i r r S 0 n n n S I S 7 1 coo oo con cc^ 
OllV^H.^J. ,f .J \J , \J \J \J 

s"̂ n om 
Cf X 3 . I X 

* 1 1 R 
Cf i.^ . \^ \^ 

CO A o o 

Cf iL 1 . 3 3 

con n,c 
^f ^ 3 , 3 3 X 

^ AO 000 
V J- '0 . X 3 

'^^1 'oA 
z_ 4 . v_< ^ 

COO n n 

V w L/ . ly 3 

C A-\ OQ 
,f i 3 , 3 3 3 

S 5 0 0 0 0 
.f i^ X . 3 *i 

fi 0'^ 
V . 3 J 

fi /] 1 "5 fi 
Cf ^ X . iL 3 

* S 1 S Q 
IY ^ f w w w 

(^0 0 0 0 
V <i- • J* i i -

C:0 0 O f ) 

Cf H X . 3 3 

fi d Q f A 
Cf 3 X . 3 ly 

fi fi 1 0 1 
V w u ^ u u u 

^ ^ 0 0 0 0 

V z l . J U 

^ 7 i^Q 
V 4 l7 . O *1 

fi R'' 0 1 
V O 1 . J X 

b 7 o oo 
YI / \ j f u \ j y j 

^ o n n n n ^ 4 ? 0 7 
Cf 3 1 . J X. 

fi fifi 19 
Cf 1 iL . iL 3 

t o o n, C 
•T* w U / KJ KJ 

^ 0 0 0 0 0 
Y^ '-i O m U / 

^ A O 4 cr 

Cf 3 3 . 1 O 

fi 7 /I /I R 
Cf O iL . 3 3 

c no on 
Y ^ r VJ u u 

$100,000 
V 4 w . 4 O 

$53.84 $82.73 
Cf ly iL . 3 1 

$103.19 
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p r o v i s i o n s of insurance p o l i c i e s between Employers and insurance 

companies. 

d) A dispute between an eraployee (or his/her covered 

dependent) and the 'processor of clairas not be subject t o the 

grievance procedure provided f o r i n the Agreeraent between the 

Employer and the Union. 

e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be raade a v a i l a b l e t o q u a l i f i e d 

employees. The Employer raay o f f e r coverage under raore than one 

HMO. The eraployee's option of s e l e c t i n g an HMO i s subject to 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement t o the contrary. 

f ) Where both husband and wife or other f a m i l y merabers 

e l i g i b l e under one faraily coverage are eraployed by the Employer, 

the Eraployer s h a l l pay f o r only one faraily insurance or f a m i l y 

h e a l t h plan. 

g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other tirae due during an i l l n e s s i n order t o /keep 

his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreement. 

h) Consistent w i t h the terms of the Employer's e x i s t i n g 

Group Health Care Plan, and the applica b l e r u l e s thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 
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suspension l a s t i n g 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 

maxiraura of 12 weeks, subject t o the terras of the Plan and any' 

other a p p l i c a b l e p r o v i s i o n s of t h i s Agreeraent. Eraployees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terms of the 

Plan and i t s applicable r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees raust raake a l l i n d i v i d u a l medical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terras of 

the Plan and i t s app l i c a b l e r u l e s . I n the event t h a t an 

eraployee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the forra of which raay include, but i s 

not l i r a i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

coramunication from the Eraployer or i t s insurance c a r r i e r , or 
r 

some other s i r a i l a r advisory. 

i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be subject to an annual deductible of $35 per household. 

Ef f e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

subject to an annual deductible of $75 per household. 

Section 6.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree to create a J o i n t Labor Manageraent Cooperation 

Comraittee ("LMCC") pursuant a p p l i c a b l e s t a t e and f e d e r a l law. 
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The purpose of the LMCC i s to research and make recoraraendations 

and decisions within i t s authority related to the achievement of 

signi f i c a n t and measurable savings in the cost of eraployee 

health care during the terra of this Agreement. The Parties 

s h a l l memorialize their intent to create th i s LMCC by executing 

an Agreement and Declaration of Trust ("Trust Agreement") 

contemporaneously with the execution of each Coalition Union's 

c o l l e c t i v e bargaining agreement with the City of Chicago. Said 

Trust Agreement s h a l l be attached to this Agreement as 

Appendix C. 

Section 6.3 

The Trust Agreement 'shall address, without l i r a i t a t i o n , the 

f o l l o w i n g : 

a. Forraation of a Coraraittee t o govern the LMCC 

co n s i s t i n g of up t o twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be 

appointed by the C o a l i t i o n Unions. 

b. Appointment by the C i t y and C o a l i t i o n of a Co-

Chair and Vice-Cochair as designated i n the Trust 

Agreement. 

c. A u t h o r i t y of the LMCC t o raake recoraraendations and 

mod i f i c a t i o n s i n the health plan expected t o 

r e s u l t i n savings and cost containment. 
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d. Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d 

parties'-. 

Section 6.4 

For purposes of this A r t i c l e , an "employee" s h a l l mean a 

City employee represented by signatory labor organizations of 

this Agreeraent. A "Coalition Union" means signatories to this 

Agreement which have executed a c o l l e c t i v e bargaining agreeraent 

with the City. 

Section 6.5 

The p a r t i e s commit t o implementing Medical Plan Design 

changes t h a t w i l l r e s u l t i n estimated savings of a t l e a s t $3 

m i l l i o n (as c a l c u l a t e d w i t h respect t o the C o a l i t i o n Unions) by 

2020. The p a r t i e s w i l l work through the LMCC t o i d e n t i f y changes 

t h a t w i l l r e s u l t i n the r e q u i r e d savings. I f , p r i o r t o January 

1, 2020, the p a r t i e s have not reached agreement upon the 

proposed changes, each p a r t y w i l l submit i t s o f f e r o f proposed 

changes and the amount proposed t o be reduced, i n c l u d i n g the 

methodology f o r e s t i m a t i n g the value of the proposed changes, t o 

a mutually agreed upon a r b i t r a t o r , who w i l l be l i m i t e d t o 

s e l e c t i n g e i t h e r the C i t y ' s or the C o a l i t i o n Unions' o f f e r . The 

o f f e r selected (by the a r b i t r a t o r w i l l be b i n d i n g on the p a r t i e s 

and on the LMCC. 
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Section 6.6 

The City agrees to provide representatives from thie 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing t h e i r own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate confidentiality agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 7 
LEAVES OF ABSENCE 

Section 7.1 Bereavement Pay 

In the event of a death i n an employee's iraraediate f a m i l y , 

such employee s h a l l be e n t i t l e d t o a leave of absence up t o a 

maximum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the States contiguous t h e r e t o , the 

employee s h a l l 'be e n t i t l e d to a maximum of f i v e consecutive 
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days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such tirae as she/he i s 

required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed eight hours per day) . Salaried 

employees s h a l l receive the leave of absence without, a d d i t i o n a l 

corapensation. 

The eraployee's iraraediate faraily s h a l l be defined as: 

raother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, raother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, b r o t h e r - i n - l a w , grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whora the eraployee i s 

a court-appointed l e g a l guardian. The eraployer may, at i t s 

option, r e q u i r e the employee t o submit s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 7.2 M i l i t a r y Leave 

Any employee who i s a meraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g prograra or perforra other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Employer w i t h the C i t y Comptroller. 
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Any employee who i s a member of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s t o attend a t r a i n i n g program or 

perform other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the employee deposits his/her m i l i t a r y pay f o r a l l days 

corapensatetl by the Eraployer w i t h the C i t y Coraptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r Septeraber 11, 2001, 

s h a l l be e n t i t l e d t o f u l l salary and raedical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payraent of railitary 

pay t o the Comptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l a u t o m a t i c a l l y terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 7.3 Jury Duty Leave/Subpoena 

An employee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the employee i s a pa r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence with' pay during the term of 

such absence, provided t h a t the employee deposits his/her j u r y 

duty pay with the City Comptroller. 
Section 7.4 Sick Leave 

Salaried—employees—whe—are—granted—paid—oick—leave—en—fehe 

execution—ef—thio—Agreement—shall—continue—fee—rcccivo—fehe—same 

side—leave—provisions—ciuring—fehe—term—ef—thio—Agreement,—se—long 

a s — h e / s h e — c o n t i n u e s — f e e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w a e 
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receiving—oick—leave—afe^—fehe—execution—ef—thio—Agreement. This 

p r o v i o i o n — w i l l — n o t affect—any—accumulated sick—leave—employees 

may—have—afe—fehe—ey.ccution—ef^—thio Agreement. An—employee—shall 

have—the o p t i o n t o use up t o — s i x days—ef^—oick leave per y e a r — f e ^ 

the i l l n e s s of an iraraediate—family raeraber. 

Notwithstanding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and t h e r e a f t e r , said s a l a r i e d eraployees who receive paid sick 

tirae s h a l l accrue s i c k time at the ra t e of one (1) day f o r each 

month of employraent. Employees may use up t o s i x (6) days of 

si c k time per year f o r the bona f i d e i l l n e s s o f f a m i l y members, 

who s h a l l i n clude (or may be expanded upon by the C i t y ) : 

(i)mother, f a t h e r , husband, w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g 

blood, step or h a l f ) , son or daughter ( i n c l u d i n g blood, step or 

adopted), f a t h e r - i n - l a w , mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic p a r t n e r or 

the domestic partner's mother, f a t h e r , son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department of 

Human Resources. I n the event an eraployee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

A c t , i - s — h o s p i t a l i z e d , upon request of the eraployee, the Eraployer 

w i l l make a v a i l a b l e t o said employee up to the f u l l amount of 

sick time the employee would have accrued f o r the remainder of 

t h a t calendar year as i f he/she were a c t i v e l y eraployed, i n order 
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t o cover the absence r e s u l t i n g frora the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n — a n d — r e c o v e r y . Upon his/her r e t u r n t o 

work, the employee w i l l begin to accrue s i c k tirae w i t h the s t a r t 

of the next calendar year. The Eraployer reserves the r i g h t t o 

require an employee t o provide docuraentation of the i l l n e s s i n 

question. 

Section 7.5 Personal Leaves 

Non-probationary eraployees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and du r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. 

S e n i o r i t y s h a l l accumulate f o r employees on said leaves. 

Employees who r e t u r n from said leave s h a l l be r e i n s t a t e d t o 

t h e i r former job c l a s s i f i c a t i o n , i f the Employer determines i t 

i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 

because the eraployee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the eraployee raay exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreeraent. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

raonths of employment and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and raedical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 
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(1) f o r the b i r t h of an employee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placement w i t h the eraployee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) ' t o care, f o r the employee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 

eraployee. 

Such leave s h a l l be without pay unless the eraployee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's h e a l t h care coverage s h a l l be raaintained 

and paid f o r by the eraployer, as i f the employee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee d e s i r i n g t o take leave under t h i s Section 

s h a l l provide reasonable advance n o t i c e t o the employer on a 

form provided by the eraployer, which form s h a l l be approved by 

the Union. Reasonable advance n o t i c e s h a l l be no less than ten 

(10) days; and where advance not i c e cannot be provided, the 

employee s h a l l provide notice w i t h i n 48 hours a f t e r the employee 

i s able to do so. F a i l u r e - t o provide the n o t i c e provided f o r i n 

t h i s Section s h a l l not a f f e c t the v a l i d i t y of the leave where 

the employer has actual n o t i c e . Except as may be s p e c i f i c a l l y 

s tated i n t h i s Agreement, employees s h a l l take leave provided 
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for as perraitted by the provisions of the Faraily Medical Leave 

Act, including i t s rules and regulations. Employees s h a l l have 

a right to,return to their regular assignment and location. 

Section 7.6 Duty D i s a b i l i t y Leaves 

Any eraployee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payraent w i t h i n ten (10) working 

days upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n frora the approving 

a u t h o r i t y . Subsequent payraent f o r e l i g i b l e eraployees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 

d e n i a l i s l a t e r reversed, the eraployee s h a l l be paid up t o date 

the amount the employee was e l i g i b l e t o receive. Employees who 

r e t u r n frora said leaves s h a l l be r e i n s t a t e d t o t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the employee's forraer job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the eraployee would have 

been l a i d o f f i f the eraployee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject to the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreement. 

The Eraployer w i l l raail the i n i t i a l Duty D i s a b i l i t y payraent 

within fourteen (14) days of the Eraployer's designated raedical 

of f i c e r being advised by the eraployee or his physician of the 

occurrence of a job-related injury-, provided that there i s no 

dispute as to the employee's' entitlement to Duty D i s a b i l i t y . 

Section 7.7 Medical Leave 
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Non-probationary employees s h a l l be granted medical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up t o 3 raonths, provided said leaves s h a l l be 

renewable f o r l i k e 3-month periods. The eraployer may request 

s a t i s f a c t o r y proof of raedical leaves of absence. A f t e r the 

f i r s t year, such medical leaves s h a l l be extended i n up t o one-

year segraents. Employees on medical leaves of absence'' s h a l l 

r e t u r n t o work proraptly a f t e r t h e i r doctor releases thera t o 

r e t u r n t o work. 

Employees who r e t u r n frora said raedical leaves of absence 

proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former j o b / c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an employee of lower s e n i o r i t y . I n 

a d d i t i o n , the Employer w i l l r e t u r n an employee t o the same 

geographic l o c a t i o n of h i s or her previous job assignment f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

eraployee's forraer job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f .the eraployee had not been on a leave 

of absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service p r o v i s i o n s i n t h i s agreement. 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n to work proraptly a f t e r t h e i r doctor's 

release and who meet, the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) months of such reinstateraent 
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r i g h t s f o r every year of service t o a raaximum of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not meet the above e l i g i b i l i t y 

requirements and who returns t o work promptly a f t e r his/her 

doctor's release a f t e r raore than one year on a raedical leave of 

absence, s h a l l be returned t o his/her forraer job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the eraployee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up t o one year. A f t e r one year, an eraployee 

on a raedical leave of absence s h a l l r e t a i n , but not accuraulate, 

s e n i o r i t y . 

Section 7.8 Union Leave 

The Eraployer s h a l l grant request f o r leaves of absence f o r 

up t o 2 eraployees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

du r a t i o n of his/her appointraent to the Union, provided 

reasonable advance not i c e i n w r i t i n g i s given t o the eraployer. 

While, on such leave to employee s h a l l not incur a break i n 

continuous service. An employee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 

Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n from medical leaves 

of absence. 
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Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during th e i r regularly scheduled s h i f t . 

Section 7.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 
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For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an 
approvedFMLA leave and may not be used as intermittent leave. 

ARTICLE 8 

DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 8.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded frora t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be' 

app l i c a b l e . Notwithstanding the foregoing., suspensions of 11 

days or raore raay be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted frora a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are rautually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any impropriety or cause has the r i g h t to ask f o r and receive a 

Union representative to be present at any i n t e r r o g a t i o n s or 

hearings p r i o r to being questioned. The i n t e r r o g a t i o n s h a l l 
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take place at reasonable tiraes and places and s h a l l not coraraence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Eraployer does not have t o wait an unreasonable tirae and the 

Employer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An eraployee may be discharged f o r . j u s t cause before the 

Personnel or Police Board hearings, provided t h a t said employee 

s h a l l be guaranteed, upon a request, a f u l l hearing before said 

Board i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance n o t i c e of discharge, and 

has seven (7) days from r e c e i p t of the n o t i c e t o appeal. I f the 

eraployee does not f i l e an appeal w i t h i n the seven (7) day 

period, the Eraployer may then remove the employee from the 

p a y r o l l . I f the employee appeals the discharge, the Personnel 

Board s h a l l be requested to set a hearing date w i t h i n the 30 day 

noti c e period and the employee s h a l l remain on the p a y r o l l f o r 

the f u l l n o t i c e period, except i f p r i o r t o completion of the 30 

day not i c e period, (1) the Hearing O f f i c e r a f f i r m s the 

discharge; or (2) the employee continues the discharge hearing; 

or (3) the eraployee withdraws his appeal or otherwise engages i n 

conduct which delays the completion of the hearing. However", i n 

no event many the employee req u i r e the Eraployer t o r e t a i n the 

employee on the p a y r o l l beyond the 30 day period. The Union 

s h a l l have the r i g h t t o have i t s representatives present at 
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e i t h e r of the Board(s) or the grievance procedure, i n c l u d i n g 

a r b i t r a t i o n and to a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n raay determine 

whether d i s c i p l i n a r y a c t i p n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i m i t e d t o , the s e v e r i t y of . the 

offense or the employee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the ./Employer has had 

a reasonable o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and eraployee. The Eraployer i s 

not o b l i g a t e d t o meet w i t h the employee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable or 

i n emergency s i t u a t i o n s . 

Deraotions s h a l l not be used as a p a r t , of d i s c i p l i n e . 

Transfer s h a l l not be p a r t of an eraployee's d i s c i p l i n e . 

I n cases of o r a l warnings, the supervisor s h a l l inforra the 

employee t h a t he/she i s r e c e i v i n g an o r a l warning and the 

reasons- t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

eraployee's immediate supervisor s h a l l meet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 

the employee an o p p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the eraployee the naraes 

of witnesses, i f any, and raake a v a i l a b l e copies of p e r t i n e n t 

docuraents the employee or Union i s l e g a l l y e n t i t l e d to receive, 

to the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y t h i s Section 8.1 s h a l l not i n and of i t s e l f r e s u l t i n a 
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r e v e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the eraployee and 

the Union s h a l l be given, i n w r i t i n g , a statement of the reasons 

t h e r e f o r e . The employee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, which s h a l l be placed i n the employee's f i l e . The 

eraployee s h a l l have the r i g h t t o raake a response i n w r i t i n g 

which s h a l l becorae p a r t of the eraployee's f i l e . 

Any record of d i s c i p l i n e raay be r e t a i n e d f o r a period of 

tirae not t o exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i m i l a r offenses during 

said 18-month period. I f an eraployee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the eraployee, the Eraployer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the eraployee, 

or i n the case of proraotions or t r a n s f e r s . ' • 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Employer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and .its subject raatter, w i t h i n 30 

calendar days of the employer being made aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the terra 

"non-egregious offense" shal] not include i n d i c t a b l e c r i r a i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 
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alcohol v i o l a t i o n s . Thereafter, the eraployee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police board i s 

reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the employee's reasonable attorney's fees 

which he or she has i n c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. , The employee s h a l l subrait a post-appeal fee 

p e t i t i o n t o the Employer, which s h a l l be supported by f u l l 

documentation of the work perforraed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 

agree on the proper amount of the fees t o be paid t o the 

employee, e i t h e r p a r t y raay r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s agreeraent. 

Section 8.2 Procedure For Department Review of Di s c i p l i n a r y 
Action Including Suspension 

Step 1. Within f i v e (5) working days a f t e r an employee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y a c t i o n , 

i n c l u d i n g a suspension f o r ten (10) days or less which i s not 

appealable t o the Personnel or Police Board, or i n the case of 

suspensions of 11 or raore days which raay be appealed t o 

a r b i t r a t i o n i n l i e u ' of the Police or Personnel Board upon the 
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w r i t t e n request of the Union, the Eraployer s h a l l conduct a 

raeeting w i t h the Union and employee. D i s c i p l i n e s h a l l be 

administered as soon as possible a f t e r the Employer has had a 

reasonable o p p o r t u n i t y t o f u r t h e r i n v e s t i g a t e the raatter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the raeeting 

or f u r t h e r i n v e s t i g a t i o n , the Eraployee may request i n w r i t i n g t o 

the department head f o r review o f the said d i s c i p l i n a r y a c t i o n 

on a form provided by the Employer. Said request f o r review 

s h a l l be i n w r i t i n g and submitted w i t h i n three (3) working days 

of r e c e i p t of w r i t t e n n o t i c e of d i s c i p l i n e . Said review form 

s h a l l be p r i n t e d on the back of or attached t o the not i c e of 

d i s c i p l i n e together w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e 

t o subrait a w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n 

w i t h i n three (3) working days of r e c e i p t of n o t i c e of 

d i s c i p l i n a r y a c t i o n w i l l preclude the eraployee's r i g h t t o 

review. 

Step 2. Within three (3) working days or any rautually agreed 

upon extension a f t e r the Departraent Head or designee receives 

the employee's request f o r review, the Department Head or 

designee s h a l l conduct a meeting t o review the suspension. 

F a i l u r e t o conduct said raeeting i n three (3) days w i l l r e s u l t i n 

automatic advancement t o Step 3 and the Union s h a l l so n o t i f y 

the Employer. At the meeting, the Department w i l l give the 

basis f o r i t s a c t i o n and the eraployee and Union Representative, 

i f any, w i l l be heard and provided the op p o r t u n i t y t o ask 

questions. The Departraent Head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the raeeting, 
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except where both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s 

required. The absence of such agreeraent or f a i l u r e t o decide 

and coraraunicate such decision w i l l r e s u l t i n autoraatic 

advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of su'ch decision s h a l l be sent t o the eraployee 

and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the Department Head or designee 

and the employee and the Union Representative to discuss the 

r e s u l t s of the i n v e s t i g a t i o n . Said raeeting s h a l l be conducted 

w i t h i n f i v e (5) working days of the close of the Step 2 meeting, 

unless otherwise agreed by the p a r t i e s . The Department Head or 

designee s h a l l render a w r i t t e n decision w i t h i n two (2) working 

days of the second meeting. A copy of such decision s h a l l be 

sent t o the employee and the Union. I f the p a r t i e s f a i l t o meet 

w i t h i n f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

autoraatically proceed t o Step 4 and the Union s h a l l so n o t i f y 

the Employer. Except where otherwise i n d i c a t e d , the time l i m i t s 

set f o r t h herein are t o encourage the prompt reviews of said 

d i s c i p l i n a r y a c t i o n and f a i l u r e t o comply w i t h these time l i m i t s 

w i l l not a f f e c t the v a l i d i t y of the said d i s c i p l i n a r y a c t i o n . 

This procedure s h a l l be the employee's exclusive remedy f o r a l l 

said d i s c i p l i n a r y a c t i o n , i n c l u d i n g suspension f o r ten (10) days 

or less, or f o r suspensions of 11 days through 30 days which may 

be appealed t o a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the w r i t t e n request of the Union. 
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step 4. I f the raatter i s not settled at Steps 2 or 3, the 

Union raay submit the matter to arbitration under the terms of 

this Agreement. The rules governing procedure for arbitration 

s h a l l be the same as in Section 8.3, Step I I I . 

Section 8.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 8.1 and 

8.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Employer and the Union or any of 

the employees of the Eraployer i t represents, a r i s i n g out of the 

circurastances or conditions of eraployraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the tirae l i r a i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said tirae l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s t o t h i s Agreeraent. 

F a i l u r e of the Employer t o answer a grievance w i t h i n the 

time l i m i t s herein s h a l l permit the Union -to advance the case t o 

the next Step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e to the Department Head n o t i f y i n g 

him/her of advancement to the next Step. 
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Before- a forraal grievance i s i n i t i a t e d , the eraployee raay, 

discuss the matter w i t h his/her immediate supervisor. I f the 

problera i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - Iraraediate Super-yisor 

,, A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by, the Employer 

upon request, but i n the absence of such a forra, 

employee or the Union may submit the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The eraployee or 

the Union w i l l i n d i c a t e what Section and p a r t of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

reraedy, and subrait the grievance t o the eraployee's 

iraraediate supervisor. I t i s understood t h a t i f the 

eraployee has knowledge of the grievance raore than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t sarae 

issue w i t h the Eraployer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the immediate supervisor w i l l n o t i f y the employee and 

the union i n ̂ 'writing of the decision. 
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step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the employee s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g t o the Departraent 

Head or the Departraent Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

iraraediate supervisor. The name of the Department 

Head's designee s h a l l be posted f o r employees i n areas 

where eraployee notices are normally posted and 

submitted t o the Union. F a i l u r e t o post and so n o t i f y 

the union w i l l permit immediate advancement t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of noti c e of f a i l u r e to post. 

B. The Department Head or the Department Head's designee 

s h a l l raeet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each month t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I raeeting w i l l be f o r the Department and the 

Union t o share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and atterapt t o araicably resolve as 

raany grievances as possible. The Department Head or 

the Departraent Head's desic^nee s h a l l have the 
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r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

raore than one Step I I meeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r raeeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s t o otherwise process 

and respond to grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department,Head or the Department Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the corapletion of the Step I I meeting. 

The response t o the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f statement of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved eraployee or 

eraployees. Grievances raay be withdrawn without 

prejudice at any Step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Employer may request f i n a l and 
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binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n , a f f e c t s raore than one 

(1) eraployee, i t may be presented by a s i n g l e selected 

employee re p r e s e n t a t i v e of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Eraployer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of eraployees 

s h a l l be raade a p p l i c a b l e to a l l of the a f f e c t e d 

eraployees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , eraployees are 

ob l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

employee t h a t i t could cause death or serious p h y s i c a l 

harm. The Eraployer agrees t h a t by f o l l o w i n g 

^ i n s t r u c t i o n s or orders the eraployee does not waive 

his/her r i g h t to process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Employer, but not an i n d i v i d u a l emplcDyee or eraployees, raay 
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subrait the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative frora the 

Employer's operating department, w i t h copies of the request to 

the designated law department representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n t e n (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s rautually raay 

agree, the Union s h a l l have the r i g h t t o convene a raeeting w i t h 

the Employer's designated representative i n an atterapt t o 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the matter t o a r b i t r a t i o n . At such raeeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Eraployer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect to the grievance. I n the 

event the p a r t i e s are unable at such raeeting t o resolve the 

grievance, the Union and the Eraployer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Either party may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request to a r b i t r a t e to the Federal Mediation 

and C o n c i l i a t i o n Service under the r u l e s of t h a t t r i b u n a l w i t h a 

copy to the other party. The foregoing s h a l l not prevent the 
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Employer and Union frora rautually agreeing t o the '.selection of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted raust agree as a whole t o 

coramenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s must 

be by w r i t t e n consent of the Union and the Eraployer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of tirae s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

require the production of p e r t i n e n t documents at the request of 

e i t h e r p a r t y . Each p a r t y s h a l l be responsible f o r compensating 

i t s own representative and' witnesses. The cost of a t r a n s c r i p t 

s h a l l be borne by the p a r t y requesting the r e p o r t e r unless the 

p a r t i e s agree t-o share such costs. 

An a r b i t r a b l e raatter raust i n v o l v e the meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreeraent or a docuraent incorporated by reference thereto. The 

provisions of t h i s Agreeraent and any other document incorporated 

by reference i n t h i s Agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r p arty may assert i n a r b i t r a t i o n . 
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Questions of a r b i t r a b i l i t y s h a l l be decided by the 

a r b i t r a t o r . The a r b i t r a t o r s h a l l have no power t o amend, add t o , 

subtract from, or change the terms of t h i s Agreement, and s h a l l 

be authorized only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s 

Agreeraent and apply thera t o the s p e c i f i c f a c t s of the grievance 

or dispute. The decision of the a r b i t r a t o r s h a l l be based 

wholly on the evidence and arguraents presented to hira by the 

p a r t i e s i n the presence of each other. No a r b i t r a t i o n hearing 

s h a l l be held unless both p a r t i e s are present. The decision of 

the a r b i t r a t o r s h a l l be f i n a l and•binding on a l l p a r t i e s t o the 

dispute, i n c l u d i n g the employee or eraployees involved. Where 

tim e l i n e s s i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. Advanced Grievance Step F i l i n g 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y Step of the grievance procedure or 

which would become raoot due t o the length of time necessary t o 

exhaust the grievance Steps, or which the Union believes would 

be resolved more e x p e d i t i o u s l y , may be f i l e d ' at the option of 

the Grievant/Union at Step I I . 

B. Pertinent Witnesses and Information 

The Union may request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

frora the Eraployer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 
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denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and rul e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 

A Union Representative, a Grievant, and Union Steward w i l l 

be permitted a reasonable amount of tirae without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Departraent, provided t h a t representatives s h a l l 

observe the Employer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The Steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r perraission t o handle grievances on work time, i t 

being understood t h a t the operation of the Department takes 

precedence unless there i s an eraergency, but such permission 

s h a l l not be denied unreasonably. A reasonable nuraber of 

employees may attend the meeting without loss of pay; such 

meetings s h a l l be set by rautual agreement by the Employer and 

the Union. Where the Employer d i r e c t s an employee to re p o r t f o r 

a meeting concerning a grievance at a tirae when the eraployee i s 

not scheduled t o work such time s h a l l be considered time worked. 

I f there i s space a v a i l a b l e , the Employer, upon request of 

the Union representative, s h a l l provide the use of a room and 

telephone t o discuss the grievance, subject t o the Employer's 

reasonable rules f o r the Union's use of such f a c i l i t i e s . 
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C. EXPEDITED ARBITRATION 

The Eraployer and the Union raay rautually agree t o subrait any 

grievance t o expedited a r b i t r a t i o n . . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually s e l e c t an a r b i t r a t o r 

frora a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o subrait the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreeraent, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n d ecision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s d ecision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative frora the Eraployer's' law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at le a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at le a s t one pre-

established hearing date per raonth f o r the a r b i t r a t i o n of 

grievances . ' ^ 
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Section 8.4 Conduct of D i s c i p l i n a r y Investigations 

Suppleraenting a l l r i g h t s and processes due eraployees 

covered by t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the eraployee i s on duty, or i f 

f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the eraployee's l o c a t i o n of assignraent, norraal 

departraent l o c a t i o n or other appropriate l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the eraployee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n charge of the 

i n v e s t i g a t i o n , the i d e n t i t y of the i n t e r v i e w e r and a l l persons 

present during the i n t e r v i e w . When a formal statement i s being 

taken, a l l questions d i r e c t e d t o the employee s h a l l be asked by 

and through one i n t e r v i e w e r at a time. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s permitted f o r personal 

n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be inforraed of the nature of the raatters t o be discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened wi t h t r a n s f e r , dismissal or d i s c i p l i n a r y a c t i o n , or 
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promised a reward, as an inducement t o provide i n f o r m a t i o n 

r e l a t i n g t o the matter under i n v e s t i g a t i o n , or f o r ex e r c i s i n g 

any r i g h t s contained i n t h i s Agreeraent, provided, however, t h a t 

t h i s Section s h a l l not p r o h i b i t or prevent an accurate reading 

of the eraployee's a d m i n i s t r a t i v e r i g h t s , or the imp o s i t i o n of 

d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l .be provided 

without unreasonable delay w i t h a copy of any w r i t t e n stateraent 

the eraployee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recomraendation f o r d i s c i p l i n e i s probable against the eraployee, 

said employee w i l l be given the s t a t u t o r y a d m i n i s t r a t i v e 

proceedings r i g h t s p r i o r t o the comraencement of the i n t e r v i e w . 

(2) I f the a l l e g a t i o n i n d i c a t e s t h a t c r i m i n a l prosecution may be 

probable against said eraployee, the prov i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said employee w i l l be afforded h i s 

c o n s t i t u t i o n a l r i g h t s concerning s e l f - i n c r i m i n a t i o n p r i o r t o the 

coraraencement of the i n t e r v i e w . An employee w i l l not be read 

his/her a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

employee who may be subject t o d i s c i p l i n e s h a l l have the r i g h t 

t o be represented i n the i n t e r v i e w by a representative of the 

Union. The employee s h a l l be t o l d t h a t he/she has the r i g h t t o 

Union representation before coraraencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e presentation can be 

obtained, provided the suspension i s not f o r an unreasonable 
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tirae and the Eraployer does not have the i n t e r v i e w unduly 

dela.yed. 

J. The Employer s h a l l not compel an employee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or to be questioned 

by, any non-governmental agency r e l a t i n g to any raatter or issue 

under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an eraployee i n any fcrura adverse t o the eraployee's 

i n t e r e s t s . The Employer w i l l not requ i r e a polygraph examination 

i f i t i s i l l e g a l t o do so. I f an eraployee i s asked t o take a 

polygraph exaraination, he/she w i l l be advised i n w r i t i n g 24 

hours p r i o r t o the a d m i n i s t r a t i o n of the examination. The 

r e s u l t s of any polygraph examination s h a l l be known t o the 

employee w i t h i n one week. 

L. • This section s h a l l not apply t o employee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the raedia during the course of an 

i n v e s t i g a t i o n u n t i l charges are f i l e d by the Employer and the 

employee has the opp o r t u n i t y t o respond t h e r e t o . I f an employee 

i s exonerated a f t e r the C i t y i n i t i a l l y informed the media of the 

charges against the employee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e to the media where the eraployee requests i t . 

N. In the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s Section s h a l l 

be heard i n connection w i t h , and i n the same forum as, 

grievances which p r o t e s t said d i s c i p l i n a r y a c t i o n , except as 

provided i n paragraph 0(2) below. I f no d i s c i p l i n a r y a c t i o n i s 
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brought against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance concerning the 

conduct of the i n v e s t i g a t i o n s h a l l e x i s t . 

0. (1) Any evidence or i n f o r m a t i o n i n c l u d i n g employee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enuraerated i n t h i s Section, s h a l l be suppressed and s h a l l not be 

used by the Employer f o r any d i s c i p l i n a r y a c t i o n against the 

employee, or i n the case of promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the pr o v i s i o n s of paragraph N 

above, at the opt i o n of the Union, a claim t h a t the Inspector 

General has v i o l a t e d the p r o v i s i o n s of t h i s Section may be 

raised i n a suppression hearing before a member of the permanent 

hearing panel l i s t e d herein, rather than i n the d i s c i p l i n a r y 

hearing as required i n paragraph N above. 

(2) (b) (1) The Union raay exercise t h i s o ption by 

n o t i f y i n g the eraployee's Department Head and the- Employer's Law 

Department i n w r i t i n g not l a t e r than ten (10) calendar days 

before an a r b i t r a t i o n or the Personnel or Police Board hearing, 

i n accordance w i t h the foregoing p r o v i s i o n s of t h i s Agreement. 

The appeal s h a l l specify the p a r t i c u l a r , c ontract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l surranary of the 

conduct alleged t o have v i o l a t e d the Agreement. I t i s understood 

t h a t by e x e r c i s i n g t h i s o p tion, any and a l l time l i m i t s set 

f o r t h i n Chapter 2-74-060 of the Municipal Code of the C i t y of 

Chicago regarding the Personnel Board hearing s h a l l be t o l l e d 

u n t i l the a r b i t r a t o r renders a decision as provided below. 

62 
356539.1 



(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s w i l l 

s e lect i n order of r o t a t i o n one of the three perraanent hearing 

panel members who are chosen as f o l l o w s . To be e l i g i b l e f o r 

service on t h i s panel, members must be w i l l i n g t o convene a 

suppression hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e 

of h i s or her s e l e c t i o n . To select the i n i t i a l panel, or should 

any meraber of the panel resign or be reraoved upon rautual 

agreeraent of the p a r t i e s during the l i f e of t h i s Agreeraent, the 

p a r t i e s w i l l raeet to reach agreement on new panel meraber who 

raust be an a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreeraent can be reached, the 

Eraployer w i l l request a panel of seven (7) a r b i t r a t o r s from 

FMCS, a l l of whom must be merabers of the National Acaderay of 

A r b i t r a t o r s . Thereafter, the p a r t i e s w i l l raeet t o s t r i k e naraes 

frora the l i s t , w i t h the Employer s t r i k i n g f i r s t , u n t i l one narae 

reraains, which person s h a l l be naraed t o the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the panel raeraber, 

or at such other tirae as the p a r t i e s may mutually agree. The 

a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l be l i m i t e d t o determining i f the 

Inspector General obtained evidence or statements i n v i o l a t i o n 

of paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o r u l e on 

the merits of any underlying d i s c i p l i n e or take any other a c t i o n 

beyond t h a t s p e c i f i c a l l y set f o r t h i n t h i s subparagraph. 

2(d) The panel raeraber s h a l l render an expedited 

decision which s h a l l be f i n a l and b i n d i n g upon the p a r t i e s . I t 
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s h a l l not be subject t o c o l l a t e r a l a t t a c k i n any f u r t h e r 

d i s c i p l i n a r y proceeding i n v o l v i n g the employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General w i l l be 

conducted at a p o l i c e s t a t i o n or other c o r r e c t i o n a l f a c i l i t y 

unless the employee works at the p o l i c e s t a t i o n or c o r r e c t i o n a l 

f a c i l i t y , or i f the employee has been incarcerated f o r more than 

72 hours. 

ARTICLE 9 
NO STRIKES/NO LOCKOUT 

Section 9.1 

Local Union No. 9 agrees that during the l i f e of t h i s 

Agreeraent, there s h a l l be no s t r i k e s (including, but not liraited 

to, syrapathy s t r i k e s and s t r i k e s to protect Union or third party 

conduct), work stoppages, slowdowns, picketing, delays of work 

of any kind. 

Section 9.2 

Local Union No. 9 agrees t h a t i t w i l l use i t s best e f f o r t s 

to prevent any acts forbidden i n t h i s A r t i c l e and t h a t i n the 

event any such acts take place or are engaged i n by any employee 

or group of eraployees i n a Local Union No. 9 bargaining u n i t . 

Local Union No. 9 f u r t h e r agrees i t w i l l use i t s best e f f o r t s t o 

cause an iraraediate cessation thereof. I f Local Union No. 9 

imraediately takes a l l necessary steps i n good f a i t h t o end any 

stoppages, s t r i k e s , p i c k e t i n g , i n t e n t i o n a l slowdown or 

suspens.ion of work, i n c l u d i n g : (a) p u b l i c l y d i s c l a i m i n g such 

a c t i o n as not c a l l e d or sanctioned by Local Union No. 9, and (b) 
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posting notices in conspicuous places which notify involved 

employees that the action was not called or sanctioned by Local 

Union No. 9, in addition to instructing eraployees to iraraediately 

cease such a c t i v i t y , the Eraployer agrees that i t w i l l not bring 

action against Local Union No. 9 to establish responsibility for 

such unauthorized conduct. 

Section 9.3 

The Employer may terminate the employraent of or otherwise 

d i s c i p l i n e any eraployee or employees who have been found to have 

engaged in any act forbidden in th i s A r t i c l e . 

Section 9.4 

The Employer w i l l not lock out bargaining u n i t eraployees 

during the term of t h i s Agreeraent. 

ARTICLE 10. 
DUES CHECK-OFF AND FAIR SHARE 

Section 10.1 

TheEraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Local Union No. 9 dues and 

i n i t i a t i o n fees frora the p a y r o l l checks of a l l employees so 

au t h o r i z i n g the deductions i n an araount c e r t i f i e d by Local Union 

No. 9's Finan c i a l Secretary and s h a l l rerait such deductions on a 

raonthly basis t o the Fi n a n c i a l Secretary of Local Union No. 9. 

Au t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n notice t o the Eraployer and Local Union No. 9 

during the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of 

t h i s Agreeraent. Local Union No. 9 s h a l l indemnify, defend and 

hold the Employer harraless against any and a l l claims, demands, 
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s u i t s or other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's 

fees and court or other costs, t h a t s h a l l a r i s e out of, or by 

reason of a c t i o n taken or not taken by the Employer f o r the 

purpose of coraplying w i t h Sections 10.1, 10.2, 10.3, and 10.4 

of t h i s A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , 

c e r t i f i c a t i o n or assignraent furnished under any of such 

provisions or i n r e l i a n c e upon employee p a y r o l l deduction 

a u t h o r i z a t i o n cards submitted by Local Union No. 9 t o the 

Employer. 

The Employer s h a l l provide t o Local Union No. 9 w i t h i n 

t h i r t y (30) days the name, address, c l a s s i f i c a t i o n , r a t e of 

salary and s t a r t i n g date of employees i n the bargaining u n i t . 

The C i t y and COUPE w i l l create a committee t o review and 

explore the f e a s i b i l i t y of using e l e c t r o n i c records and/or 

e l e c t r o n i c signatures c o n s i s t e n t w i t h s t a t e and f e d e r a l law 

which allows the C i t y and the Union t o use e l e c t r o n i c 

a u t h o r i z a t i o n t o v e r i f y union membership and/or authorize 

v o l u n t a r y deduction of Union dues and fees from wages or 

payments f o r remittance t o the Union. 

Section 10.2 

I t i s f u r t h e r agreed t h a t t h i r t y (30) days a f t e r the l a t e r 

of, the execution of t h i s Agreement or the employee's date of 

h i r e , the Employer s h a l l deduct from the earnings of employees 

who are not members of Local Union No. 9, a monthly araount as 

c e r t i f i e d by the Finan c i a l Secretary of Local Union No. 9 and 

s h a l l remit such deductions to Local Union No. 9 at the sarae 
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tirae that the dues check-off i s reraitted. I t i s understood that 

the amount of deduction from said non-member bargaining unit 

employees w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract adrainistration and pursuing matters 

affecting wages, hours and other conditions of employment. 

Section 10.3 

Nothing in this Agreement s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right, of non-association of eraployees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are members. 

Section 10.4 

Each eraployee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a raeraber of Local Union No. 9, and each employee who becomes 

a member a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employment, 

maintain his/her raerabership i n Local Union No. 9 during the terra 

of t h i s Agreeraent. 

Any present eraployee who i s not a raeraber of Local Union No. 

9 s h a l l , as a c o n d i t i o n of employraent, be required t o pay a f a i r 

share (not to exceed the amount of Local Union No. 9 dues) of 

the cost of the c o l l e c t i v e bargaining process and contract 

a d r a i n i s t r a t i o n . A l l employees h i r e d on or a f t e r the e f f e c t i v e 

date of t h i s Agreeraent and who have not made a p p l i c a t i o n f o r 
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raerabership s h a l l be required, t h i r t y (30) days a f t e r the l a t e r 

of the execution of t h i s Agreeraent or t h e i r h i r e date, t o pay a 

f a i r share of the cost of the c o l l e c t i v e bargaining process and 

contract a d m i n i s t r a t i o n and pursuing matters a f f e c t i n g wages, 

hours and other conditions of employraent 

ARTICLE 11 
MISCELLANEOUS 

Section 11.1 Job T i t l e s 

The Employer w i l l notify Local Union No. 9 of any change in 

job t i t l e . I f the Eraployer makes any substantial change in job 

duties i t w i l l discuss such changes with Local Union No. 9 prior 

thereto. I f the Employer changes a job t i t l e that incorporates 

u t i l i z a t i o n of enhanced technology and equipment without 

substantially changing the duties of the job. Local Union No.. 9 

w i l l retain i t s existing j u r i s d i c t i o n over the new job t i t l e . 

The Employer w i l l not permanently assign bargaining unit work to 

the j u r i s d i c t i o n of another bargaining unit without the mutual 

agreeraent of the unions involved. 

Section 11.2 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded t o a l l employees of the Eraployer without change during 

the term of t h i s Agreement. 

The Employer w i l l make contributions, on a dollar - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed td by COUPE) up to the maximum t o t a l amounts per year 
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shown below based on amounts defe r r e d by each employee i n those 

same years t o the employee's 457 Plan, as f o l l o w s : 

a. January 1, 2020 - up t o $250 per year 

b. January 1, 2021 - up t o $250 per year 

c. January 1, 2022 - up t o $500 per year 

The C i t y s h a l l advise the unions, a t l e a s t semi-annually, 

of the t o t a l c o n t r i b u t i o n s i t has made. 

The C i t y agrees t o provide r e p r e s e n t a t i v e s from COUPE 

in f o r m a t i o n , such as the claims experience from the C i t y r e t i r e e 

h e a l t h plans, and other r e l e v a n t d a t a / i n f o r m a t i o n so t h a t COUPE 

Unions can explore the f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own 

r e t i r e e h e a l t h plan separate and independent from the Ci t y ' s 

plans t h a t could cover c e r t a i n C i t y r e t i r e e s i n the f u t u r e . 

Such i n f o r m a t i o n t o be provided w i l l i n c l u d e , b u t not be l i m i t e d 

t o , a census f o r the c u r r e n t non-Medicare r e t i r e e s i n c l u d i n g the 

b i r t h d a t e , gender, coverage t i e r ( s i n g l e , couple, f a m i l y , e t c . ) , 

and z i p code of residence, as w e l l as the claims i n f o r m a t i o n and 

enrollment counts f o r the l a s t three (3) years. The Unions 

agree t o execute any appropriate c o n f i d e n t i a l i t y agreements 

necessary f o r the release of such i n f o r m a t i o n . The p a r t i e s 

understand and agree t h a t the i d e n t i t y of any s p e c i f i c 

i n d i v i d u a l w i l l not be ascertainable from the i n f o r m a t i o n 

supplied. 

Section 11.3 Rules of Conduct Changes 

When the Employer proposes t o i n i t i a t e reasonable changes 

or a d d i t i o n s to i t s rul e s of conduct, which could subject 
1 

eraployees t o d i s c i p l i n e , the Employer s h a l l t r ansmi t f o u r (4) 
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copies of the proposed changes or additions to Local Union No. 

9. Local Union No. 9 w i l l consider the proposals, and upon 

request, the Employer w i l l raeet with Local Union No. 9 within 

twenty (20) calendar days of the receipt of the proposals to 

receive Local Union No. 9's comments. Absent an eraergency, the 

Employer w i l l not implement i t s proposed changes or additions 

u n t i l Local Union No. 9 has had a reasonable opportunity to 

present i t s views and discuss the proposals with the Eraployer. 

No such changes or additions s h a l l be implemented without prior 

publication and notice to the affected employees. 

Section 11.4 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l 

working environraent f o r eraployees covered by' t h i s agreeraent 

i n c l u d i n g i n accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e 

occupational safety and health laws, and s h a l l raaintain i n good 

and safe working c o n d i t i o n a l l equipraent necessary f o r the safe 

and proper performance of the job. 

(b) I n furtherance of those e f f o r t s , a C i t y j o i n t s a f ety 

committee s h a l l be established which s h a l l be composed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Employer. The purpose of the committee 

s h a l l be to discuss and to raake recoraraendations concerning 

occupational safety and health issues a f f e c t i n g employees. A l l 

recoraraendations of the coraraittee w i t h respect t o safety and 

health issues s h a l l be subinitted i n v ; r i t i n g t o the appropriate 

Department Head with a copy t o the Union and the D i r e c t o r of 

Labor Relations. The Department Head s h a l l promptly issue a 
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w r i t t e n response t o the committee as t o the Department's views 

regarding the comraittee's recoraraendations. 

The p a r t i e s may decide, from tirae to tirae, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Department(s) responsible f o r safety raatters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 

safety personnel w i l l raeet and confer w i t h a r e p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and re p o r t back t o the 

Coraraittee on any decisions or recoraraendations concerning them. 

(c) The j o i n t safety coraraittee s h a l l raeet at l e a s t once a 

raonth, or otherwise by rautual agreeraent. 

(d) The p a r t i e s agree and understand t h a t i f an eraployee 

i s faced w i t h an unsafe working c o n d i t i o n , the eraployee i s 

required t o perform the task i n question unless the employee's 

perforraance of an assigned task presents the strong l i k e l i h o o d 

of s u b j e c t i n g the employee t o imminent danger of death or 

serious i n j u r y . I f the eraployee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perforra t h a t task and 

expose hiraself to t h a t dangerous c o n d i t i o n , the eraployee w i l l 

not be subject to d i s c i p l i n e . I n order t o avoid d i s c i p l i n e 

under t h i s paragraph, the c o n d i t i o n raust be of such a nature 

t h a t a reasonable person, under the circumstances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and imrainent danger 

of death or serious i n j u r y . In a d d i t i o n , the eraployee must also 

have sought from the Eraployer, and have been unable t o o b t a i n , 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g t o perforra the task 

i n question. 
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A Safety Coraraittee of f i v e (5) Employer representatives and 

f i v e (5) Local Union No. 9 representatives s h a l l be appointed. 

Said coraraittee s h a l l advise as t o matters concerning the safety 

of employees. Meetings s h a l l be held raonthly, or less 

f r e q u e n t l y , i f the p a r t i e s agree, at rautually agreeable places 

and tiraes. 

Section 11.5 Information to Union 

The Eraployer w i l l provide to .the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimum, the following information: 

• Payroll period 

• Payroll Number 

• Employee number 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the sa f e t y and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r m a t i o n . en—a—raonthly—basis—a—bargaining—unit 

report—ef—current—active—employees,—fehe—list—fee—include—employee 
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name, addrcoo, s o c i a l — s e c u r i t y — n u m b e r , t i t l e , pay—schedule, 

g r a d e , — c u r r e n t — p a y — r a t e , — s t a t u s , — c o n t i n u o u s — s e r v i c e — d a t e , — t i r a e 

i n t i t l e , — d a t e of b i r t h , — r a c e and sex. 

The—Eraployor—shall—also—provide—fee—fef^e—Union—en—a—raonthly 

, b a o i o — a — b a r g a i n i n g — u n i t — a c t i v i t y r e p o r t e f — c u r r e n t — a c t i v e 

e r a p l o y o c o — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R o t ireracnts; Career 

Service Resignations; Career — S e r v i c e Discharges; Non-Career 

Service Terminations; Leaves ef Abocncc; Suopenoiono; 

Reinstatements;—Reappointments;—Transfers—(change——department 

end change ef p a y r o l l ) ; Appointments (which also includes 

promotiono and dcmotiono);—and Deaths. 

Each—month—fehe—Eraployer—will—provide—fee—fehe—Union—fehe 

current—raonth ' o — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d — f e h e — u p d a t e d 

report—from the previous month. 

Section 11.6 Required C e r t i f i c a t i o n and Training 

A l l eraployees of the f i r e alarm o f f i c e covered by t h i s 

Agreement are .required t o be c e r t i f i e d by the State of I l l i n o i s 

as an Emergency Medical Technician (EMT-A) as a c o n d i t i o n of 

employment. 

Eraployees who attend EMT-A cont i n u i n g education courses 

during regular working hours s h a l l be granted a reasonable 

araount of leave without loss ĉ f pay t o attend such courses. 

Management reserves the r i g h t t o schedule the courses at 

reasonable times, to adjust scheduling of eraployees to 

accoramodate the prograra and the Eraployer's o p e r a t i o n a l needs. 

73 
356589.1 



and t o modify or improve the program as the Eraployer deeras 

b e n e f i c i a l . 

Eraployees who are scheduled t o attend courses on t h e i r o f f 

duty hours w i l l be compensated at one and one-half (1 1/2) times 

t h e i r regular hourly rate f o r a l l hours a c t u a l l y i n class. 

Employees who do not pass the EMT-A course or the EMT-A 

continuing education courses the f i r s t time w i l l be given a 

second op p o r t u n i t y t o attend and complete the courses during o f f 

duty hours without corapensation. 

A l l current employees who are p h y s i c a l l y unable t o be 

c e r t i f i e d w i l l be exempt frora the c e r t i f i c a t i o n requireraent, 

provided t h a t they attend course and pass. 

An eraployee who does not attend a scheduled course without 

a reasonable excuse w i l l be subject t o d i s c i p l i n e . Any 

d i s c i p l i n a r y a c t i o n r e s u l t i n g from t h i s p r o v i s i o n w i l l be 

subject to the d i s c i p l i n e and. a r b i t r a t i o n procedure i n t h i s 

agreement. 

The biennial $80.00 fee requirement for mandatory enrollment i n 

in REGION XI CON ED w i l l be covered by the department. 

Section 11.7 Labor/Management 

For the purpose of maintaining communications between labor 

and management i n order to coope r a t i v e l y discuss and solve 

problems of mutual concern, the head of the appropriate 

Department or his/her designee s h a l l meet q u a r t e r l y w i t h the 

Union committee representing the bargaining u n i t . Less or raore 

frequent meetings may occur by mutual agreement of the p a r t i e s . 

Requests f o r more frequent meetings s h a l l not be unreasonably 
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denied. Meetings s h a l l be scheduled at a tirae (not during the 

eraployees regular working hours), place and date mutually agreed 

upon by both p a r t i e s . 

The p a r t i e s may discuss any subject of rautual concern, 

except f o r grievances and changes i n t h i s Agreeraent. Each p a r t y 

s h a l l prepare and submit an agenda t o the other one week p r i o r 

to the scheduled raeeting. 

ARTICLE 12 
NON-DISCRIMINATION 

Section 12.1 Equal Employment Opportunities 

Local Union No. 9 agrees to work cooperatively with the 

Employer to insure equal employraent opportunities as required by 

law in a l l aspects of the Employer's Personnel p o l i c i e s , and 

nothing in this Agreeraent s h a l l be interpreted to cause a 

negative effect on said efforts. I t i s understood and agreed 

that this A r t i c l e s h a l l neither affect nor be interpreted to 

adversely effect the seniority provisions of t h i s Agreement. 

Section 12.2 No Discrimination 

Neither the Employer nor.. Local Union No. 9 s h a l l 

discriminate against any eraployee covered by th i s Agreement in a 

raanner which would violate any applicable laws because of race, 

color, religion, national origin, age, sex, marital status, 

raental and/or physical handicap or a c t i v i t y on behalf of Local 

Union No. 9. 

Section 12.3 

Grievances by eraployees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 
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t h i s Agreeraent, but s h a l l not be subject to arbitration unless 

mutually agreed by the parties. 

Section 12.4 Reasonable Accommodation 

In the event the Eraployer s h a l l be required to raake a 

reasonable accoraraodation under the Araericans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an appl i c a n t or incumbent 

employee that raay be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreeraent, the Eraployer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the Union. The pro v i s i o n s of A r t i c l e 12.4 of 

t h i s Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Eraployer's o b l i g a t i o n s under the ADA and t h i s 

Agreeraent and the eraployee's r i g h t s under t h i s Agreement, 

provided t h a t no incumbent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 13 
HOURS OF WORK AND OVERTIME 

Section 13.1 Work Day and Work Week 

This A r t i c l e s h a l l not be a guarantee of hours of work per 

day or week. Eight (8) hours between 7:00 a.m. and 3:30 p.m. 

s h a l l c o n s t i t u t e a regular work day, except where other hours 

are c u r r e n t l y i n e f f e c t . Forty (40) hours w i t h i n f i v e (5) days 

- Monday through Friday i n c l u s i v e s h a l l c o n s t i t u t e a work week, 

except f o r s h i f t personnel. For s h i f t p o s i t i o n s r e q u i r i n g a 

seven (7) day continuous operation, the work week s h a l l be a 

regular r e c u r r i n g seven (7) day period beginning at 12:00 

midnight (one minute a f t e r 11:59 p.m. Saturday) Sunday and 

ending at 12:00 midnight the f o l l o w i n g Sunday. The s t a r t i n g 
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times of employees currently vary between the hours of 6 to 8 

a.m., 2 to 4 p.m. or 10 p.ra. to 12 raidnight as deterrained by the 

Employer. In the event the Employer has no statutory obligation 

to pay overtirae, the Employer agrees upon request of Local Union 

No. 9, to discuss changing eraployee's s h i f t s concerning on/off 

days of work and/or corapensable tirae. 

Section 13.2 Overtime 

For n o n - s h i f t eraployees, a l l work performed outside of the 

r e g u l a r l y scheduled workday and on Saturday frora 7:00 a.m. t o 

3:30 p.m. s h a l l be paid f o r at one and one-half (1 1/2) times 

the regular s t r a i g h t tirae r a t e of pay. A l l work performed oji 

Saturday before 7:00 a.m. and a f t e r 3:30 p.m. and on Sunday 

s h a l l be paid f o r at two (2) tiraes the regular s t r a i g h t tirae 

r a t e of pay. 

For s h i f t employees whose regular work week includes 

Saturday and/or Sunday, a l l work performed Monday through Friday 

outside of the r e g u l a r l y scheduled s h i f t s h a l l be paid at one 

and one-half (1 1/2) times the regular s t r a i g h t time r a t e of 

pay. A l l work perforraed outside of the r e g u l a r l y scheduled 

s h i f t , Saturday and Sunday, s h a l l be paid at two (2) times the 

regular s t r a i g h t tirae r a t e of pay. 

In the event of a "short change over" (less than 15 hours 

between working s h i f t s ) overtirae corapensation w i l l be paid f o r 

at the- applicable overtime rate of pay. 
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There s h a l l be no pyramiding of, overtirae and/or preraiura 

pay. Hours paid for under one Section of th i s Agreeraent s h a l l 

not be paid for under any other Section of th i s Agreeraent. Any 

employee exempt from the Fair Labor Standards Act s h a l l not be 

covered by this Section. A l l overtime earned under t h i s Section 

s h a l l be paid to employees, not l a t e r than the second regular 

payday following the end of the payroll period i n which i t i s 

earned. 

Section 13.3 Reporting Pay 

When an employee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the employee s h a l l receive a rainimum of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 

or her norraal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Departraent of h i s or her current telephone 

nuraber. 

I f the employee works more than two (2) hours, he or she 

s h a l l receive a miniraura of four (4) hours work' or pay f o r t h a t 

day. I f the eraployee works raore than four (4) hours, he s h a l l 

be guaranteed eight (8) hours work or pay f o r that day. An 

eraployee who does not complete a normal e i g h t (8) hour s h i f t 

because he or she " i s sent home by the Employer s h a l l have the 

option of using a p o r t i o n of accrued vacation, personal or 

corapensatory time f o r t h a t day upon noti c e t o the Employer. 
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Section 13.4 C a l l - I n Pay 

Eraployees c a l l e d f o r work outside t h e i r regular working 

hours s h a l l be compensated f o r not less than four (4) hours at 

the appli c a b l e r a t e , except f o r reasons beyond the Employer's 

c o n t r o l . 

Section 13.5 Emergency C a l l Pay 

In the event a General Foreman or Foreman i s directed by 

the Employer to respond to eraergency c a l l s frora home and outside 

of his or her regular working hours, he or she w i l l be granted 

compensatory tirae at the appropriate rate for a l l v e r i f i e d tirae 

spent responding to the eraergency frora horae, with a rainiraura of 

15 minutes of compensatory tirae to be granted in any calendar 

day on which any such emergency responses were required, up to a 

raaxiraura of two hours of corapensatory tirae in any calendar day. 

Section 13.6 Overtime Equalization 

A reasonable araount of overtime and/or premium time s h a l l 

be a c o n d i t i o n of continued eraployment. Overtime and/or preraiura 

time r e f e r r e d t o i n t h i s Agreeraent, s h a l l be o f f e r e d f i r s t t o 

the eraployee doing the job. A l l overtime w i l l be d i s t r i b u t e d as 

equally as f e a s i b l e over a reasonable period of time among the 

employees w i t h i n the same c l a s s i f i c a t i o n and w i t h i n the sarae 

work l o c a t i o n . 

Section 13.7 A c t i n g i n a Higher Rated JobAn employee covered by 

t h i s Agreement who i s d i r e c t e d to and does perform s u b s t a n t i a l l y 

a l l of the duties and r e s p o n s i b i l i t i e s of a higher rated job 

w i t h i n the bargaining u n i t s h a l l be paid at the higher r a t e or 
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c l a s s i f i c a t i o n consistent w i t h h i s own tenure f o r a l l such time 

from the f i r s t day of the assignment. The Eraployer agrees t h a t 

i t w i l l make such assignraents f o r not less than an employee's 

f u l l work day. Such payment s h a l l be raade on the next regular 

payday or as soon t h e r e a f t e r as i s possible, but i n no event 

l a t e r than the pay period f o l l o w i n g the pay period i n which the 

payment was earned. 

The tirae l i r a i t s f o r such i n d i v i d u a l assignraents to a c t i n g 

i n t o h i g h e r - r a t e d jobs s h a l l not exceed one hundred e i g h t y (180) 

days be ninety—(90)—days, exce'pt where a regular incurabent i s on 

leave of absence, i n which case the time l i m i t f o r a c t i n g i n t o 

such p o s i t i o n may not exceed one (1) year be oix—(-6-)—months and ' 

no i n d i v i d u a l employee can act i n t o t h a t p o s i t i o n f o r more than 

n i n e t y (90) days. The time ' l i m i t s raay be ext.ended by rautual 

agreeraent of the p a r t i e s . I f the one hundred e i g h t y (180) day 

time l i m i t i s extended t o one year due t o a r e g u l a r incumbent on 

leave of absence or by mutual agreement of the p a r t i e s , 

i n d i v i d u a l employees s h a l l not a c t i n t o higher r a t e d jobs f o r 

more than n i n e t y (90) days per employee. To the extent the 

Eraployer continues t o require the perforraance of the duties of 

the higher-rated job beyond the tirae l i r a i t s set f o r t h herein, 

the assignraent p o s i t i o n s h a l l be t r e a t e d as a "permanent 

vacancy" w i t h i n the meaning of Section 14.10 of t h i s Agreement-r 

and the employer s h a l l be subject to the ap p l i c a b l e posti-Fi-g and 
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f i l l the job as a "permanent vacancy" subject to the applicable 

provisions of that A r t i c l e . 

Section 13.8 Trading Shifts 

Shift personnel should be discouraged frora trading s h i f t s . 

In personal emergencies, the trading of s h i f t s w i l l be 

permitted, provided the supervisor in charge gives his approval, 

and further provided, such trade does not result in any overtime 

l i a b i l i t y to the Eraployer. 

Section 13.9 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accumulate such time up to a maximum of 160 hours. 

Use of compensatory time s h a l l be svibject t o the 

o p e r a t i o n a l needs of the Employer. A l l accumulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be p a i d t o employees i n the 

form of cash a t t h e i r c u r r e n t r a t e of pay. Nothing herein s h a l l 

be construed as t o allow the Employer t o f o r c e an employee t o 

use accrued compensatory time. 
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ARTICLE 14 
WORKING CONDITIONS 

Section 14.1 Automobile Reimbursement 

Eraployees who are required by the Eraployer t o use t h e i r own 

automobiles i n the performance of t h e i r job s h a l l receive 

mileage reimburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaxiraura of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraura reiraburseraent w i l l 

increase to $350.00 per raonth. E f f e c t i v e February 1, 2008, the 

raaxiraura reiraburseraent w i l l increase t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the raaxiraum reimbursement w i l l 

increase t o $550.00 per month. Thereafter, the maximum 

reimbursement w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking mileage reimbursement 

must submit t h a t request on a form provided by the Employer. 

Payment f o r mileage expenses w i l l be raade on a raonthly basis. In 

the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l implement f o r any group of employees an autoraobile expense 

reiraburseraent' prograra which " i s more favorable t o employees than 

the p rovisions of t h i s paragraph, upon n o t i c e frora the Union, 

the Employer w i l l meet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program t o eraployees 

covered by t h i s Agreement. 
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Upon request by e i t h e r p a r t y made no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l meet t o discuss any proposed 

changes t o t h i s Section. 

Section 14.2 Furnishing of Tools and Equipment 

The Eraployer w i l l continue i t s past p r a c t i c e of p r o v i d i n g 

c e r t a i n t o o l s and equipment i t has i n the past provided, where 

such t o o l s and equipraent reraain necessary t o perforra the job. 

The Employer w i l l continue i t s past practice of providing 

F i r e Communications personnel with a clothing voucher for the 

purposes of procuring uniform items so long as the Department 

requires uniforms. The voucher w i l l not exceed $400. 

ARTICLE 15 
UNION RIGHTS, ACCESS AND STEWARDS 

Section 15.1 Union Rights and Access 

Duly authorized o f f i c i a l s of Local Union No. 9 w i l l be 

perraitted during norraal working hours, to enter Eraployer 

f a c i l i t i e s for purposes of handling grievances or observing 

conditions under which employees are working. Local Union No. 9 

w i l l not abuse this privilege, and such right of entry s h a l l be 

consistent with current practices, and s h a l l at a l l times be 

conducted in a manner so, as not to interfere with normal 

operations. The Employer may be able to change or set rules of 

access, provided that any change in current practices raust be 

reasonable and subject to the grievance procedure. 

Section 15.2 Union Stewards 
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Local Union No. 9 w i l l advise the Employer i n w r i t i n g , of 

the names of the Stewards i n each department or area agreed upon 

wi t h the Employer.and s h a l l n o t i f y the Employer promptly of any 

changes. 

Stewards w i l l be permitted to handle and process grievances 

r e f e r r e d by employees at the appropriate steps of the grievance 

procedure during normal hours, without t h e ' l o s s of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of time, 

or unreasonably i n t e r r u p t the work of employees. Stewards s h a l l 

n o t i f y t h e i r immediate supervisors i n advance of t h e i r i n t e n t i o n 

t o handle and process grievances. Supervisors may not 

unreasonably withhold perraission t o the Stewards t o engage i n 

such a c t i v i t i e s . 

Employees a c t i n g as Local Union No. 9 Stewards s h a l l not be 

di s c r i m i n a t e d against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departments because of t h e i r a c t i v i t i e s on 

behalf of Local Union No. 9. Any t r a n s f e r s of Local Union No. 9 

Stewards from t h e i r job c l a s s i f i c a t i o n s or departments, other 

than i n an emergency, w i l l be discussed w i t h Local Union No. 9 

i n advance of any such t r a n s f e r s . 

ARTICLE 16 
WAGES 

Section 16.1 Prevailing Wage Rates 

Effecti.ve July 1, 20-0-17, employees covered by t h i s 

Agreement s h a l l continue t o receive the hourly r a t e being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing s i m i l a r kinds of work i n 

Cook County pursuant t o the f o r m u l a . c u r r e n t l y used by the United 
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states Department of Labor in administering the Davis-Bacon Act 

as currently being paid to said employees as set forth in 

Appendix A appended to and made a part of th i s Agreement. 

Section 16.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 20-9-17, through the period ending June 30, 20i^22, 

the wage ra t e r e f e r r e d t o i n the immediately preceding s e c t i o n 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i r a i l a r work i n Cook County pursuant t o the forraula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreeraent are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. In no event w i l l the Eraployer adjust said 

wage rates raore than one tirae i n any calendar year. 

Section 16.3 Non-Prevailing Wage Rates Governing—First—Five-
Yoaro of thio Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustments below f o r a l l eraployees who are i n non - p r e v a i l i n g 

ra t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

• Effective 07/01/2007 hk 01/01/2018 - 2.00% 

• Effective 01/01/2008 2.2 5°o 01/01/2019 - 2.25% 
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Year 2: 

• Effective 01/01/2009 3%, 01/01/2020 - 2.00% 

Year 3-T-

• Effective 01/01/2010 2% 01/01/2021 - 2.25% 

Year 4i-

• Effective 01/01/2011—• 3.25"o 01/01/2022 - 2.00% 

Year 5-̂  

• — E f f e c t i v e 01/01/2012 3̂ -5% 

Section—4-r4 Non-Prevailing—Wage—Rates—Governing—Second—Five-

Yoar Torm (07/01/2012 to 06/30/2017) 

Effective—fehe—following—dates,—fehe—City—will—make—fehe—wage 

adj uotmcnto—below—fer—aii—employees—whe—a^^e— i n—non-prevailing 

r a t e — c l a s s i f i c a t i o n s — a n d vjho—ar^e—either—en—fe4^e—payroll—ae—ef—fehe 
e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t o : 

Year 6: 

•—Effective 01/01/2013 2%-

Year 7: 

•—Effective 01/01/2014 2% 

Year 8: 

•—Effective 01/01/2015 2% 

Year 9: 

• — E f f e c t i v e 01/01/2016 2% 

Year 10: 

•—Effccti-^o 01/01/2017 2% 
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"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees 

i n n o n - p r e v a i l i n g wage r a t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base r a t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreeraent s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non-prevailing wage ra t e c l a s s i f i c a t i o n s * * receive 

a lump sura payraent i n any contract year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the sarae lump sum payraent i n any such year. The p a r t i e s 

agree t o confer regarding the t i r a i n g , araount and implementation 

of any wage adjustraent or lurap sum payment under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Departraent 

and uniforraed raerabers of the Chicago Fire Departraent. 

Section 16.4 Retroactivity 

The increases set f o r t h i n A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected eraployees who, as of August—2r-,—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are e i t h e r on the p a y r o l l , or are -on approved leave, or 

are on l a y o f f w i t h r e c a l l r i g h t s , or are seasonal employees who 
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are e l i g i b l e for rehire, or are former employees who r e t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the City Council, inclusive. 

Section 16.5 Payment of Wages 

(a) A l l regular base wages w i l l be paid to employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtime or 

preraium pay s h a l l be paid t o employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s to include a l l of the regular 

base, overtirae and/or premium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the employee proraptly n o t i f i e s the Departraent's 

timekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute to the Department timekeeper on the "Employee 

Pa y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's submission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Department concludes t h a t there 
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i s a shortage i n the eraployee's paycheck, and i f the araount 

i n question exceeds $100.00, the Departraent w i l l subrait a 

suppleraental p a y r o l l t o the Coraptroller t o cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the eraployee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an eraployee not receive t h i s suppleraental check ( f o r 

a sura greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o the employee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

eraployees, persons r e t u r n i n g frora leaves of absence 

( i n c l u d i n g but not l i r a i t e d to duty d i s a b i l i t y ) , overtirae 

earned under the City's eraergency snow removal program, and 

inaccuracies due to changes i n p a y r o l l deductions, are 

excluded from the provisions of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect to the payments r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreeraent. 
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(e) In order to provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Comraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's raembers of., the Committee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l s e l e c t four (4) 

representatives to serve as raerabers of the Committee. The 

Committee w i l l meet not less than q u a r t e r l y , or raore 

f r e q u e n t l y as the need may a r i s e , t o review ongoing issues 

regarding p a y r o l l , compliance w i t h t h i s Section, or other 

issues of mutual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreeraent. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from tirae-to-tirae a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f raeetings w i t h Department heads t o review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t eraployees. 

Section 16.6 Out of Grade Pay 

An employee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher rate or c l a s s i f i c a t i o n 

consistent w i t h his own tenure f o r a l l such time from the f i r s t 
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day of the assignraent. The Employer agrees t h a t i t w i l l raake 

such assignraents f o r not less than an eraployee's f u l l work day. 

Such payraent s h a l l be raade on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payraent was earned. 

The time li m i t s for ouch individual assignraents to acting into 

higher-rated jobs s h a l l not exceed one hundred eighty (180) days 

be ninety—(90)—days, e.xcept where a regular incurabent i s on 

leave of absence, in which case the tirae lirait for acting into 

such position may not exceed one (1) year be six—(-6-)—raonths and 

no individual employee can act into that position for more than 

n i n e t y (90) days. The tirae l i r a i t s may be extended by rautual 

agreeraent of the parties. I f the one hundred eighty (180) day 

time l i m i t i s extended to one year due to a regular incumbent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than n i n e t y (90) days per employee. To the extent the 

Eraployer continues t o require the performance of the duties of 

the higher-rated job beyond the tirae l i m i t s set f o r t h herein, 

the assignment p o s i t i o n s h a l l be t r e a t e d as a "permanent 

vacancy" w i t h i n the meaning of Section 14.10 of t h i s Agreeraent-r 

and the employer s h a l l be—subject to the applicable postings and 

f i l l the job as a "permanent vacancy" subject to the applicable. 

91 
356589.1 



ARTICLE 17 
SEPARABILITY 

In the event any ef—trhe p r o v i s i o n e of t h i s Agreement 

s h a l l be or become i n v a l i d or unenforceable by reason of any 

f i n a l and b i n d i n g c o u r t ; d e c i s i o n , as w e l l as any Federal or 

State Law or Local Ordinance now e x i s t i n g or h e r e i n a f t e r 

enacted, such i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t 

the remainder of the provisions hereof, which s h a l l remain i n 

f u l l f o r c e and e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n 

s h a l l be s\abject t o r e - n e g o t i a t i o n by the Parities w i t h i n a 

reasonable p e r i o d of time . The parties—agree—fee—meet—and—adopt 

revioed provisiono which would be—in conforraity w i t h the—law. 

ARTICLE 18 
SUBCONTRACTING 

The Employer s h a l l not contract or . subcontract out 

bargaining u n i t work t o any person, co n t r a c t o r or employer who 

i s not i n corapliance w i t h the area standards established under 

and pursuant t o the formula used by the United States Departraent 

of Labor i n adrainistering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r to i t s e f f e c t i v e date. The 

notice s h a l l _ be i n w r i t i n g and s h a l l contain the narae and 

address of the party who w i l l perforra the work, a d e s c r i p t i o n of 

the work to be performed and any other relevant data t o enable 

the Union t o determine compliance with t h i s Section. In the 

event such party i s determined not to be i n compliance w i t h the 
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said area standards, the Employer s h a l l w i t h h o l d payouts and 

s h a l l not contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Employer receive a w r i t t e n and 

enforceable assurance of compliance. 

In the event t h a t the Employer deterraines t o subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Employer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

perraanent jobs which the Eraployer has declared t o be vacant i n 

the a f f e c t e d Department, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f eraployees have the then 

present a b i l i t y t o perforra the required work without f u r t h e r 

t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n to allow him or her t o perforra 

the work. 

P r i o r t o sub-contracting of bargaining u n i t work, the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the eraployraent of employees subject to l a y o f f . During 

t h a t meeting the Employer w i l l request and urge t h a t the sub

contractor h i r e l a i d o f f employees. 

ARTICLE 19 
DRUG AND ALCOHOL PROGRAM 

Section 19.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s to., provide 

services to i t s c i t i z e n s i n a safe and economic raanner. The 

p a r t i e s t o t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 
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safety of eraployees, as w e l l as t h e i r raorale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

C i t y and the eraployees under t h i s Agreeraent serve. Furthermore, 

the econoraic cost of p r o v i d i n g health care services t o eraployees 

who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 

The Eraployer and the Union raaintain a strong coraraitraent t o 

p r o t e c t people and property, and t o provide a safe working 

environment. To t h i s end> the employer has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreement urge eraployees who have such 

probleras t o u t i - l i z e the Program's services. 

To maintain a workplace which provides a safe and healthy 

work environment for a l l eraployees, the following drug and 

alcohol prograra i s also established. 

Section 19.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

employee on the job or the premises of the Employer. 

(c) Eraployer Preraises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Eraployer as job s i t e s or work 

lo c a t i o n s over which the Eraployer has a u t h o r i t y as eraployer. 

(d) Eraployee: a l l persons covered by t h i s Agreeraent. 
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(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage to 

property t o which an employee c o n t r i b u t e d as a . d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i m i t e d t o noticeable irabalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s to conclude t h a t the eraployee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any raental, eraotional, sensory 

or physical impairraent due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body coraponent 

saraple, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e raanner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 19.3 Disciplinary Action 

(a) A l l eraployees must report to work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable them to perform t h e i r jobs i n a safe 

manner. Further, eraployees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or alcohol. 

(b) When, based upon the d i r e c t observation 'of two 

supervisors, the Eraployer has reasonable cause to believe t h a t 

an employee i s under the influence of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t to subject t h a t eraployee t o a 
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drug and alcohol t e s t . At the Eraployer's d i s c r e t i o n , the 

employee may be placed on a d r a i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the employee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Employer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse to cooperate w i t h t e s t i n g procedures; 

( i i i ) are found to be under the i n f l u e n c e of drugs, or 

alcohol while on duty and on the Employer's premises; 

( i v ) are found i n possession of a l c o h o l , drugs or drug 

paraphernalia, or are found s e l l i n g or d i s t r i b u t i n g drugs or 

drug paraphernalia, on the Employer's premises. 

(c) A l l adverse employment action taken against an 

employee under- this prograra s h a l l be subject to the grievance 

and arbitration procedures of this Agreement. 

Section 19.4 Drug and Alcohol Testing 

(a) The Employer may re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two 

supervisors have reasonable cause to believe t h a t an eraployee 

has reported t o work under the in f l u e n c e of or i s at work under 

the i n f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t may be required i f an employee i s involved i n a 

workplace accicient or f i g h t i n g ; 
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( i i i ) a t e s t may be .required as pa r t of a follow-up t o 

counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up t o a one 

year period. 

(b) Eraployees t o be test e d w i l l be required t o sign a 

consent forra and chain of custody form, assuring proper 

documentation and accuracy. I f an employee refuses t o sign a 

consent form a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

te r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and may consist of e i t h e r blood or urine t e s t s , or both. 

The Eraployer reserves the r i g h t to u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of "other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g programs, dated A p r i l 11, 1988 and as may 

be amended hereafter by the relevant agency of the Department of 

Health and Human Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they may be amended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presumptively e s t a b l i s h t h a t the te s t e d 

employee was under the infl u e n c e of drugs. 
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( f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the t e s t e d 

employee was under the i nfluence of a l c o hol. 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be 

borne by the Employer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Comraissioner of Personnel or his designee i n the manner t o be 

prescribed by the Comraissioner. The a pplicant or incurabent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Coraraissioner w i l l inform the a p p l i c a b l e departraent head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 19.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as to allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at his or her expense, to be 

r e t e s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y to the 

Coramissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample to the 

second la b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 
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t o take a s u f f i c i e n t sample, or t o preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal from 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No l a b o r a t o r y report or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are pa r t of a 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

special locked f i l e maintained by the Commissioner of Personnel, 

except as such d i s c l o s u r e may be required by t h i s p o l i c y , law or 

ordinance. 

Section 19.5 Employee Assistance Program 

Eraployees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

may p a r t i c i p a t e i f they wish i n - the v o l u n t a r y Employee 

Assistance Program. This A r t i c l e w i l l not diminish any 

languages to the contrary i n any other C o a l i t i o n Union 

Agreeraent. 

ARTICLE 20 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 20.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i r a i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 
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I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 

and training prograras and to provide expanded post-

apprenticeship and training eraployment opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreeraent with the City of 

Chicago, the Parties s h a l l enter into a suppleraental raemorandum 

of understanding regarding the structure, iraplementation, 

monitoring and enforcement of this I n i t i a t i v e . Said memorandum 

sh a l l be attached to this Agreement as Appendix D. 

Section 20.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A comraitment by each C o a l i t i o n Union t o e s t a b l i s h or 

otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coraraitraent by the C o a l i t i o n t o f i l l at l e a s t 

100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h CPS 

students, graduates or former students w i t h a GED and/or C i t y 

College students and graduates by June 30 of each year of t h i s 

Agreeraent. 

b. A commitment by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges of 

Chicago and External Contractors to prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and t r a i n i n g 

prograras. In p a r t i c u l a r , the C o a l i t i o n and the C i t y w i l l 
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cooperate w i t h the Chicago Public Schools, C i t y Colleges of 

Chicago and External Contractors to p u b l i c i z e a v a i l a b l e b u i l d i n g 

and trades apprenticeship and t r a i n i n g prograras and subsequent 

careers; t o consider e s t a b l i s h i n g t r a i n i n g programs as 

appropriate; and t o expand post-apprenticeship and t r a i n i n g 

eraployraent o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor t o 

oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps to f u l f i l l the commitraents set f o r t h i n t h i s 

A r t i c l e and suppleraental raemorandum attached hereto. 

ARTICLE 20 
RATIFICATION MID TERMINATION 

The terras of t h i s Agreeraent s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l reraain i n f u l l force 

and e f f e c t frora said date to June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year t o 

year unless at le a s t 60 days and not raore than 120 days p r i o r to 

the terraination date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M ail, r e t u r n -receipt 

requested, of a desire t o amend, add t o , subtract from, or 

terrainate t h i s Agreeraent. 
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In the event such notice of a desire to araend, add t o , or 

subtract frora the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t iations concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d to s h a l l be 

considered t o have been given as of the date shown on the 

postmark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreeraent c o n s t i t u t e s ' t h e e n t i r e c ontract between the 

Eraployer and the Union and s e t t l e s a l l demands and issues w i t h 

respect t o a l l raatters subject t o c o l l e c t i v e bargaining. The 

Eraployer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect to any raatter which i s subject t o 

c o l l e c t i v e ba-rgaining whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d to herein, and even though such matter may not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

t i r a e - t h i s Agreement was negotiated or signed. 

I n the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

voluntary unpaid time o f f w i t l i any other bargaining u n i t 
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(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreeraent, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

employees covered by t h i s Agreement. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be effective frora the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l reraain in effect 

through 11:59 p.ra. on June 30, 2017 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order t o f u r t h e r negotiate the Health Plan set' f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

Any change(s) i n the app l i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care program mandating s i g n i f i c a n t changes 

i n h ealth insurance b e n e f i t s t h a t becomes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 

The lack of achieveraent of health care cost 

containraent as a n t i c i p a t e d by the p a r t i e s 

pursuant t o vthe establishraent and a d m i n i s t r a t i o n 

of the Labor-Management Cooperation Comraittee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 
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t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 

projected increase of costs f o r any 

i n d i v i d u a l plan of no raore than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when corapared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containraent or 

savings as stat e d i n subsection (a) above, 

the LMCC s h a l l make such adjustments t o the 

Plan as are necessary, i n c l u d i n g but not 

l i m i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, to prevent the cost 

increase frora exceeding 8% as raeasured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containraent or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

party raay e l e c t to reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 
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• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however, each—party—reserves—fehe—right—fee—reopen—thio 

Agrccmont—in—order—fee—negotiate—fehe—Health—Plan—sefe—forth—in-

Article—9—ne—later—than—June—3-0-^—2011—afld—June—3-0-7—2015,—er—in 

the—event—the C i t y of Chicago—i-s—av^ardcd the—2016 Olympic Garaco, 

June 30, 201'!. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreeraent has t h i r t y (30) days t o n o t i f y 

the other p a r t y of i t s i n t e n t t o reopen t h i s Agreeraent i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t to reopen ne g o t i a t i o n s pursuant to t h i s 

p r o v i s i o n , i t s h a l l subrait w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ni n e t y (90) days w i t h i n which t o 

reach agreeraent on the A r t i c l e . I f the p a r t i e s f a i l t o reach 

agreement at the conclusion of th a t n inety (90) day period, each 

par t y reserves the r i g h t to reopen the e n t i r e Agreement. 
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Non-Prevailing Wage Rate Reopener 

Four-Year: Thio—Agreeraent—may—be—reopened—fee—further 

nogotiato—fehe—non-prevailing—wa-ge—rates—govorning the—second 

five year feerro (07/01/2012 fee 06/30/2017) under—Article 4-r 

Section—4.4, i n — f e h e — e v e n t — t h a t (-â  fehe—City—notifies—the-

C o a l i t i o n — t h a t — i t has—nefe—reached—a—oucceooor—agreeraent—fee—a 

t h e n — c u r r e n t four-year—agreeraent—expiring—en—June—3-0-7 2011 

regarding—an—across-the-board—porccntagc increase f e r — o t h e r 

unionized—eraployees—in n o n - p r e v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the—"Mc Too Clauoc" by March—22r - ,—2012;—er— (^—fehe 

C o a l i t i o n — n o t i f ico—fehe—City—ei—ife-s—intent—fee—terminate—fehe—^^Me 

Too Clause" by March 31, 2012. 

Five-Year: Thio—Agrocmcnt—mey—be—reopened—fee—further 

negotiate—fehe—non-prevailing—wage—rates—governing—fehe—second 

f i v e - y e a r fee^fft (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e — 4 - r 

Section 4.4, i n — f e h e — e v e n t t h a t (-â  fehe—City—notifies—fehe 

Coalition—that—ife—ha-s—nefe—reached—a—successor—agreement—fee—a 

t h e n — c u r r e n t — f i v e — y e a r — a g r e e m e n t — e x p i r i n g — e n — J u n e — 3 - 0 - 7 2012 

regarding an across—tho-board—percentage increase f e r other 

u n i o n i z e d — e m p l o y e e s — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the "Mc Too Clauoc" by October 31,—2012 ;—er—fb^—fehe 

C o a l i t i o n — n o t i f i e s — f e h e — C i t y — e f — i f e e — i n t e n t — f e e — t c r m i n a tc—fehe—^^iJe 

Too Clause" by October 31, 2012. 
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a—any—ene—ef—fehe—foregoing—event o—occuro,—cither—party—fee 

t h i o Agreement—ha-s—thirty—(^-0^—days—to n o t i f y tho other p a r t y of 

ifee—intent—fee—reopen—thio—Agrcomcnt—in—order—fee—negotiate—fehe 

non-prevailing—wage—rates—governing—fehe—second—five-year—term 

(07/01/2012 to 06/30/2017)—oct f o r t h i n A r t i c l e 4,—Section d. d. 

S h o u l d — e i t h e r — p a r t y — e l e c t — f e e — r e o p e n ' ncgotiationo—purouant—fee 

t h i s — p r o v i o i o n , — i f e — s h a l l — s u b m i t — w r i t t e n — n o t i c e — f e e — t h e — o t h e r 

p arty—and— t h e—City—shall—nefe—be—obligated—fee—make—fehe—wage 

ad j u o t r a c n t s — s e t — f o r t h — i n — A r t i c l e — 4 - 7 — S e c t i o n — 4 . 4 . Thereafter, 

fehe p a r t i e s have n i n e t y (-̂0-) d a y s — w i t h i n which fee roach 

a g r e e r a e n t — e n — f e h e — A r t i c l e . i i — f e h e — p a r t i e s f a i l fee—reach 

agreeraent—afe—fe-he—conclusion—ei—that—ninety—(-9-0-)—day period,—each 

party reserves the right to reopen the entire Agreement. 

Other Reopener 

I n the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

p a r t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed this document as of 

the day of , 2018. 

CITY OF CHICAGO I.B.E.W., LOCAL 9 

By: By: _ _ 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and Tr a i n i n g Prograra I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Management Cooperation Comraittee established 

under A r t i c l e 9 t o explore and recomraend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and Tr a i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i m i t e d t o : 

a. A m u l t i - p r o j e c t labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o n t r actors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the raaxiraura number of apprentices on the p r o j e c t as 

permitted under the terms and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement ( s ) ; and ( i i ) a l l contractor and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship prograra r e g i s t e r e d w i t h 
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the U.S. Department of Labor's Bureau' of Apprenticeship and 

Tra i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i r i a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree to d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive health care model and w i l l r e s u l t i n 

design improveraents, cost containraent or savings, i n c l u d i n g but 

not l i m i t e d t o the f o l l o w i n g areas: 

• Expanded Disease Management Program 

• HRA and Bio-raetric Screening 

• Health Fairs 

• Weight Manageraent Prograra 

• Iraaging Review Service 

• L i f e t i m e Maximum 

• Subscriber Share f o r Hospital B i l l s and Co-insurance 

• Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 

• Comprehensive Comraunication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreeraent: 

Since the A r b i t r a t o r issued his Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters 'Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Meraorandura of 

Understanding dated.July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreeraent by the Unions t o waive sorae or a l l of the monetary 

make whole remedies d i r e c t e d by the A r b i t r a t o r i n his Award. 

Although the C i t y i s w i l l i n g t o araend Section 3 (a) as requested 

by the Unions i n order t o conclude ne g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the e.xpectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y t o waive 

some or a l l of the raonetary make whole remedies. U n t i l such an 

agreeraent i s reached, the a f f e c t e d Unions agree t h a t the Ci t y 

s h a l l not be o b l i g a t e d t o implement the monetary make whole 

remedies i n the Award. In a d d i t i o n , i f such an agreement i s not 

113 
356539.1 



reached by Deceraber 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed araendraent to Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f frora the raonetary raake whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

THE INTERNATIONAL UNION OF OPERATING ENGINEERS 
LOCAL NO. 150 - BRIDGE OPERATORS 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

•the "Employer") and the.. I n t e r n a t i o n a l Union of Operating 

Engineers Local No. 150 ( h e r e i n a f t e r c a l l e d "the Union"), f o r 

the purpose of e s t a b l i s h i n g , through the process of c o l l e c t i v e 

bargaining c e r t a i n p r o v i s i o n s covering wages, and other terras 

and conditions of eraployment f o r the employees represented by 

the Union. 

In r e c o g n i t i o n of the above, the Eraployer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l eraployees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

A ssistant Chief Bridge Operator 

Bridge Operator 

The Union i s authorized to bargain c o l l e c t i v e l y f o r such 

eraployees w i t h ' respect t o rates of pay, wages, hours and other 

terras and conditions of employment. The term "employee" as used 

herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 
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ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y to and are e x c l u s i v e l y vested i n 

the Employer, except only as they raay be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Araong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the management of the 

Employer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or raaterial changes i n 

duties or orga n i z a t i o n of the Employer's operations, or other 

economic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

proraote, demote, or r e c a l l ; t o make and enforce reasonable r u l e s 

and r e g u l a t i o n s , to raaintain order and e f f i c i e n c y ; t o schedule 

the hours of work; to determine the services, processes, and 

extend the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipraent and mat e r i a l s to be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t to contract out or subcontract; 

the r i g h t to determine the number of eraployees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required to insure raaxiraura e f f i c i e n c y of operations; to 

e s t a b l i s h and enforce f a i r production standards; and t o 

o 
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determine the size, nuraber and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the provisions of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Eraployer to 

insure equal eraployment opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and nothing in 

thi s Agreement s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that th i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect 

a f f e c t the seniority provisions of th i s Agreement. 

Section 3.2 No Discrimination 

Neither the Employer nor the" Union s h a l l discrirainate 

against any eraployee covered by th i s Agreement in a manner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, marital status, raental or 

physical handicap, or a c t i v i t y on behalf of the Union. 

Section 3.3 

Grievances by eraployees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

t h i s Agreement, but s h a l l not be subject t o a r b i t r a t i o n unless 

rautually agreed by the p a r t i e s . 

2454 989. 4 



Section 3.4 Reasonable Accommodation 

I n the event the Employer s h a l l be required t o raake a 

reasonable accoraraodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") to the d i s a b i l i t y of an applicant or incurabent 

eraployee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an, eraployee 

under t h i s Agreeraent, the Employer s h a l l b r i n g t h i s raatter to 

the a t t e n t i o n of the union. The pro v i s i o n s of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Eraployer's o b l i g a t i o n s under the ADA and t h i s 

agreement and the eraployee's r i g h t s under t h i s Agreeraent, 

provided t h a t no incurabent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
RATES OF PAY 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July • 1, 200-17, eraployees covered by t h i s 

Agreeraent s h a l l continue t o receive the hourly rate being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing s i r a i l a r kinds of work i n 

Cook County pursuant t o the formula c u r r e n t l y used by the United 

States Departraent of Labor i n adrainistering the Davis-Bacon Act 

as c u r r e n t l y being paid t o said employees as set f o r t h i n 

Appendix A appended t o and made a part of t h i s Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 20-017, through the period ending June 30, 20i^22, 

the wage rate r e f e r r e d to i n the immediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 
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such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i r a i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreeraent are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 4.3 Non-Prevailing Wage Rates Governing F i r s t Five-
Yoaro of th i s Agrocmont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustraents below f o r a l l eraployees who are i n non-prevailing 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on, l a y - o f f w i t h r e c a l l r i g h t s : 

Year i ^ -

• Effective 07/01/2007 1% 01/01/2018 - 2.00% 

• Effective 01/01/2008 2 . 2 5 °o 01/01/2019 - 2.25% 

Year 2 

Effective 01/01/2009 2^ 01/01/2020 - 2.00% 

Year 3: 

Effective 01/01/2010 2% 01/01/2021 2 :25% 

Year 4 

E f f e c t i v e 01/01/2011 3 . 2 5 °c 01/01/2022 - 2.00% 

Year— 
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• — E f f e c t i v e 01/01/2012 3^^ 

Section—4-r-4 Non-Provailing—Wage—Ratoo—Govorning—Second—Fivo-
Yoar Term (07/01/2012 to 06/30/2017) 

Effective—fehe—following—dates,—fehe—City—will—raake—fehe—wage 

adj u o t r a c n t s — b c l o v j — f e r — a H — e r a p l o y c c o — w h e — a r e — i n — n o n - p r e v a i l i n g 

re-fee—classifications—and who a r c — o i t h o r — o n the p a y r o l l — a e — o f tho 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l — r i g h t s : 

Year 6-̂  

•—Effective 01/01/2013 2% 

Year 7: 

• — E f f o c t i v c 01/01/2014 2% 

Year 8: 

•—Effective. 01/01/2015 2^ 

Year 9: 

•—Effective 01/01/2016 2% 

Year 10: , 

•—Effective 01/01/2017 2^ 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees i n 

non-prevailing wage rate c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base r a t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustment set 
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f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a raajority of C i t y unionized 

employees i n non-prevailing wage •rate c l a s s i f i c a t i o n s * * receive 

a lump sura payraent i n any contract year,' eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the same lump sura payment i n any such year. The p a r t i e s 

agree t o confer regarding the t i m i n g , araount and irapleraentation 

of any wage adjustment or lump sum payment under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Department 

and uniformed raembers of the Chicago Fire Departraent. 

Section 4.5 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected employees who, as of August—2-7—2007—the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal employees who 

are e l i g i b l e for rehire, or are forraer employees who r e t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the City Council, inclusive. 

Section 4.6 
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Employees called in for work outside their regular working 

hours s h a l l be credited for to less than four (4) hours of work 

and corapensated at the applicable overtime or premium rate. 

Section 4.7 Salary Progression 

The Employer's past practice as to longevity advanceraent 

within a salary range s h a l l continue. 

Section 4.8 Payment of Wages 

(a) A l l regular base wages w i l l be paid to employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtime or 

premiura pay s h a l l be paid to employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t is' earned. In the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or premiura pay t o which he/she i s 

e n t i t l e d , the Departraent w i l l c o r r e c t that shortage 

provided the eraployee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Eraployees s h a l l subrait a p a y r o l l 

dispute t o the Department timekeeper on the "Employee 
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P a y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's submission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the eraployee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Departraent w i l l subrait a 

supplemental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the eraployee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sura greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o the employee the sum of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g to newly-hired 

emplo.yees, persons r e t u r n i n g frora leaves of absence 

( i n c l u d i n g but not l i r a i t e d to duty d i s a b i l i t y ) , overtirae 

earned under the City's emergency snow removal program, and 

inaccuracies due to changes i n p a y r o l l deductions, are 

excluded from the provisions of t h i s Section. This 
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paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect t o the payraents r e f e r r e d to i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement, 

(e) In order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Manageraent Comraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's members of the Committee w i l l 

c onsist of representatives frora the Department o f 

Personnel, the O f f i c e of Budget and Manageraent, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l select four (4) 

representatives t o serve as merabers of the Coraraittee. The 

Coraraittee w i l l raeet not less than q u a r t e r l y , or more 

f r e q u e n t l y as the need may a r i s e , t o review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of mutual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreement. In a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y raay include frora tirae-to-tirae a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f raeetings w i t h Department heads to review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t employees. 
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Section 4.9 Out of Grade Pay 

An employee covered by t h i s Agreement who i s directed to 

and does perform substantially a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job within the bargaining 

unit s h a l l be paid at the higher rate or c l a s s i f i c a t i o n 

consistent with his own tenure for a l l such time from the f i r s t 

day of the assignment. The Employer agrees that i t w i l l make 

such assignments for not l e s s than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

thereafter as i s possible, but i n no event l a t e r than the pay 

period following the pay period in which the payment was earned. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days, except where a regular 

incvimbent i s on leave of absence, i n which case the time l i m i t 

for acting into such position may not exceed one (1) year, and 

no individual employee can act up into that position for more 

than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the parties. I f the one hundred eighty (180) day 

l i m i t i s extended to one (l)year due to a regular incumbent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein. 
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the position s h a l l be treated as a "permanent vacancy" within 

the meaning of Section - of th i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" subject to 

the applicable provisions of that Section, 

ARTICLE 5 
SCHEDULED WORK HOURS AND OVERTIME 

Section 5.1 

(a) This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l 

not be a guarantee of work or hours any day or week. 

(b) The work week s h a l l begin at 12:00 a.m. Sunday (one 

minute a f t e r 11:59 p.m. Saturday) and s h a l l end 12:00 

a.m. the f o l l o w i n g Sunday. In the case of regular 

work schedules w i t h s h i f t s t h a t over lap the work day, 

a l l hours worked on those s h i f t s w i l l be counted as 

being work the day on which the raajority of hours are 

worked. 

(c) The current Bridge Operators schedule s h a l l reraain i n 

e f f e c t . 

(d) Except i n emergencies, at lea s t ten days advance 

noti c e s h a l l be given t o employees and the Union of 

any schedule changes. The Union s h a l l be consulted 

w i t h respect t o such changes p r i o r t o t h e i r 

irapleraentation. 

Section 5.2 

(a) A l l work perforraed i n excess of f o r t y (40) hours per 

week or; or i n excess of eight (8) hours per day where the 
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eraployee has f o r t y (40) hours of work or excused absences; or on 

Saturday as such, when Saturday, i s not p a r t of the employee's 

regular work week; or on the s i x t h consecutive day worked i n the 

Employers work week, s h a l l be paid f o r at one and one-half (1 h) 

tiraes the regular s t r a i g h t time hourly r a t e of pay. A l l work 

performed on Sunday, when Sunday i s not part of the employee's 

regular work week or the seventh consecutive day worked i n the 

Employer's work week, s h a l l be paid f o r at two (2) times the 

regular hourly r a t e of pay. Where eraployees whose regular days 

o f f are other then Saturday and Sunday are required t o work on 

t h e i r days o f f , work on t h e i r f i r s t regular day o f f s h a l l be 

paid f o r at one and one-half (1 ^̂ ) tiraes the regular s t r a i g h t 

time hourly r a t e of pay and work on the second r e g u l a r l y 

scheduled day o f f s h a l l be paid f o r at two (2) times the regular 

hourly r a t e of pay regardless of whether the f i r s t r e g u l a r l y 

scheduled day o f f i s work or not. 

(b) Overtirae s h a l l be coraputed on the i n i t i a t e d f i f t e e n 

rainute segraents. There s h a l l be no pyraraiding of overtime 

and/or premium pay. Daily and/or weekly overtirae and/or preraium 

pay s h a l l not be paid f o r the sarae hours worked. 

A l l overtime earned under thi s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 

Section 5.3 Overtime Equalization 

(a) A reasonable araount of overtirae and/or preraiura time 

s h a l l be a c o n d i t i o n of continued eraployraent. Overtirae and/or 
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preraiura tirae r e f e r r e d t o i n t h i s Agreement s h a l l f i r s t be 

o f f e r e d t o the eraployee doing the job. Thereafter,, overtime and 

/or premium tirae at the l o c a t i o n or assignraent s h a l l be o f f e r e d 

by s e n i o r i t y i n the employee's job or s k i l l ' c l a s s i f i c a t i o n , 

provided t h a t the most senior eraployee has then the present 

a b i l i t y t o perform the job to the Employer's s a t i s f a c t i o n 

without f u r t h e r t r a i n i n g . I n the event enough of such o f f e r s 

are not accepted, the Eraployer raandatorily s h a l l assign such 

overtirae and/or preraium tirae by reverse s e n i o r i t y . 

(b) Those eraployees i n any c l a s s i f i c a t i o h who have been 

given the option t o work and have accuraulated at l e a s t four (4) 

hours of worked overtime and/or preraiura tirae, or have r e j e c t e d 

the o p tion t o work a s h i f t t h a t r e s u l t e d i n four (4) or raore 

hours of overtirae and/or premium tirae, w i l l not be afforded the 

option t o work subsequent overtime and/or premiura tirae u n t i l a l l 

employees i n the employee's job c l a s s i f i c a t i o n have been 

afforded the oppo r t u n i t y . 

(c) Eraployees working overtirae on a holiday s h a l l be paid, 

i n raonies, at the ra t e of two-and-one-half {2h.) times t h e i r 

regular hourly r a t e of pay. 

Section 5.4 Compensatory Time 

(a) Use of compensatory time i s subject to op e r a t i o n a l and 

scheduling needs of the departraent.' An employee s h a l l use 

corapensatory tirae w i t h i n s i x t y (60) days a f t e r i t i s earned or 

use i t during the next vacation period. I f , ./however, the 

eraployee's request to use such compensatory timo i s denied by 

the Employer, the employee may continue to carry such time f o r 
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up t o one (1) year, whereupon the employee raay ask f o r 

l i q u i d a t i o n of said corapensatory time i n cash, or may subject t o 

the approval of the Eraployer, continue t o carry over such 

corapensatory time. 

(b) No eraployee s h a l l be permitted t o accumulate 

corapensatory tirae i n excess of t h a t which i s allowed under the 

Fair Labor Standards Act. 
1 

Any banked overtime and / or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accumulate such time up to a maximum of 160 hours. 

Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. A l l acc\imulated compensatory 

time in excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at thei r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

Section 5.5 Reporting Pay 

When an eraployee reports f o r his or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainimum of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 
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unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 

or her norraal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Department of h i s or her current telephone 

number. 

I f the employee works raore than two (2) hours, he or she 

s h a l l receive a rainiraura of four (4) hours work or pay for that 

day. I f the eraployee works raore than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay for that day. An 

employee who does not coraplete a norraal eight (8) hour s h i f t 

because he or she i s sent horae by the Eraployer s h a l l have the 

option of using a portion of accrued vacation, personal or 

corapensatory tirae for that day upon notice to the Employer. 

Section 5.6 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a miniraura 

of two (2) hours pay at the appropriate overtime rate from the 

tirae t h a t they a r r i v e at t h e i r workplace. 

The terra " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an employee being brought back to work outside of his/her 

normal work day, and s h a l l not r e f e r to any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y sclieduled 

s h i f t . 
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Section 5.7 Emergency C a l l Pay 

I n the event a General Foreman or Foreman i s d i r e c t e d by 

the Employer t o respond t o emergency c a l l s from home and outside 

of h i s or her regular working hours, he or she w i l l be granted 

corapensatory time at the appropriate r a t e f o r a l l v e r i f i e d time 

spent responding t o the emergency frora horae, w i t h a minimum of 

15 minutes of compensatory tirae t o be granted i n any calendar 

day on which any such eraergency responses were required, up t o a 

raaxiraura of two hours of compensatory tirae i n any calendar day. 

17 
2454939.4 



ARTICLE 6 
HOLIDAYS 

Section 6.1 

(a) F u l l - t i r a e s a l a r i e d employees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Memorial Day 
7. Independence Day 
8. Labor Day 
9. Colurabus Day 
10. Veterans Day 
11. Thanksgiving Day 

12. Christmas Day 

In a d d i t i o n t o the foregoing twelve (12) paid holidays, 

eraployees s h a l l receive one (1) personal day, which raay be 

scheduled i n accordance w i t h the procedures f o r vacation 

s e l e c t i o n set f o r t h i n Section 7.7 below. I f an eraployee e l e c t s 

not to schedule said personal day as provided above, the 

eraployee raay make a request t o his/her Department t o use said 

personal day. Requests s h a l l not unreasonably be denied. I f an 

eraployee i s required to work on a scheduled personal day by the 

Eraployer, the employee s h a l l be e n t i t l e d t o holiday pay pursuant 

to Section 6.1. 

(b) The employee s h a l l receive the b e n e f i t s set f o r t h i n 

(a) above provided t h a t the employee i s i n pay status the f u l l 

scheduled work day imraediately preceding and the f u l l scheduled 

work day f o l l o w i n g such holiday, or i s absent from work on one 

18 



or both of those days w i t h the Employer's permission; such 

perraission s h a l l not be unreasonably denied. 

(c) Employees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreement. At the employee's 

option, the personal day raay be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of this-

Agreeraent. • I f the eraployee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the eraployee and 

s h a l l not be denied by the Eraployer. I f the employee i s required 

or allowed t o work on such designated day, the employee s h a l l 

receive the appropriate holiday premiura r a t e . An eraployee raay 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Employer. New employees who 

coraraence work f o r the Eraployer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(d) When said holiday f a l l s during an eraployee's vacation 

period the Eraployer s h a l l have the option of g r a n t i n g the 

employee an e.xtra day's pay or an extra day of vacation at a 

time mutually agreed upon between the employee and the 

Department Head, p r o v i d i n g the employee works the f u l l scheduled 
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workday immediately preceding and the f o l l o w i n g vacation period, 

unless excused by Eraployer. 

(e) Eraployees whose regular day o f f coincides w i t h an 
I 

established holiday s h a l l be c r e d i t e d w i t h compensatory tirae 

equal t o a normal work day. 

(f) Eraployees whose regular day o f f coincides w i t h an 

established holiday and who are required .to work on that day 

s h a l l be paid at the holiday overtirae r a t e . 

(g) Eraployees scheduled to work on a holiday and f a i l i n g 

t o r e p o r t t o work, s h a l l f o r f e i t r i g h t t o pay f o r t h a t holiday, 

unless f a i l u r e t o report t o work i s due to i l l n e s s , i n j u r y , or 

other emergency. 

(h) Holiday tirae s h a l l be considered as time worked f o r 

the purposes of computing overtirae except when the holiday f a l l s 

on eraployee's day o f f and i s not worked. 

( i ) The op p o r t u n i t y t o be o f f on the holiday s h a l l be 

o f f e r e d t o eraployees by s e n i o r i t y consistent w i t h the Employer's 

need t o meet operating requirements. 

ARTICLE 7 
VACATIONS 

Section 7.1 F u l l Vacation Rights 

Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

employed. An employee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such employee's continuous service p r i o r to 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 
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Continuous Service p r i o r t o July 1 Vacation 

Less than 6 years 13 days 

6 years or raore, but less than 4 year 18 days 

14 years or more 23 days 

24 years or more 24 days 

25 years or raore 25 days 

Section 7.2 Pro Rata Vacation 

(a) Employee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The eraployee d i d not have twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated frora eraployment, other 

than f o r cause, during a calendar year i n which the employee d i d 

not have twelve (12) months of continuous service. 

(b) The amount of pro r a t a vacation i s determined by 

d i v i d i n g the number of raonths of continuous service the f u l l -

tirae employee worked i n the previous/current calendar year, 

whichever i s a p p l i c a b l e , by twelve (12); the r e s u l t i n g f i g u r e i s 

m u l t i p l i e d by the amount of paid vacation f o r which the employee 

i s e l i g i b l e i n Section 7.1 above. Any f r a c t i o n i s rounded o f f 

to the nearest whole nuraber of days. Eraployees separated frora 

eraployraent, other than f o r cause, w i l l be paid on a suppleraental 

p a y r o l l as soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

(c) Part-time employees who work at le a s t eighty (80) 

hours per raonth earn vacation or a pro r a t a basis c a l c u l a t e d i n 

accordance w i t h the forraula used by the Employer i n accordance 

wi t h past p r a c t i c e . 

21 
2454989.4 



Section 7.3 Forfeiture of Vacation 

A l l earned vacation leave s h a l l be forfeited unless (1) the 

employee was denied vacation by the eraployer, or (2) the 

employee i s on an approved leave of absence, or (3) the employee 

elects in writing to carry over vacation days (up to three (3) 

ouch vacation days of accrued and unused vacation days for 

employees with l e s s than ten (10) years of service, and up to 

fiv e (5) days of accrued and unused vacation days for employees 

with ten (10) or more years of service) for use individually or 

consecutively during the next vacation year, provided that 

notice of such election s h a l l be given to the eraployer before 

Deceraber 15 of the vacation year. Carry over days s h a l l not 

count against an employee's maxim\im number of single use 

vacation days provided for under t h i s Agreement. Such carry over 

vacation days raust be scheduled i n the then current year for use 

in the next year. Cancella.tion or re-scheduling of carry over 

days s h a l l be controlled by the provisions set forth i n the 

Agreement under Vacation Picks , upon—rautual—agreement—ef—fehe 

employer,—which—agreement shall—net—be—unreasonably—denied—e^ 

vjithhcld, and such carry over days must be taken on or before 

April June 30 of the next vacation year (or within six (6) 

months, in the case of an employee's return from an approved 

leave of absehce). Nothing herein s h a l l l i m i t or prohibit the 

Employer from allowing the employee to reschedule carry over 
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before June 30"^, or approving the rescheduling of c a r r y over 

days beyond June 30̂ *̂ . Employees on duty d i s a b i l i t y s h a l l r e t a i n 

any vacation leave .earned p r i o r t o being placed on duty 

d i s a b i l i t y leave, together w i t h a l l vacation tirae earned during 

the period of duty d i s a b i l i t y f o r the twelve (12) months 

f o l l o w i n g the date i n which the person became disabled, and 

s h a l l be e n t i t l e d t o use such vacation time w i t h i n twelve (12) 

raonths f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 

Employees who are terrainated for cause are not e n t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay i n t h e i r 

bank at the time of resignation. Employees s h a l l not earn 

vacation credit for any period during which they are on layoff 

or on leave of absence without pay in excess of 30 days .or 

engaged in conduct in violation of A r t i c l e 12 of t h i s Agreement. 

In the event of the death of an e l i g i b l e eraployee, the surviving 

widow, widower or estate s h a l l be e n t i t l e d to any vacation pay 

to which the deceased employee was en t i t l e d . 

Section 7.5 

The r a t e of vacation pay s h a l l be coraputed by raultiplying 

the eraployee's s t r a i g h t tirae hourly r a t e of pay i n e f f e c t f o r 

the employee's regular job at the tirae the vacation i s taken, 

times 8 hours per day, times the number of days' vacation to 

which the employee i s e n t i t l e d . Salaried employees s h a l l 
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receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 

Any Employee of the C i t y of Chicago h i r e d p r i o r to—February 

i2- ,—198 6—whe—hee—rendered . ocrvicc—fee—fehe—County—ef—Cook,—fehe 

Chicago—Park—District,— t h e—Chicago—Housing Authority,—fehe—Foreot 

Preserve D i s t r i c t , — t h e Metropolitan Sanitary D i o t r i c t of Creator 

Chicago,—fehe—State—ef^—Illinoio,—fehe—Chicago—Board— e i—Education, 

t^^e—City—Colleges—ef^—Chicago,—Coraraunity—College—Diotrict—508, 

the Chicago T r a n s i t Authority,—fehe—Public B u i l d i n g Coraraiooion of 

Chicago, fehe—Chicago—Urban—Transportation—Diotrict, and—fehe 

Regional—Tranoportation—Authority,—shall—have—fehe—right—fee—have 

tl^^e—period o f — o u c h — o c r v i c e — c r e d i t e d and counted—fer—the purpose 

ef—coraputing—fehe—number—ef—years—ef^—service—ae—an—employee—e-f 

fehe—City—ie^e—vacations,—provided—that—ouch—ocrvice—ha-s—been 

continuouo service . However, vacation tirae a c c r u e d — w h i l e 

working f e r another p u b l i c agency i e nefe t r a n s f e r a b l e . 

Employees—hired—after—February—12- ,—1986—whe—render—service—fe^ 

any—other—employer—a-s—stated—above—shall—have—fehe—right—fee—have 

the—period—ef—such—service—credited—and—counted—f-er—fehe—purpooc 

ef—coraputing—fehe—nuraber—ef^—years—ef—service—a-s—an—eraployee—ei 

fe-he—City—fer—vacations,—provided—a—ma j ority—ef^—other—eraployees 

of the—Employer—receive—ouch—credit. 

Section 7.7 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

i n the department, provided however, the Department Head s h a l l 

have the r i g h t to determine the number and scheduling of crews 
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and employees who can be on vacation at any one tirae without 

hindering the operation of the Departraent. 

Employees s h a l l make vacation picks at a tirae and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

Department w i l l respond t o the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s raade,' but not raore than fourteen (14) days frora the 

date the request i s received by the Departraent, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storras), 

a severe raanpower shortage which raay s e r i o u s l y hinder the 

Department's operations, or where an eraployee possesses a unique 

s k i l l indispensable t o the iraraediate perforraance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

p i c k s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payraent t o the eraployee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a norraal work day, or f o r a norraal 

work day, whichever i s greater, .unless the eraployee v o l u n t a r i l y 

agrees to reschedule the vacation days l o s t . 

C ancellation of approved vacation requests which would 

r e s u l t i n serious provable f i n a n c i a l loss t o an employee s h a l l 

occur only i n the most extrerae emergencies. I n the event of such 

c a n c e l l a t i o n , the Employer w i l l reimburse the employee f o r 

reasonable losses i n c u r r e d as a d i r e c t r e s u l t of the 
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c a n c e l l a t i o n , (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit f o r f e i t u r e s , and the l i k e ) . 

Section 7.8 Non-Consecutive Vacation Days 

Employees may receive up to five s i x of their vacations 

days one or more days(s) at a time as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.7 above 

(Vacation Selection). Such days(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the eraployee seeks such days so late 

in the vacation year that the eraployee's supervisor cannot 

reasonably grant the eraployee's request, such days s h a l l be 

scheduled by the Employer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 

charged with a single, non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on either side of his/her regularly scheduled days off and 

then schedules a single vacation day on the opposite side of the 

regularly scheduled days off, then the single day s h a l l be 

considered consecutive with the other vacation days and the 
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employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees raay designate and use at t h e i r option up t o f i v e 

-(-5^ s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as s i c k days t o cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l include (or 

may be expanded upon by the C i t y ) : ( i ) mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

part n e r i s r e g i s t e r e d w i t h the Department o f Hioman Resources. 

The Employer reserves the r i g h t t o ask the employee to f u r n i s h 

proof .of said i l l n e s s . An employee d e s i r i n g t o use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l ..inform the 

representative of the Employer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n to report an i l l n e s s . Salaried employees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreeraent s h a l l be i n e l i g i b l e 

t o use vacation days as s i c k days while they have a v a i l a b l e 

unused sick days. 
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ARTICLE 8 
PROMOTIONS AND TRANSFERS 

Section 8.1 Posting of Vacancies 

The posting of an Employer-deterrained vacancy s h a l l be for 

14 days. When such vacancy occurs, the Employer s h a l l provide 

notice to the Union prior to but no la t e r than the day of the 

posting of such vacancy. 

Section 8.2 Transfers 

Q u a l i f i e d eraployees s h a l l be given an equal o p p o r t u n i t y t o 

b i d on posts or assignments where the vacancy has occurred and 

are declared vacant by the Eraployer or are newly created. The 

Eraployer s h a l l s e l e c t the raost q u a l i f i e d a p p l i c a n t , provided 

t h a t an eraployee applicant s h a l l have preference over a non-

eraployee a p p l i c a n t , unless the non-employee has deraonstrably 

s k i l l and a b i l i t y t o perforra the work required. Where 

applicants are equally q u a l i f i e d , the employer w i l l s e l e c t the 

raost senior eraployee ( t i m e - i n - t i t l e ) . The Employer s h a l l 

determine whether applicant are " r e l a t i v e l y equally q u a l i f i e d " , 

based upon performance evaluations, experience, t r a i n i n g , proven 

a b i l i t y and s i m i l a r c r i t e r i a . 

Employees w i l l be allowed no more than two (2) successful 

bids i n any twelve month period and those eraployees who' are 

successful bidders a f t e r the close of the fourteen (14) day 

bidding period s h a l l be required to take the ass.i.gnraent 

su c c e s s f u l l y b i d upon. 
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Section 8.3 Promotion 

Qualified—eraploycco—shall—be—given—an—equal—opportunity—fee 

b i d — e n — j o b s — w h i c h — p e y — h i g h e r — r a t e s — e f — p a y — a n d — a ^ e — d e c l a r e d 

vacant—by—fehe—Employer. T h e — E r a p l o y o r — s h a l l — s e l e c t — t h e — r a o o t 

q u a l i f i e d — a p p l i c a n t , — p r o v i d e d — t h a t — a n — o m p l o y c c a p p l i c a n t — s h a l l 

have—preference—over—a—non-employee—applicant,—unless—fehe—non-

craploycc—applicant—ha-s—deraonstrably g r e a t e r — s k i l l — a n d a b i l i t y t o 

perforra—fehe work required. Whcro app l i c a n t s are equally 

qualified,—fehe—Employer—shall—select—fehe—moot—senior—employee 

(time i n t i t l e ) . The Employer s h a l l determine vjhcthcr 

a p p l i c a n t s — a ^ e — " r e l a t i v e l y — e q u a l l y — q u a l i f i e d " — b a s e d — u p o n — a e 

perforraance—evaluations, experience, t r a i n i n g , — p r o v e n — a b i l i t y 

and s i r a i l a r c r i t e r i a . 

T he—successful—bidder—fer—any—j obo—under—this—Section—shall 

have—an—evaluation—period,—nefe—fee—exceed—sixty—(60) days,—fee 

deraonstrate—that—he—er—ehe—can perforra t h o — j ob. H— the—Employer 

hae—j ust—cause—based—upon— the—employee ' s—j-eb—performance—afe—any 

t i r a e — d u r i n g — t h a t — p e r i o d — t h a t — f e h e s u c c e s s f u l — b i d d e r — c a n n o t 

perform t h e — j ob,—then—fehe—successful—bidder—shall—be—returned t o 

t h e — j - e b — h c / s h c — h e l d — j u s t — p r i o r — f e e — f e h e — a w a r d i n g — e f ^ — f e ^ ^ e — b i d , 

displacing,—H—neccsqary,—any—employee—whe—ha-s—been—placed—into 

said j o b . 
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Section 8.3 F i l l i n g of Permanent Vacancies 

The Eraployer s h a l l determine i f there i s a perraanent 

vacancy to be f i l l e d , and at any tirae before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 

The Employer w i l l post vacancy vacancies e l e c t r o n i c a l l y on 

the City of Chicago CAREERS website. A copy of the posting w i l l 

be provided to the Union at l e a s t 72 hours prior to the 

electronic posting. Said vacancies s h a l l be posted 

announcements f o r fourteen (14) days on the CAREERS WEBSITE. 

The p o s t i n g s h a l l contain a t l e a s t the f o l l o w i n g i n f o r m a t i o n : 

job t i t l e , q u a l i f i c a t i o n s , days o f f , s h i f t , hours, work 

l o c a t i o n , i f known, and the r a t e of pay. The p o s t i n g s h a l l also 

i d e n t i f y the number of p o s i t i o n s t o be f i l l e d . I f the number t o 

be f i l l e d changes, the Employer s h a l l promptly n o t i f y . P r i o r t o 

the commencement of the s e l e c t i o n process, the employer w i l l 

provide the Union w i t h a l i s t of q u a l i f i e d bidders., and provide 

fei^e—Union—with—a—copy—ef—fehe—announcement—et—the t i m e — i f e — i e 

posted. 

Q u a l i f i e d bargaining u n i t employees s h a l l be given an 

o p p o r t u n i t y t o b i d on permanent vacancies declared by the 

Eraployer. In raaking s e l e c t i o n s , the Eraployer s h a l l give 

preference t o bargaining u n i t applicants over non-bargaining 

u n i t a p p l i c a n t s , except where non-bargaining u n i t a p plicants 
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have demonstrably greater s k i l l and a b i l i t y t o perform the work. 

In raaking a s e l e c t i o n between two or raore bargaining u n i t 

a p p licants who are equally q u a l i f i e d , the Eraployer s h a l l select 

the most senior bidder. For purposes of t h i s Section, s e n i o r i t y 

s h a l l be determined by the eraployee's service i n the eraployee's 

current job t i t l e ( t i m e - i n - t i t l e ) City-wide. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of doc\aments such as the r e f e r r a l l i s t , employment 

decision form, hiring information stimmary, and h i r i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

The successful bidder f o r any job under t h i s Section s h a l l 

have an evaluation period, not t o exceed s i x t y (60) days, to 

deraonstrate t h a t he or she can perform the job. I f the Employer 

has j u s t cause based upon the eraployee's job perforraance at any 

tirae during t h a t period to believe t h a t the successful bidder 

cannot perforra the job, then the successful bidder s h a l l be 
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returned t o the job he/she held j u s t p r i o r t o the awarding of 

the b i d , d i s p l a c i n g , i f necessary, any eraployee who has been 

placed i n t o said job. 

Section 8.4 Retreat 

An employee who i s appointed - or promoted to a new job 

c l a s s i f i c a t i o n s h a l l , for a period of one hundred twenty (120) 

days, be perraitted to return to his/her forraer j'ob 

c l a s s i f i c a t i o n in the bargaining unit, i f the Employer^ 

determines that the job i s vacant, or i f i t i s not vacant the 

said employee s h a l l be placed 'on a reinstatement l i s t . Such 

employees s h a l l retain seniority and other benefits previously 

accrued in the job c l a s s i f i c a t i o n to which they are returning 

subject to the provisions of A r t i c l e 16. 

Section 8.5 Seniority 

(a) " S e n i o r i t y " s h a l l mean, f o r the purposes of t h i s 

Section, the eraployees time i n t i t l e . 

(b) Ties i n s e n i o r i t y w i l l be broken by l o t t e r y . 

ARTICLE 9 
GROUP HEALTH, VISION CARE, 

DENTAL, LIFE AND ACCIDENT BENEFITS 

Section 9.1 

a) The Employer s h a l l provide to eraployees and t h e i r 

e l i g i b l e dependents Group Health, Vision Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided to a raajority of 

other eraployees of the C i t y under the sarae terras and conditions 
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a p p l i c a b l e t o said other eraployees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 

b) Employees who participate in the Eraployer; raedical 

care plan or an HMO s h a l l raake the following contributions 

toward their health care coverage, based on the applicable 

percentage of their base salary, siabject to the then-applicable 

salary cap: 

i-) eraployee raedical c o n t r i b u t i o n o are based en a 

corapooito—1. 6u-—ef^—base—salary—fer—single,—employee—and—one,—and 

f a m i l y l e v e l s — e f — c o v e r a g e — a e — o p e c i f i c d below. Fer—example,—fehe 

c o n t r i b u t i o n o — a f e — s e l e c t e d — s a l a r y — l e v e l s — p e r — p e y — p e r i o d — a r e — a - s 

f o l l o w s : 

ANNUAL 
C 7\ T 7\ P Y 

SINGLE 
-1 n p 19-

EMPLOYEE+1 
1 c:n nno 

FAMILY 
-) nn nc.o 

\ X j i \ r \ 1 X . 3 iL O X (i X . 3 1 ly 1 G X . ly 1 3 3 G 

rin -f-n '̂ '̂ ^n nnn 1 ^ sn 1 0 00 3 0 n n 
U]J LU Cf Jl \J , \J [J \J 

s^0 n m 
X iL . 3 3 

-] O O K 

X y . 3 3 

1 0 7 S 
iL iL . 3 3 

3 A f O 
Y ^ 3 , 3 3 X 

5 AO 000 
X iL . 3 3 

11 1 A 
X ly . 13 

oc oo 
iL ^ . 3 3 

OO OA 
,f ^ 3 , 3 3 3 

SO ono 
X / . X *3 

O -1 AO 

iL 3 . 3 3 

O O n - | 

3 iL . 3 *i 

Al ns 
V ^ / w w U 

"ifin nnn 
i L . H i^ 

o c. n n 
3 iL . ly X 

"2 Q AO 
^ X . 3 3 

AO 3 C 
.f 3 3 , 3 3 3 

S''0 000 
iL 3 . 13 

on nn 
^ J . ^ y 

Af n^ 
H ly . iL 3 

S 7 A'' 
Y 1 ^ f w O U 

so0 nnn 
I—y . J J 

OA on 
H 3 . 3 1 

S'^ f f 
3 1 . ^ 1 

S f° 
Y ^ f U w w 

o q n q q 
..J H . i^ 1 

OQ CC 

3 iL . 3 3 

SO ^ A 
3 3 . 3 3 

n o o n 
Y O Jf f J J 

$ 9 0 , 0 0 0 4 
3 3 . 3 3 

3 8 . 6 0 
3 Jl . iL *i 

5 9 . 3 0 
t 3 . 3 J 

7 3 . 9 5 

J u l y 1, 2017 

J u l y 1, 2018 

J u l y 1, 2019 

Single 

1.2921% 

1.7921% 

2 .2921% 

Employee + 1 

1.9854% 

2.4854% 

2.9854% 

Family 

2.4765 

2.9765% 

3.4765% 

Salary 

Cap 

$90,000 

$100,000 

$115,000 
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July 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

3-)- effective—July— h - ,—2006—employee—medical—contributiono 

e r e — b a s e d — e n — a — c o m p o o i t c — 2 . 0°o—e^—base—salary—fer—single, 

employee—and—one,—end—family—levels—ef^—coverage—a-s—specified 

below.—Fe*—example,—fehe—contributiono—et—sGlccted—salary—levels 

per pay period arc as—f ollovjs : 

ANNUAL SINGLE EMPLOYEE+1 FAMILY 
S A L A R Y 1.2921°o 1 . 9854°o 2 . 4765°s 

U n d e r ^ 0 0 0 0 1 S ' ' 1 coo QQ - con ccc 
U l l C t U J . Cf ^ \J , U U U 

=1 n n o i 
Cf X 3 . rrr 

'^1 f I S 
Cf-iL 3 : O 3 

CO A OO 

cf iL- 1 . O 3 
'ion nc 

V o u , u VJ i 

AO 000 
Cf X 3 . X 3 

' ^ ^ 1 S /I 

Cf iL*i . 3 it 

COO nn 
Cf 3 3 . y 3 

C A •] O O 
Cf 'i 3 , 3 3 3 

sn non 
V 1 . 3 '1 
COC no 

- Cf-3 .3 ... U 17 

Al f 

V T 1 . iLO 

"i- S 1 S O 
,f 3 3 , 3 3 3 

S fiO 0 0 0 
Cf t.. 3 . J i~ 

COO on 
9 rt ± . 3 3 

A 0 f A 
•.9 ^-X . 3 J 

' i f l 01 
.f 3 3 , 3 3 3 

S 7 0 0 0 0 
Cf 3 iL . 3 3 

con cn 
• Cf*il^-- 3*i — -

<^ S 01 

• 9 3-X . J X 
cno 00 

V ' ^ ^ w w w 

"^^O 0 0 0 
V —' ' . 3 3 

A'^ 0"^ 
Cf 3 1 . J X 

<̂  1 o 

Cf 1 iL . iL 3 

COO CC 
Y ^ f w w w 

SOO 0 0 0 
.Y S ..J . 3 1 

A9 ' IS 
Cf 3 3 . X \ j 

* 7 ll / I S 

9 v,- . 3 3 

cno on 
Y f w w w 

$ 1 0 0 , 0 0 0 $ 5 3 . 8 4 
Cf 1 ^ . ^ 3 

$ 8 2 . 7 3 
Cf U iL . 0 1 

$ 1 0 3 . 1 9 

A i i — c o n t r i b u t i o n s — s h a l l — b e made—en—a—pre-tax basis—and are 

payable on a per pay period basis. 

c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject to standard 

provisions of insurance p o l i c i e s between Employers and insurance 

corapan i e s . 

d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject t o 
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the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be raade a v a i l a b l e ' t o q u a l i f i e d 

employees. The Eraployer raay o f f e r coverage under raore than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreeraent t o the contrary. 

f ) Where both husband and wife or other faraily raembers 

e l i g i b l e under one f a m i l y coverage are employed by the Eraployer, 

the Eraployer s h a l l pay f o r only one f a m i l y insurance or faraily 

h e a l t h plan. 

g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreement. 

h) Consistent w i t h the terras of the Employer's e x i s t i n g 

Group Health Care Plan, and the app l i c a b l e r u l e s thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Employees on 'approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 

maximum of 12 weeks, subject t o the terms of the Plan and any 

other a p p l i c a b l e p r o v i s i o n s of t h i s Agreeraent. Eraployees who are 

re c e i v i n g duty d i s a b i l i t y , , b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terms of the 
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Plan and i t s applicable r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees raust make a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terras of 

the Plan and i t s applicable r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the form of which raay include, but i s 

not l i r a i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

communication from the Eraployer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be subject to an annual deductible of $35 per household. 

Ef f e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

subject to an annual deductible of $75 per household. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Labor Management Cooperation 

Committee ("LMCC") pursuant to app l i c a b l e s t a t e and federal' law. 

The purpose of the LMCC i s t o research and make recoraraendations 

and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o the achieveraent of 

s i g n i f i c a n t and raeasurable savings i n the cost of eraployee' 

health care during the terra of t h i s Agreement. The Parties 

s h a l l memorialize t h e i r i n t e n t t o create t h i s LMCC by executing 
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an Agreeraent and Declaration of Trust ("Trust Agreeraent") 

conteraporaneously with the execution of each Coalition Union's 

co l l e c t i v e bargaining agreeraent with the City of Chicago. Said 

Trust Agreeraent s h a l l be attached to th i s Agreeraent as 

Appendix C. 

Section 9.3 

The Trust Agreement s h a l l address, without l i r a i t a t i o n , the 

f o l l o w i n g : 

a. Formation of a Committee t o govern the LMCC 

co n s i s t i n g of up t o twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be appointed 

by the C o a l i t i o n Unions. 

b. Appointment by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Cochair as designated i n the Trust 

' Agreement. 

c. A u t h o r i t y of the LMCC t o make recommendations and 

mo d i f i c a t i o n s i n the health plan expected t o r e s u l t 

i n savings and cost containraent. 

d. Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes o f t h i s A r t i c l e , an "eraployee" s h a l l raean a 

C i t y eraployee r e p r e s e n t e d by s i g n a t o r y l a b o r o r g a n i z a t i o n s o f 

37 
2454989.4 



t h i s Agreeraent. A " C o a l i t i o n Union" raeans s i g n a t o r i e s t o t h i s 

Agreeraent which have executed a c o l l e c t i v e bargaining agreeraent 

w i t h the C i t y . 

Section 9.5 

The p a r t i e s commit t o implementing Medical Plan Design 

changes t h a t w i l l r e s u l t i n estimated savings of a t l e a s t $3 

m i l l i o n (as c a l c u l a t e d w i t h respect t o the C o a l i t i o n Unions) by 

2020. The p a r t i e s w i l l work through the LMCC t o i d e n t i f y changes 

t h a t w i l l r e s u l t i n the re q u i r e d savings. I f , p r i o r t o 

January 1, 2020, the p a r t i e s have not reached agreement upon the 

proposed changes, each p a r t y w i l l stibmit i t s o f f e r o f proposed 

changes and the amount proposed t o be reduced, i n c l u d i n g the 

methodology f o r e s t i m a t i n g the value of the proposed changes, t o 

a mutually agreed upon a r b i t r a t o r , who w i l l be l i m i t e d t o 

s e l e c t i n g e i t h e r the C i t y ' s or the C o a l i t i o n Unions' o f f e r . The 

o f f e r selected by the a r b i t r a t o r w i l l be b i n d i n g on the p a r t i e s 

and on the LMCC. 

Section 9.6 

The C i t y agrees t o provide representatives from the 

C o a l i t i o n Unions i n f o r m a t i o n , such as the claims experience from 

the C i t y r e t i r e e h e a l t h plans, and other r e l e v a n t 

data/information so t h a t the C o a l i t i o n Unions can explore the 

f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h p lan 

separate and independent from the C i t y ' s plans t h a t could cover 
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certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate co n f i d e n t i a l i t y agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

I n the event of a death i n an eraployee's iraraediate f a r a i l y , 

such eraployee s h a l l be e n t i t l e d t o a leave of absence up t o a 

raaximum of three (3) consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a maxiraura of f i v e (5) consecutive 

days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t time pay f o r such tirae as he/she i s 

required t o be away frora work during his/her r e g u l a r l y scheduled 

hours of work (not to exceed eight hours per day) . Salaried 

eraployees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 
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The employee's immediate f a m i l y s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, raother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, b r o t h e r - i n - l a w , grandparents and grand-children, court 

appointed l e g a l guardian, and a person f o r whora the eraployee i s 

a court appointed guardian. The Employer may, at i t s op t i o n , 

require the employee to submit s a t i s f a c t o r y proof of death 

and/or proof of the r e l a t i o n s h i p of the deceased to the 

employee. 

Section 10.2 M i l i t a r y Leave 

Any employee who i s a meraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perform other d u t i e s 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her railitary pay f o r a l l days compensated by the 

Employer w i t h the C i t y Comptroller. 

Any employee who i s a member of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s to attend a t r a i n i n g prograra or 

perform other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not to exceed 
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f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the eraployee deposits his/her railitary pay f o r a l l days 

compensated by the Employer w i t h the C i t y Comptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r September 11, 2001, 

s h a l l be e n t i t l e d t o f u l l s alary and medical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payment of m i l i t a r y 

pay t o the Coraptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l a u t o r a a t i c a l l y terrainate upon terr a i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Svibpoena 

An eraployee who serve on a jury or i s subject to a proper 

subpoena (except i f the eraployee i s a party to the l i t i g a t i o n ) 

s h a l l be granted a leave of absence with pay during the terra of 

such absence, provided that the employee deposits his jury duty 

pay with the City Coraptroller. 

Section 10.4 Sick Leave 

E a c h — s a l a r i e d — p a i d — e r a p l o y e e — s h a l l — r e c e i v e — o i c k — l e a v e — w i t h 

pay—fer—periods—nefe—exceeding—twelve—(-IrS-)—working—days—in—fehe 

aggregate during each calendar year. Each such employee 

appointed—after—January—1—ef—fehe—calendar—year—shall—be—allowed 

oick—leave—afe—fehe—rate—ef—ene—day—for each—raonth—ef^—eraployraont 

through—Deceraber—34—ef^—that—year . 

S i. c k—leave—credit—earned—subsequent—fee—January— h - , 1959, 

shall—accrue—fee—a—raaxiraura—ef—two-hundred—(200)—work—days—afe—fehe 

r a t e — e f — t w e l v e — ( 1 2 )—days—per—year—less—days—ef—sick—leave—uocd. 
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Sick—leave—net—taken—afe—fehe—tirae—of terraination—shall—ccaoe—and 

e n d — a H r i g h t s f e r corapenoation . Sick leave a c c r u e d — v j h i l e 

v j o r k i n g — f e * — a n o t h o r — p u b l i c — a g e n c y — s h a l l — n e f e — b e — t r a n s f e r a b l e . 

T h i o — p r o v i s i o n — w i l l — n e f e — a f f e c t — a n y — a c c u m u l a t e d — o i c k — l e a v e 

employees—mey—have—afe—fehe—execution—ef^—this—Agreement. An 

cmployco—shall—have—fehe—option—fee—uee—up—fee— s i a—days—ef^—side 

leave per year—for t h e — i l l n e s s — o f an iraraediate—faraily raeraber. 

N o t w i t h s t a n d i n g — t h e — f o r e g o i n g , — e f f e c t i v e — J a n u a r y — h , 1998 

end—thereafter,—said—eraployees—whe—receive—paid—oick—tirae—shall 

accrue—side—time—afe—fel^e—rate—ei—ene—(4r^—day—fer—each—raonth—ei 

employment. Tn—fehe—event—an—employee—ie—hoopitalized,—upon 

request—ef—fehe—employee,—fehe—Employer w i l l — m a k e — a v a i l a b l e — f e e 

oaid—employee—up—fee—fehe—full—amount—ef—sick—tirao—fehe—eraployee 

would havo accrued f o r the remainder of t h a t calendar year a s — H 

he/she—were—actively—employed,—in—ordor—fee—cover—fe^^e—absence 

r e s u l t i n g — f r o r a — f e h e — h o s p i t a l i z a t i o n — a n d — r e c o v e r y . Upon—his/her 

r e t u r n to vjork,—fehe—eraployee w i l l begin t o accrue—oick tirae w i t h 

fehe—start—ef—fe-he—noit—calendar—year . The—Employer—reserves—fehe 

right—fee—require—an—employee—fee—provide—documentation—ef^—fehe 

i l l n e s s — i n — q u e s t i o n . 

Notvji tho landing—fei^e—foregoing, Eeffective January 1, 1998 

and thereafter, said s a l a r i e d eraployees who receive paid sick 

time s h a l l accrue sick time at the rate of one (1) day for each 

raonth of employment. Employees may use up to six. (6) days of 
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s i c k time per year f o r the bona f i d e i l l n e s s of f a m i l y members, 

who s h a l l i n c l u d e (or may be expanded upon by the C i t y ) : ( i ) 

mother, f a t h e r , husband, w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g 

blood, step or adopted), f a t h e r - i n - l a w , mother-in-law, daughter-

in-law, son-in-law, grandparents or grandchildren; or ( i i ) 

domestic p a r t n e r or the domestic partner's mother, f a t h e r , son 

or daughter ( i n c l u d i n g blood, h a l f , step or adopted), provided 

t h a t the employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the 

Depar-tment of Human Resources. In the event an employee 

experiences a serious h e a l t h c o n d i t i o n w i t h i n the meaning of the 

Family Medical Leave Act, i - s — h o o p i t a l i z e d , upon request of the 

eraployee, the Eraployer w i l l raake a v a i l a b l e t o said employee up 

to the - f u l l araount of si c k time the employee would have accrued 

f o r the remainder of t h a t calendar year as i f he/she were 

a c t i v e l y employed, i n order t o cover the absence r e s u l t i n g from 

the h o s p i t a l i z a t i o n and recovery. Upon his/her r e t u r n t o work, 

the eraployee w i l l begin t o accrue s i c k tirae w i t h the s t a r t of 

the next calendar year. The Eraployer reserves the r i g h t t o 

require an employee t o provide documentation of the i l l n e s s i n 

question. 

Section 10.5 Personal Leave 

Non-probationary employees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and dur a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. 
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S e n i o r i t y s h a l l accuraulate f o r employees on said leaves. 

Employees who r e t u r n frora said leave s h a l l be r e i n s t a t e d t o 

t h e i r forraer job subject t o the l a y o f f , r e c a l l and break-in-

service provisions of t h i s Agreeraent. 

Employees s h a l l be granted personal leaves of absence 

without pay f o r a period of up to one (1) year f o r the purpose 

of p r o v i d i n g necessary care, f u l l - t i m e supervision, custody or 

non p r o f e s s i o n a l treatment f o r a member of the employee's 

iraraediate f a m i l y or household under circumstances t e m p o r a r i l y 

i n c o n s i s t e n t w i t h the eraployee's u n i n t e r r u p t e d performance of 

his/her normal job d u t i e s , i f s a t i s f a c t o r y proof of the need f o r 

and d u r a t i o n of such leave i s provided t o the Employer. Such 

leaves s h a l l be granted under the sarae terras and conditions as 

set f o r t h ' above. 

Bargaining u n i t eraployees who have corapleted t h e i r f i r s t 12 

months of employraent and who have worked 1,250 hours i n the 

preceding 12 raonth period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and medical leave f o r a period of up to twelve (12) work weeks 

during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an employee's c h i l d and t o care f o r 
the newborn c h i l d ; 

(2) f o r the placement w i t h the employee of a c h i l d f o r 
adoption or f o s t e r care; 

(3) t o care f o r the eraployee's spous.e, c h i l d or parent 
w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 
eraployee. 
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Such leave s h a l l be without pay.-- unless the employee 

deterraines t o s u b s t i t u t e accrued paid leave f o r which the 

eraployee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the eraployee's h e a l t h care coverage s h a l l be maintained 

and paid f o r by the Employer, as i f the eraployee was working and 

s e n i o r i t y s h a l l accrue. 

Any eraployee desiring to take leave under t h i s Section 

s h a l l provide reasonable advance notice to the Eraployer on a 

form provided by the Eraployer, which form s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no less than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide notice within 48 hours after the employee 

i s able to do so. Failure to provide the notice provided for in 

thi s Section s h a l l not affect the v a l i d i t y of the le'ave where 

the Employer has actual notice. Except as may be s p e c i f i c a l l y 

stated in t h i s Agreeraent, employees s h a l l take leave provided 

for as permitted by the provisions of the Faraily Medical Leave 

Act, including i t s rules and regulations. Eraployees s h a l l have 

a right to return to their regular assignraent and location. 

Section 10.6 Medical Leave 

(a) Non-probationary eraployees s h a l l be granted medical 

leaves of absence upon request. Said medical leaves of absence 

s h a l l be granted f o r up to three (3) months, provided said 

leaves s h a l l be renewable f o r l i k e three (3) raonth periods, f o r 

a t o t a l raedical leave of absence up t o one (1) year. The 

Eraployer may request s a t i s f a c t o r y proof of medical leaves of 

absence. Employees on raedical leaves of absence s h a l l r e t u r n t o 
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work proraptly a f t e r t h e i r doctor releases thera t o r e t u r n t o 

work. An employee on raedical leave of absence s h a l l be 

returned t o work upon the e x p i r a t i o n of his/her leave, provided 

the eraployee has complied w i t h the Employer's procedures which 

s h a l l be provided to the eraployee p r i o r t o the s t a r t of said 

leave. I f an eraployee i s granted an extension of his/her leave, 

he/she s h a l l be returned t o work upon the e x p i r a t i o n of the 

leaves's extension, provided the eraployee has complied w i t h the 

Employer's procedures. 

S e n i o r i t y s h a l l accumulate f o r employees on raedical leaves 

of absence f o r only up to one (1) year. A f t e r one (1) year, an 

employee on a raedical leave of absence s h a l l r e t a i n , but not 

accuraulate, s e n i o r i t y . 

Employees who return from said medical leaves of absence 

within one year s h a l l be reinstated to their former job ,subject 

to the layoff and r e c a l l provisions of t h i s Agreement. I f the 

eraployee returns to work after more than one (1) year on a 

raedical leave of absence, the eraployee s h a l l be returned to 

his/her forraer job i f i t i s open. I f not, the eraployee w i l l be 

placed on a l i s t for reinstatement. 

Section 10.7 Duty D i s a b i l i t y Leave 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Eraployer w i l l 

raail the i n i t i a l Duty D i s a b i l i t y payraent w i t h i n ten (10) working 

days upon r e c e i p t of v e r i f i e d a u t H o r i z a t i o n from the approving 

authori-ty. Contingent upon continued v e r i f i e d a u t h o r i z a t i o n , 

subsequent payment w i l l be made twice a month. I f duty 
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d i s a b i l i t y i s denied, and such d e n i a l i s l a t e r reversed, the 

employee s h a l l be paid up to. the date the amount the employee 

was e l i g i b l e t o receive, less any other d i s a b i l i t y payments 

received by the employee subject t o the sarae 'terras and 

conditions i d e n t i f i e d i n t h i s paragraph. Eraployees who r e t u r n 

frora said leaves s h a l l be r e i n s t a t e d to t h e i r forraer job 

c l a s s i f i c a t i o n , i f there i s a vacancy i n said c l a s s i f i c a t i o n or 

i f a p o s i t i o n i n said c l a s s i f i c a t i o n i s then occupied by an 

eraployee w i t h lower s e n i o r i t y . I f the eraployee's forraer job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the eraployee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreeraent. An employee granted duty 

d i s a b i l i t y leave s h a l l continue t o receive f u l l b e n e f i t s f o r any 

period he/she i s on said leave i n accordance w i t h current 

p r a c t i c e . 

Section 10.8 Union Leave 

, The Employer s h a l l grant request f o r leaves of absence f o r 

up to 2 employees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the International,-.,. State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

du r a t i o n of his/her appointment t o the Union, provided 

reasonable advance n o t i c e i n w r i t i n g i s given t o the employer. 

While on such leave to emiployee s h a l l not incur a break i n 
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continuous service. An eraployee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an eraployee. 

Eraployees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as eraployees who r e t u r n frora medical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during th e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

48 
2454989.4 



• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximvim amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of t h i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 Dis c i p l i n e and Discharge 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

appl i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more may be appealed t o a r b i t r a t i o n ' i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 
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suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure provisions herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any irapropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative to be present at any i n t e r r o g a t i o n s or 

hearing.s p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not coraraence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Eraployer does not have to wait an unreasonable tirae and the 

Employer does not have to have the i n t e r r o g a t i o n unduly delayed. 

An eraployee raay be discharged f o r j u s t cause before the 

Personnel , or Police Board hearing, provided t h a t said eraployee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i r a i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on 'the job,, i n s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given t h i r t y (30) days advance noti c e of 

discharge, and has seven (7) days from r e c e i p t of the n o t i c e to 

appeal. I f the employee does not f i l e an appeal w i t h i n the 

seven (7) day period, the Employer may then remove the employee 

frora the p a y r o l l . I f the employee appeals the discharge, the 

Personnel Board s h a l l be requested t o set a hearing date w i t h i n 

the t h i r t y (30) day n o t i c e period and the eraployee s h a l l reraain 
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on the p a y r o l l f o r the f u l l n o t i c e period, except i f p r i o r to 

corapletion of the t h i r t y (30) day n o t i c e period (1) the Hearing 

O f f i c e r a f f i r m s the discharge; or (2) the employee continues the 

discharge hearing; or (3) the employee withdraws his/her. appeal 

or otherwise engages i n conduct-., which delays the completion of 

the hearing. However, i n no event may the eraployee re q u i r e the 

Employer t o r e t a i n the eraployee on the p a y r o l l beyond the t h i r t y 

(30) day period. The Union s h a l l have the r i g h t t o have i t s 

representatives present at e i t h e r of the Board(s) or the 

grievance procedure, i n c l u d i n g a r b i t r a t i o n , and t o a c t i v e l y 

p a r t i c i p a t e . 

(c) The Eraployer w i t h i n i t s d i s c r e t i o n raay determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 

be adrainistered as soon as p r a c t i c a l a f t e r the Eraployer has had 

a reasonable o p p o r t u n i t y to f u l l y i n v e s t i g a t e the matter and 

conduct a raeeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d t o meet w i t h the employee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n eraergency s i t u a t i o n s . 

Deraotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be p a r t of an eraployee's d i s c i p l i n e . I n cases 

of o r a l warnings, the supervisor s h a l l inforra the eraployee t h a t 

he/she i s r e c e i v i n g an o r a l warning and the reasons t h e r e f o r e . 

For d i s c i p l i n e other than o r a l warnings, the employee's 
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iraraediate supervisor s h a l l raeet w i t h the eraployee and n o t i f y 

him/her of the accusations again.st the employee and give the 

eraployee an op p o r t u n i t y to answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the eraployee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

docuraents the employee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

reve r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer t o pay back pay t o the eraployee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

.the Union s h a l l be given, i n w r i t i n g , a stateraent of the. reasons 

t h e r e f o r e . The eraployee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, which s h a l l be placed i n the .eraployee's f i l e . The 

employee s h a l l have the r i g h t t o make a response i n w r i t i n g 

which s h a l l become pa r t of the employee's f i l e . 

Any record of d i s c i p l i n e raay be r e t a i n e d f o r a period of 

tirae not t o exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said eighteen (18) month period. I f an employee su c c e s s f u l l y 

appeals a d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t 

f a c t . I f the appeal f u l l y e.xonerates the employee, the Eraployer 

s h a l l not use- said record of the d i s c i p l i n e a c t i o n against the 

employee, or i n the case of promotions or t r a n s f e r s . 
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I n any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Manageraent, the Employer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 

t h i r t y (30) calendar days of the eraployer being made aware of 

the a lleged r u l e v i o l a t i o n . For the purposes of t h i s Section, 

the terra "non-egregious offense" s h a l l not include i n d i c t a b l e 

c r i m i n a l offenses, gross i n s u b o r d i n a t i o n , residency issues, or 

drug and alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be 

granted a p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y 

(30) days. : Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e 

p r o v i s i o n s h a l l be n u l l and void. 

In the event t h a t a discharged eraployee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police board i s 

reversed or reraanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the employee's reasonable attorney's fees 

which he or she has in c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The employee s h a l l subrait a post-appeal fee 

p e t i t i o n t o the Eraployer, which s h a l l be supported by f u l l 

docuraentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 

agree on the proper amount of the fees to be paid t o the 
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employee, e i t h e r p arty may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant provisions of t h i s Agreement. 

Section 11.2 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1. Within f i v e (5) working days a f t e r an employee 

receives w r i t t e n . n o t i c e of any proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not appealable t o the Personnel or Police Board, 

or i n the case of. a suspension between eleven (11) and 

t h i r t y (30) days which may be appealed t o a r b i t r a t i o n i n 

l i e u of the Police or Personnel Board upon the. w r i t t e n 

request of the eraployee and w r i t t e n approval of the Union, 

the Employer s h a l l conduct a meeting w i t h the Union and 

employee. D i s c i p l i n e s h a l l be administered as soon as 

possible a f t e r the Eraployer has had a reasonable 

o p p o r t u n i t y t o f u r t h e r i n v e s t i g a t e the raatter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 

meeting or f u r t h e r i n v e s t i g a t i o n , the eraployee raay request 

i n w r i t i n g to the departraent head f o r review of said 

d i s c i p l i n a r y a c t i o n on a form provided by the Employer. 

Said request f o r review s h a l l be i n w r i t i n g and submitted 

w i t h i n three (3) working days of r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review forra s h a l l be p r i n t e d on the 

back of or attached to the n o t i c e of d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e t o submit a 

w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n w i t h i n 
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three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the employee's r i g h t t o review. 

Step 2. Within three (3) working days or any rautually agreed 

upon extension a f t e r the departraent head or designee 

receives the employee's request f o r review, the department 

head or designee s h a l l conduct a raeeting t o review the 

suspension. F a i l u r e to conduct said raeeting i n three (3) 

days w i l l r e s u l t i n autoraatic advanceraent t o Step 3 and the 

Union s h a l l so n o t i f y the Employer. • At the meeting, the 

Department w i l l give the basis f o r i t s a c t i o n and the 

eraployee and Union r e p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the o p p o r t u n i t y t o ask questions. The 

departraent head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the meeting, except where' 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n is- required. 

The absence of such agreeraent or f a i l u r e t o decide and 

coraraunicate such decision w i l l r e s u l t i n autoraatic 

advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Eraployer. A copy of such decision s h a l l be sent t o the 

eraployee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the departraent head or 

designee and the employee and the Union re p r e s e n t a t i v e t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said meeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 raeeting, unless otherwise agreed by the 

p a r t i e s . The department head or designee s h a l l render a 
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written decision within two (2) working days of the second 

raeeting. A copy of such decision shall' be sent to the 

employee and the Union. I f the parties f a i l to meet within 

five (5) working days or a written decision i s not 

subraitted within two (2) working days, the appeal s h a l l 

automatically proceed to Step 4 and the Union s h a l l so 

notify the Employer. Except where otherwise indicated, the 

time li m i t s set forth herein are to encourage the prompt 

reviews of said d i s c i p l i n a r y action and f a i l u r e to coraply 

with these tirae l i r a i t s w i l l not affect the v a l i d i t y of the 

said d i s c i p l i n a r y action. This procedure s h a l l be the 

employee's exclusive remedy for a l l said d i s c i p l i n a r y 

action, including suspension for ten (10) days or less or 

for suspensions of eleven (11) days through t h i r t y (30) 

days which may be appealed to arbitration in l i e u of the 

Personnel or Police Board upon the written request of the 

employee and written approval of the Union. 

Step 4 . I f the raatter i s not settled at Steps 2 or 3, the 

Union raay subrait the matter to arbitration under the terms 

of t h i s Agreement. The rules governing procedure for 

arbitration s h a l l be the sarae as in 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r c a l l e d a 

grievance) between the Employer and the Union or any of the 

employees of the Employer i t represents, a r i s i n g out of the 
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circumstances or conditions of employraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the tirae l i r a i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said tirae l i r a i t a t i o n s are extended by w r i t t e n 

agreeraent of both p a r t i e s t o t h i s Agreement. 

Fa i l u r e of the Eraployer t o answer a grievance w i t h i n the 

time l i m i t s herein s h a l l perrait the Union t o advance the case t o 

the next step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Department Head- n o t i f y i n g 

him/her of advancement t o the next Step. 

Before a formal grieVance i s i n i t i a t e d , the employee may 

discuss the matter w i t h his/her iraraediate supervisor. I f the 

problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR 

A. The employee o.r the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by the Eraployer 

upon request, but i n the absence of such a form, 

employee or the Union may subrait the grievance i n 

l e t t e r forra, w i t h i n twelve working days of e i t h e r the 

eraployee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The eraployee or 
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the Union w i l l i n d i c a t e what Section and pa r t of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fa c t s underlying the grievance, and the requested 

reraedy, and submit the grievance t o the employee's 

immediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the union i n w r i t i n g of the decisio n . 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the employee s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g t o the Department 

Head or the Departraent Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

iraraediate supervisor. The narae of the Department Head 

designee s h a l l be posted f o r eraployees i n areas where 

eraployee notices are norraally posted and subraitted t o 

the Union. F a i l u r e to post and so n o t i f y the Union 

w i l l permit immediate advancement t o a r b i t r a t i o n 
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unless corrected w i t h i n two (2) working days of n o t i c e 

of f a i l u r e t o post. 

B. The Departraent Head or the Departraent Head's designee 

s h a l l raeet w i t h the Union's r e p r e s e n t a t i v e at l e a s t 

once each raonth to discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I raeeting w i l l be f o r the Departraent and the 

Union t o share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o amicably resolve as 

many grievances as possible. The Department Head or 

the Departraent Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y to resolve grievances during the 

Step I I raeeting. No grievances w i l l be discussed at 

more than one Step I I meeting, unless the C i t y and the 

Union rautually agree t h a t f u r t h e r raeeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construeci t o r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s to otherwise process 

and respond to grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Departraent Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 
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working days of the corapletion of the Step I I meeting. 

The response t o the grievance sha-11 s t a t e the 

Department's p o s i t i o n w i t h respect to the grievance 

together w i t h a b r i e f statement of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Eraployer, Union and the aggrieved eraployee or 

eraployees. Grievances raay be withdrawn without 

p r e j u d i c e at any step of the grievance procedure i f 

rautually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Employer raay request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days frora r e c e i p t of the 

Eraployer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s raore than one 

eraployee, i t may be presented by a s i n g l e selected 
I 

eraployee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be made app l i c a b l e t o a l l of the a f f e c t e d 

eraployees w i t h i n t h a t group. 
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G. Even though a grievance has been f i l e d , eraployees are 

ob l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

employee t h a t i t could cause death or serious p h y s i c a l 

harm. The Employer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the eraployee does not waive 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the raatter i s not s e t t l e d i n Step I I the Union or the 

Employer, but not an i n d i v i d u a l eraployee or eraployees, raay 

submit the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated r e p r e s e n t a t i v e from the 

Employer's operating departraent, w i t h copies of the request t o 

the designated law department r e p r e s e n t a t i v e and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually may 

agree, the Union s h a l l have the r i g h t t o convene a raeeting w i t h 

the Eraployer's designated representative i n an atterapt to 
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resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the raatter t o a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such meeting t o resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r p a r t y may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the ru l e s of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Eraployer and Union frora rautually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted must agree as a whole t o 

coraraenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s raust 

be by w r i t t e n consent of the Union and the Employer. The 

fai.lure of e i t h e r side to agree t o an extension of tirae s h a l l 

not be disclosed to the a r b i t r a t o r . A r b i t r a t o r s w i l l advise the 

p a r t i e s of t h e i r fees and expenses p r i o r to s e l e c t i o n and such 

fees and expenses s h a l l be borne equally between the Union and 
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the Eraployer. The a r b i t r a t o r s h a l l have the r i g h t t o subpoena 

witnesses and r e q u i r e the production of p e r t i n e n t documents at 

the request of e i t h e r p a r t y . Each p a r t y s h a l l be responsibie f o r 

compensating i t s own re p r e s e n t a t i v e and witnesses. The cost of 

a t r a n s c r i p t s h a l l be borne by the p a r t y requesting the r e p o r t e r 

unless the p a r t i e s agree t o share such costs. An a r b i t r a b l e 

matter must inv o l v e the meaning and a p p l i c a t i o n or 

i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s Agreeraent or a 

docuraent incorporated by reference t h e r e t o . The p r o v i s i o n s of 

t h i s Agreeraent and any other docuraent incorporated by reference 

i n t h i s Agreement s h a l l be the sole source of any r i g h t s which 

e i t h e r p a r t y may assert i n a r b i t r a t i o n . Questions of 

a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The a r b i t r a t o r 

s h a l l have no power t o amend, add t o , subtract from, or change 

the terms of t h i s Agreement, and s h a l l be authorized only t o 

i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreement and apply 

thera t o the s p e c i f i c f a c t s of the grievance or dispute. The 

decision of the a r b i t r a t o r s h a l l be based wholly on the evidence 

and arguments presented t o him by the p a r t i e s i n the presence of 

each other. No a r b i t r a t i o n hearing s h a l l be held unless both 

p a r t i e s are present. The decision of the a r b i t r a t o r s h a l l be 

f i n a l and binding on a l l p a r t i e s t o the dispute, i n c l u d i n g the 

employee or eraployees involved. Where tiraeliness i s i n dispute, 

i t s h a l l be decided by the ' a r b i t r a t o r . 
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A. ADVANCED GRIEVANCE STEP FILING i 

Certain issues which by nature are not capable of being 

s e t t l e d at a pr e l i r a i n a r y step of the grievance procedure or 

which would become raoot due t o the length of time necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the opt i o n 

of the grievant/Union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union may ,,request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and ru l e s issued pursuant t h e r e t o governing the 

dissemination of such raaterials. 

A Union re p r e s e n t a t i v e , a gr i e v a n t , and Union steward w i l l 

be perraitted a reasonable amount of time without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. 

The steward s h a l l n o t i f y his/her iraraediate supervisor f o r 

permission t o handle grievances on work time, i t being 
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understood t h a t the operation of the Departraent takes precedence 

unless there i s an eraergency, but such permission s h a l l not be 

denied unreasonably. A reasonable number of eraployees raay 

attend the meeting without .loss of pay; such meetings s h a l l be 

set by rautual agreeraent by the Eraployer and the Union. Where 

the Eraployer d i r e c t s an eraployee t o re p o r t f o r a raeeting 

concerning a grievance at a tirae when the eraployee i s not 

scheduled t o work such tirae s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Eraployer, upon request of 

the Union r e p r e s e n t a t i v e , s h a l l provide the use of a roora and 

telephone, t o discuss the grievance, subject t o the Eraployer's 

reasonable ru l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Eraployer and the Union may mutually agree t o submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually select an a r b i t r a t o r 

frora a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible frora the date the p a r t i e s agreed t o submit the 

grievance to expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n d ecision w i t h i n twenty (20) days of the 
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date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law department and 

counsel for the Coalition Unions shall meet at least quarterly, 

or more frequently as necessary, in order to discuss the 

scheduling of specific cases for available hearing dates. At 

these meetings, the parties shall designate at least one pre-

established hearing date per month for the arbitration of 

grievances '. 

Section 11.4 Conduct of Disc i p l i n a r y Investigations 

Suppleraenting a l l r i g h t s and processes due eraployees 

covered by t h i s Agreeraent who raay be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

int e r v i e w w i l l be conducted i n the f o l l o w i n g raanner: 

A. The i n t e r v i e w of the eraployee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the employee i s on duty, or i f 

f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the employee's l o c a t i o n of assignment, normal 

departraent l o c a t i o n or other appropriate l o c a t i o n . 

C. Pr i o r to an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be inforraed of the person i n charge of the 

i n v e s t i g a t i o n , the i d e n t i t y of the i n t e r v i e w e r and a l l persons 

present during the i n t e r v i e w . When a formal statement i s being 
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taken, a l l questions d i r e c t e d t o the employee s h a l l be asked by 

and through one i n t e r v i e w e r at a time. 

D. The length of i n t e r v i e w sessions w i l l be reasonable, 

w i t h reasonable i n t e r r u p t i o n s permitted f o r personal 

n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be inforraed of the nature of the matters t o be discussed. 

F. An eraployee urider i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y a c t i o n , or 

promised a reward, as an inducement t o provide i n f o r m a t i o n 

r e l a t i n g to the matter under i n v e s t i g a t i o n , or f o r e x e r c i s i n g 

any r i g h t s contained i n t h i s Agreeraent, provided, however, t h a t 

t h i s Section s h a l l not p r o h i b i t or prevent an accurate reading 

of the employee's a d m i n i s t r a t i v e r i g h t s , or the i m p o s i t i o n of 

d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n stateraent 

the employee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the employee, 

said eraployee w i l l be given the s t a t u t o r y a d m i n i s t r a t i v e 

proceedings r i g h t s p r i o r t o the coraraenceraent of the i n t e r v i e w . 

(2) I f the a l l e g a t i o n i n d i c a t e s t h a t c r i m i n a l prosecution may be 

probable against said eraployee, the pr o v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said employee w i l l be afforded h i s 

c o n s t i t u t i o n a l r i g h t s concerning s e l f - i n c r i m i n a t i o n p r i o r t o the 

comraenceraent of the i n t e r v i e w . An eraployee w i l l not be read 
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his/her a d r a i n i s t r a t i v e and Miranda r i g h t s during the sarae 

i n t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

eraployee who raay be subject t o d i s c i p l i n e s h a l l have the r i g h t 

to be represented i n the i n t e r v i e w by a r e p r e s e n t a t i v e of the 

Union. The eraployee s h a l l be t o l d t h a t he/she has the r i g h t t o 

Union representation before coramenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e presentation can be 

obtained, provided the suspension .is not f o r an unreasonable 

time and the Employer does not have the i n t e r v i e w unduly 

delayed. 

J. The- Eraployer s h a l l not corapel an employee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o the questioned 

by any non-governmental agency r e l a t i n g t o any raatter or issue 

under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an eraployee i n any fcrura adverse t o the employee's 

i n t e r e s t s . The Employer w i l l not r e q u i r e a polygraph 

exaraination i f i t i s i l l e g a l t o do so. • I f an employee i s asked 

to take a polygraph examination, he/she w i l l be advised i n 

w r i t i n g 24 hours p r i o r t o the a d m i n i s t r a t i o n of the examination. 

The r e s u l t s of any polygraph examination s h a l l be known t o the 

employee w i t h i n one week. 

L. This Section s h a l l not apply to employee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e to the media during the course of an 

i n v e s t i g a t i o n u n t i l charges are f i l e d by the Employer and the 
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eraployee has the op p o r t u n i t y t o respond t h e r e t o . I f the 

eraployee i s exonerated a f t e r the C i t y i n i t i a l l y informed the 

media of the charges against the employee, the C i t y w i l l raake 

t h a t f a c t a v a i l a b l e t o the raedia where the eraployee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s Section s h a l l 

be heard i n connection w i t h , and i n the same forum as, 

grievances which p r o t e s t said d i s c i p l i n a r y a c t i o n , except as 

provided i n paragraph 0(2) below. I f no d i s c i p l i n a r y a c t i o n i s 

brought against the employee f o l l o w i n g the conclusion of the 

Inspector General's, i n v e s t i g a t i o n , no grievance concerning the 

conduct of the i n v e s t i g a t i o n s h a l l e x i s t . 

0.(1) Any evidence or i n f o r m a t i o n i n c l u d i n g employee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enuraerated i n t h i s Section, s h a l l be suppressed and s h a l l not be 

used by the Eraployer f o r any d i s c i p l i n a r y a c t i o n against the 

employee, or i n the case of proraotions or t r a n s f e r s . 

(2) (a) Notwithstanding the p r o v i s i o n s of paragraph N 

above, at the option of the Union, a claira t h a t the Inspector 

General has v i o l a t e d the pro v i s i o n s of t h i s Section raay be 

raised i n a suppression hearing before a member of the perraanent 

hearing panel l i s t e d herein, r a t h e r than i n the d i s c i p l i n a r y 

hearing as required i n paragraph N above. 

(2) (b) (1) The Union raay exercise t h i s option by n o t i f y i n g 

the eraployee's Department Head and the Employer's Law Department 

i n w r i t i n g not l a t e r than ten (10) calendar days before an 

a r b i t r a t i o n or the Personnel or Police Board hearing, i n 
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accordance w i t h the foregoing p r o v i s i o n s of t h i s Agreement. The 

appeal s h a l l specify the p a r t i c u l a r c ontract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l sumraary of the 

conduct alleged t o have v i o l a t e d the Agreement. I t i s understood 

t h a t by e x e r c i s i n g t h i s o p t i o n , any and a l l time l i m i t s set 

f o r t h i n Chapter 2-74-060 of the Municipal Code of the C i t y of 

Chicago regarding the Personnel Board hearing s h a l l be t o l l e d 

u n t i l the a r b i t r a t o r renders a decision as provided below. 

(2) (b) (2) Upon r e c e i p t of said n o t i c e , the p a r t i e s w i l l 

s e lect i n order of r o t a t i o n one of the three permanent hearing 

panel raerabers who are chosen as f o l l o w s . To be e l i g i b l e f o r 

service on t h i s panel, raembers raust be w i l l i n g t o convene a 

suppression hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e 

of his or her s e l e c t i o n . To s e l e c t the i n i t i a l panel, or should 

any raeraber of the panel resign or be removed upon mutual 

agreeraent of the p a r t i e s during the l i f e of t h i s Agreement, the 

p a r t i e s w i l l meet t o reach agreeraent on new panel member who 

must be an a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, the 

Eraployer w i l l request a panel of seven (7) a r b i t r a t o r s from 

FMCS, a l l of whom must be raerabers of the National Acaderay of 

A r b i t r a t o r s . Thereafter, the p a r t i e s w i l l meet t o s t r i k e naraes 

from the l i s t , w i t h the Employer s t r i k i n g f i r s t , u n t i l one name 

remains, which person s h a l l be naraed t o the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of 'the panel member, 

or at such other time as the p a r t i e s may mutually agree. The 
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a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l be l i r a i t e d t o determining i f the 

Inspector General obtained evidence or statements i n v i o l a t i o n 

of paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o r u l e on 

the merits of any underlying d i s c i p l i n e or take any other a c t i o n 

beyond t h a t s p e c i f i c a l l y set f o r t h i n t h i s subparagraph. 

2 (d) The panel raeraber s h a l l render an expedited decision 

which s h a l l be f i n a l and binding upon the p a r t i e s . I t s h a l l not 

be subject to c o l l a t e r a l a t t a c k i n any f u r t h e r d i s c i p l i n a r y 

proceeding i n v o l v i n g the eraployee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General w i l l be 

conducted at a p o l i c e s t a t i o n or other c o r r e c t i o n a l f a c i l i t y 

unless the eraployee works at the p o l i c e s t a t i o n or c o r r e c t i o n a l 

f a c i l i t y , or i f the employee has been incarcerated f o r more than' 

72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 

The Union agrees that during the l i f e of this Agreement, 

there s h a l l be no s t r i k e s (including, but not liraited to 

sympathy s t r i k e s and s t r i k e s to protect union or third party 

conduct), work stoppages, slowdowns, picketing, delays of work 

of any kind. 

Section 12.2 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s to 

prevent any acts forbidden i n t h i s A r t i c l e and that i n the event 
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any such acts take place or are engaged i n by any employee or 

group of eraployees i n the Union's bargaining u n i t , the Union 

f u r t h e r agrees i t w i l l use i t s best e f f o r t s t o cause an 

immediate cessation thereof. I f the Union immediately takes a l l 

necessary steps i n good f a i t h t o end any stoppages, s t r i k e s , 

p i c k e t i n g , i n t e n t i o n a l slowdown or suspension of work, 

i n c l u d i n g : 

(a) p u b l i c l y d i s c l a i r a i n g such a c t i o n as not c a l l e d or 

sanctioned by the Union and 

(b) posting notices i n conspicuous places which n o t i f y 

involved eraployees t h a t the a c t i o n was not c a l l e d or 

sanctioned by the Union, i n a d d i t i o n t o i n s t r u c t i n g 

eraployees to iraraediately cease such a c t i v i t y , fhe 

Eraployer agrees t h a t i t w i l l not b r i n g a c t i o n against 

the Union t o e s t a b l i s h r e s p o n s i b i l i t y f o r such 

unauthorized conduct.. 

Section 12.3 

The Eraployer raay terrainate the employraent of or o therwise 

d i s c i p l i n e any eraployee or eraployees who have been found to have 

engaged i n any ac t forbidden i n t h i s A r t i c l e . 

S e c t i o n 12.4 

The Eraployer w i l l n o t l o c k o u t b a r g a i n i n g u n i t eraployees 

d u r i n g t h e t e r m o f t h i s Agreement . 
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ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

frora the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a serai-raonthly basis to the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o the Employer and the Union during 

the f i f t e e n (15) day period p r i o r , t o the e x p i r a t i o n of t h i s 

Agreeraent. The Union s h a l l inderanify, defend and hold the 

Eraployer harmless against any and a l l clairas, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other.costs, t h a t s h a l l a r i s e out of, or by reason of 

ac t i o n taken or not taken by the Eraployer f o r Sections 13.1, 

13.2, 13.3, 13.4 of t h i s A r t i c l e , or by r e l i a n c e on any l i s t , 

n o t i c e , c e r t i f i c a t i o n or assignment furnished under any of such 

p r o v i s i o n or i n r e l i a n c e upon employee p a y r o l l deduction 

a u t h o r i z a t i o n cards submitted by the Union t o the Eraployer. 

The Employer s h a l l provide t o the Union w i t h i n t h i r t y (30) 

days name, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new eraployee h i r e d i n t o the Union's bargaining u n i t . 

The City and the Coalition Unions w i l l create a committee 

to review and explore the f e a s i b i l i t y of using electronic 

records and/or electronic signatures consistent with state and 

federal law which allows the City and the Union to use 

73 
2454989.4 



e l e c t r o n i c a u t h o r i z a t i o n t o v e r i f y union membership and/or 

authorize v o l u n t a r y deduction of Union dues and fees from wages 

or payments f o r remittance t o the Union. 

Section 13.2 , 

I t i s f u r t h e r agreed t h a t t h i r t y (30) days a f t e r the l a t e r 

of the execution of the Agreement or the employee's date of 

h i r e , the Employer s h a l l deduct from the earnings of erapl.oyees 

who are not members of the Union, a monthly amount as c e r t i f i e d 

by the Union and s h a l l remit such deductions t o the Union at the 

sarae time t h a t the dues check-off i s r e m i t t e d . I t i s understood 

t h a t the araount of deductions frora said non-raeraber bargaining 

u n i t employees w i l l not exceed the regular monthly union dues 

and represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract a d r a i n i s t r a t i o n and pursuing raatters 

a f f e c t i n g wages, hours and other conditions of eraployraent. 

Section 13.3 

Nothing in this Agreeraent s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor -Relations Act in 

protecting the rights of non-association of eraployees based upon 

the bona ficie religious tenets or teachings of a Church or other 

religious body of which such eraployees are raerabers. 

Section 13.4 

Each eraployee who on the e f f e c t i v e date of t h i s Agreement 

i s a member of the Union, and each employee who becoraes a raeraber 
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a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employraent, maintain 

his/her raembership i n the Union during the terra of t h i s 

Agreement. 

Any present employee who i s not a raeraber of the Union 

s h a l l , as a c o n d i t i o n of eraployraent, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and con t r a c t a d r a i n i s t r a t i o n . 

A l l employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not made a p p l i c a t i o n f o r raerabership s h a l l 

be required, t h i r t y (30) days a f t e r the l a t e r of the execution 

of t h i s Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the 

cost of the c o l l e c t i v e bargaining process and c o n t r a c t i o n 

a d m i n i s t r a t i o n and pursuing raatters a f f e c t i n g wages, hours and 

other conditions of employraent. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Acting i n a Higher Rated Job 

An eraployee who i s asked t o perforra and does perforra 

s u b s t a n t i a l l y a l l the duties of higher r a t e d job c l a s s i f i c a t i o n 

t o the s a t i s f a c t i o n of the Eraployer f o r more than f i v e (5) days 

s h a l l be paid at the higher r a t e and/or attend i n - s e r v i c e 

meetings intended f o r the c l a s s i f i c a t i o n . 

The time l i m i t s f o r such i n d i v i d u a l assignments to higher-

rated jobs s h a l l be ni n e t y (90) days, except where a regular 

incurabent i s on leave of absence, i n which case the time l i m i t 

s h a l l 'be s i x (6) months. The time l i m i t s may be extended by 

mutual agreement of the p a r t i e s . To the extent the Eraployer 
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continues to require the performance of the duties of the 

higher-rated job beyond the time l i m i t s set f o r t h herein, the 

assignment s h a l l be t r e a t e d as an "Employer-determined vacancy" 

w i t h i n the meaning of A r t i c l e 8 of t h i s Agreement, and s h a l l be 

subject t o the applicable posting and bidding p r o v i s i o n s of t h a t 

Section. 

Section 14.2 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Eraployer raakes any s u b s t a n t i a l change i n job 

du t i e s , i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Eraployer changes a job t i t l e without 

s u b s t a n t i a l l y changing the d u t i e s of the job, the Union w i l l 

r e t a i n i t s e x i s t i n g j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not assign bargaining u n i t work to the 

j u r i s d i c t i o n of another bargain u n i t , without agreement of the 

Unions involved. 

Section 14.3 Traditional Work 

Any work which has been t r a d i t i o n a l l y perforraed by 

employees who are represented by the Union s h a l l continue t o be 

performed by said employees, except where non-unit employees 

have i n the past performed u n i t work, or i n eraergencies, t o 

t r a i n or i n s t r u c t employees, t o do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , t o do tr o u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where employees 

do not report to work because of vacations, or other absences or 

tardiness, or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be occupied w i t h 
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assigned d u t i e s , or to coraplete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not perforra 

the work of said employees.. For example, i f a Bridge Operator 

i s on vacation, an e l e c t r i c i a n s h a l l not be assigned as a 

replacement Bridge Operator. The Eraployer s h a l l not a r b i t r a r i l y 

extend the period of any emergency beyond the need f o r t h a t 

emergency. 

Notwithstanding the foregoing, i t i s understood that i t 

s h a l l not be a violation of th i s Agreeraent i f the following 

functions are perforraed by raerabers of management, regardless of 

whether they are also performed by the bargaining unit: (a) crew 

assignraent and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipraent and raaterials frora vendors. Nothing 

herein s h a l l deprive raembers of the bargaining unit of the right 

to perform h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit employee for the purpose of 

replacing that person with a meraber of raanageraent. 

Section 14.4 J u r i s d i c t i o n a l Disputes 

In the event t h a t - t h e Union f i l e s a grievance clairaing t h a t 

the Employer has v i o l a t e d the terras of t h i s Agreement by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Employer receives a grievance from another 

union p r o t e s t i n g the assignment of work to employees covered 

under t h i s Agreement, the Eraployer s h a l l serve w r i t t e n n o t i c e 

to the Union, and on the other a f f e c t e d union ( s ) , of the 

e.xistence of said dispute. This n o t i c e s h a l l describe the 

nature of the work i n dispute. 
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In the event t h i s dispute reraains unresolved and i s 

subraitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Eraployer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound to the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claira against the Eraployer t h a t 

the reassignraent of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t to p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreeraent, 

thereby r e q u i r i n g the Eraployer to comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as to which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Eraployer s h a l l have the r i g h t to invoke a r b i t r a t i o n of 

the dispute under the p r o visions of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreeraent, except t h a t the Union and the other a f f e c t e d union (s) 

s h a l l select the a r b i t r a t o r . The Eraployer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s to t h a t proceeding, and 
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s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work a'ssignraen't 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y to decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d r a i n i s t r a t i v e 

fcrura. 

Nothing herein s h a l l preclude a l l parties to the dispute 

frora voluntarily resolving i t at any tirae. 

Section 14.5 Rules of Conduct Changes 

When the Eraployer proposed t o i n i t i a t e reasonable changes 

or a d d i t i o n s to i t s r u l e s of conduct, which could subject 

Eraployees t o d i s c i p l i n e , the Eraployer s h a l l transrait four (4) 

copies of the proposed changes or a d d i t i o n s t o the Union. The 

Union w i l l consider the proposals, and upon request, the 

Eraployer w i l l meet w i t h the Union w i t h i n twenty (20) calendar 

days of the r e c e i p t of the proposals t o receive the Union's 

comraents. Absent an emergency, the Employer w i l l not implement 

i t s proposed changes or a d d i t i o n s u n t i l the Union has had a 
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reasonable opportunity to present i t s views and discuss the 

proposals with the Eraployer. No such changes or additions s h a l l 

be implemented without prior publicat.ion and notice to the 

affected Eraployee. 

Section 14.6 Safety 

(A) The Employer s h a l l continue i t s e f f o r t s t o provide f o r 

a safe working environment f o r i t s employees as i s l e g a l l y 

required by f e d e r a l and st a t e laws. 

(B) The Employer s h a l l be responsible f o r and hold 

employees harmless f o r pay and monies or damages which may be 

adjudged, assessed or otherwise l e v i e d against any employee 

covered by t h i s Agreement, subject t o the conditions set f o r t h 

i n Section 14.6(E) and 14.6(F). 

(C) Employees s h a l l have l e g a l r epresentation by the 

Eraployer i n any c i v i l cause of a c t i o n brought against an 

employee so long as the employee i s a c t i n g w i t h i n the scope of 

his employment. 

(D) Eraployees s h a l l be required t o cooperate w i t h the 

Employer during the course of the i n v e s t i g a t i o n , a d r a i n i s t r a t i o n 

or l i t i g a t i o n of any claira a r i s i n g under t h i s Section. 

(E) The Employer w i l l provide the p r o t e c t i o n set f o r t h i n 

14.6(B) and 14.6(C) above provided t h a t the employee i s a c t i n g 

w i t h i n the scope of his/her eraployraent and where the eraployee 

cooperates, as defined i n 14.6(D), and the C i t y of Chicago i n 

defense of the ac t i o n or actions or clairas. 

(F) Any o b l i g a t i o n of the Eraployer t o inderanify emiployees 

f o r p u n i t i v e damages assessed, adjudged or otherwise l e v i e d 
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s h a l l be based upon City ordinances and/or State statues 

providing for such indemnification. 

Section 14.7 Information to Union 

The Employer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimum, the following information: 

Payroll Period 

Payroll Nximber 

Employee Nvimber 

Name 

T i t l e Code 

Overtime dollar amount per pay period 

Gross pay per pay period 

Contact information ( i . e . , address, phone, email, i f 

available) 

Date of hire and continuous service date 

Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the safety and s e c u r i t y of the infornnation the C i t y w i l l 

make a secured f i l e t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the 

Union t o receive the i n f o r m a t i o n . 
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e n — a — r a o n t h l y — b a s i s — a — b a r g a i n i n g — u n i t — r e p o r t — e ^ — c u r r e n t — a c t i v e 

employees,—fehe—list—fee—include—cmployoc—name,—address,—social 

s e c u r i t y — n u r a b c r , — t i t l e , — p e y — s c h e d u l e , — g r a d e , — c u r r e n t — p a y — r a t e , 

s t a t u s , — c o n t i n u o u o — s e r v i c e — d a t e , — t i r a e — i n — t i t l e , — d a t e — e f ^ — b i r t h , 

raco and sex. 

¥he—Eraployer—shall—also—provide—fee—fe4^e—Union—en—a—monthly 

b a o i o — a b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — e f — c u r r e n t — a c t i v e 

e m p l o y e e s — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R e t iroraonto; Carocr 

Service Reoignationo; Career Service Diochargoo; Non-Career 

Service Terrainations; Loaves ef Absence; Suspensions; 

Reinstatoracnto;—Reappointracnto;—Transfers—(change—ef—departraent 

end change ef p a y r o l l ) ; Appointracnto (which also includes 

proraotions and dcmotiono);—and Deaths. 

Each—raonth—-the—Eraployor—will—provido—fee— t h e—Union— t h e 

current—raonth ' o—bargaining—unit—activity—report—and—fehe—updated 

report—frora the previous raonth. 

Section 14.8 Employer's Meetings 

Any time an employee spends i n any meeting under the 

d i r e c t i o n of the Eraployer s h a l l be considered as hours worked 

under t h i s Agreeraent. 

Section 14.9 Automobile Reimbursement 

Employees who are required by the Eraployer t o use t h e i r own 

autoraobiles i n the performance ' of t h e i r job s h a l l receive 

mileage reimbursement at.,'' the then e f f e c t i v e r a t e recogn.-i zed by 
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the I n t e r n a l Revenue Service, w i t h a maximum of $250 per month. 

On the e f f e c t i v e date of t h i s Agreeraent, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maximum reimbursement w i l l 

increase t o $350.00 per month. E f f e c t i v e February 1, 2008, the 

raaxiraum reiraburseraent w i l l increase t o $450.00 per raonth. 

E f f e c t i v e February 1, 2009, the raaxiraura reiraburseraent w i l l 

increase t o $550.00 per raonth. Thereafter, the raaximum 

reiraburseraent w i l l increase e f f e c t i v e , each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Eraployees seeking, raileage reiraburseraent 

must submit t h a t request on a forra provided by the Employer. 

Payment f o r mileage expenses w i l l be made on a monthly basis. I n 

the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l implement f o r any group of eraployees an automobile expense 

reimbursement program which i s raore favorable t o eraployees than 

the p rovisions of t h i s paragraph, upon n o t i c e from the Union, 

the Employer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program t o eraployees 

covered by t h i s Agreeraent. 

Upon request by e i t h e r p a r t y made no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l meet t o discuss any proposed 

changes to t h i s Section 14.9. 
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Section 14.10 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded t o a l l employees of the Employer without change during 

the terra of t h i s Agreement. 

The Employer w i l l make contributions, on a dol l a r - f o r -

dollar basis, under a 401(a) Plan (or any similar successor Plan 

agreed to by the Coalition Unions) up to the maximvim t o t a l 

amounts per year shown below based on amounts deferred by each 

employee in those same years to that employee's 457 Plan, as 

follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions at l e a s t semi-annually, of the 

tot a l contributions i t has made. 

ARTICLE 15 
LAYOFFS AND RECALL 

Section 15.1 

When there i s an impending l a y o f f w i t h respect t o any 

employee i n the bargaining u n i t , the Employer s h a l l n o t i f y the 

af f e c t e d Union and employees t o be l a i d o f f no l a t e r than 

fourteen (14) days p r i o r t o such l a y o f f , except where l a y o f f s 

r e s u l t from a sudden emergency beyond the c o n t r o l of the 

ad m i n i s t r a t i o n of the Eraployer and/or as a r e s u l t of the C i t y 
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Council, such notice s h a l l be given to the Union and the 

eraployees as soon as the eraployer has knowledge thereof. The 

Employer w i l l provide the Union the naraes of a l l employees to be 

l a i d off prior to the layoff. Probationary eraployees s h a l l be 

l a i d off f i r s t , the eraployees s h a l l be l a i d off in accordance 

with their c l a s s i f i c a t i o n seniority, provided the employees 

remaining have the a b i l i t y to perforra the job needed to the 

sa t i s f a c t i o n of the Employer. 

Section 15.2 Hiring During Layoffs 

No new eraployees raay be hired to perforra duties normally 

performed by a l a i d off employee while employees are l a i d off. " 

Section 15.3 Layoffs and Recall 

The l e a s t senior employee i n the a f f e c t e d job 

c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t , provided the employees 

has the a b i l i t y , q u a l i f i c a t i o n s t o perform the required work, 

and the eraployee's job perforraance are equal among the other 

employees i n the job i n the departraent, and f u r t h e r provided, 

the l a y o f f does not have a negative e f f e c t on the Eraployer's 

e f f o r t t o ensure equal eraployraent o p p o r t u n i t i e s . " S e n i o r i t y " 

s h a l l raean, f o r purposes of t h i s Section, the eraployee's service 

i n the job t i t l e ( t i r a e - i n - t i t l e ) . 

A l a i d - o f f employee raay displace (burap) the l e a s t senior 

employee, i f any, i n the raost recent lower job t i t l e the 

eraployee t o be l a i d o f f has held i n the department provided the 

eraployee t o be l a i d o f f has the then present a b i l i t y to perforra 

the job t o the Eraployer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 
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Eraployees s h a l l be r e c a l l e d i n the reverse order they were l a i d 

o f f , subject t o the sarae p r o v i s i o n s . , 

Employees s h a l l r e t a i n and accumulate s e n i o r i t y and 

continuous service while on l a y o f f . 

ARTICLE 16 
CONTINUOUS SERVICE 

Section 16.1 

Continuous service raeans continuous paid employment frora 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployraent. In a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 
l a y o f f of t h i r t y (30) days or le s s ; or 

2 An absence where the employee i s adjudged e l i g i b l e f o r 
duty d i s a b i l i t y corapensation. 

Section 16.2 Interruption i n Service 

Eraployees ••who work a rainiraura of e i g h t y (80) hours per raonth 

s h a l l be c r e d i t e d w i t h continuous service f o r the tirae worked. 

Continuous service c r e d i t w i l l not be earned f o r : 

(1) absences without leave f o r more than t h i r t y (30) days 

(2) absences due to suspension 

(3) unpaid leaves of absence f o r more than t h i r t y (30) 

days or unless employees are allowed t o accuraulate 

s e n i o r i t y under t h i s Agreement. 
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Moreover, personnel v;ho are paid by voucher s h a l l receive 

no c r e d i t f o r continuous service f o r the p e r i o d they are paid by 

voucher. 

Section 16.3 Reciprocity 

Employees hired prior to February 13, 1986 who have 

rendered service to the County of Cook, the Chicago Park 

D i s t r i c t , the Forest Preserve D i s t r i c t , the Chicago Housing 

Authority, the Metropolitan Sanitary D i s t r i c t of Greater 

Chicago, the State of I l l i n o i s , the Chicago Board of Education, 

City Colleges of Chicago, Coraraunity College D i s t r i c t 508, the 

Chicago Transit Authority, Public Building Coraraission of 

Chicago', the Chicago Urban Transportation D i s t r i c t and the 

Regional Transportation Authority s h a l l have the period of such 

services credited and counted for the purpose of advanceraent 

within longevity salary schedules. However, employees hired 

after February 13, 1986 who render service for any other 

employer as stated above s h a l l have the right to have the period 

of such service credited and counted for the purpose of 

advanceraent within longevity salary schedules provided a 

raajority of other employees of the Employer receive such credit. 

Section 16.4 Break i n Service 

Notwithstanding the p r o v i s i o n s of any ordinance or r u l e t o 

the contrary, continuous service of an employee i s broken, the 

employment r e l a t i o n s h i p i s terrainated, and the employee s h a l l 

have no r i g h t to be r e h i r e d , i f the employee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 
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days without notifying . the employee authorized Employer 

representative unless the circumstances preclude the eraployee, 

or someone on his behalf, from giving such notice, does not 

actively work for the Eraployer for twelve (12) months (except 

for approved raedical leaves of absence and duty d i s a b i l i t y 

leaves), or i s on layoff for raore than twelve (12) consecutive 

months i f the employee has less than five (5) years of service 

at the tirae of the layoff, or i s on layoff for raore than two (2) 

years i f the eraployee has five (5) or raore years of service at 

the tirae of the layoff. 

Section 16.5 Probationary Employment 

New employees, h i r e d a f t e r r a t i f i c a t i o n o f t h i s Agreement, 

w i l l be regarded as probationary employees f o r the f i r s t -ei-x—(-&f 

twelve (12) raonths of t h e i r eraployment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary employees continuing i n the service of the 

Eraployer a f t e r s-irx (-^ twelve (12) raonths s h a l l be career 

service eraployees and s h a l l have their seniority date raade 

retroactive to the date of their original hiring. Probationary 

eraployees raay be disciplined or discharged as exclusively 

deterrained by the Eraployer and such Employer action s h a l l not be 

subject to the grievance procedures, provided that, (1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 
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employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Employer, within i t s discretion, rehires a former 

employee who did not coraplete his/her probationary period within 

one year from the employee's terraination, and said former 

eraployee had served 90 days or raore of his/her probationary 

period, a l l tirae previously served in the probationary period 

s h a l l be counted for purposes of deterraining when the said 

eraployee corapletes his/her probationary period. A probationary 

eraployee who has served 90 days or raore of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for eraployraent in the same job t i t l e in the 

departraent frora which he/she was l a i d off, so long as he/she 

does not refuse an offer of employraent, and does not suffer a 

break in service under Section 8.4 of t h i s Agreeraent. Seasonal 

employees who have worked without a break i n service or who have 

worked more than twelve (12) consecutive months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 
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days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary eraployees s h a l l be compensated at the 

sarae rate as career service eraployees. 

ARTICLE 17 
SEPARABILITY 

Section 17.1 

In the event any ef—fehe p r o v i s i o n e of t h i s Agreeraent s h a l l 

be or become i n v a l i d or unenforceable by reason of any f i n a l and 

b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such 

i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the remainder of 

the p rovisions hereof, which s h a l l remain i n f u l l f o r c e and 

e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n s h a l l be svibject 

t o r e - n e g o t i a t i o n by the P a r t i e s w i t h i n a reasonable p e r i o d o f 

time . T^=^e—parties—agree—fee—race t — a n d — a d o p t — r e v i s e d — p r o v i s i o n s 

which would be—in conforraity v j i t h the—law . 
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ARTICLE 18 
UNION REPRESENTATION 

Section 18.1 Union Stewards 

The Union w i l l advise the Eraployer i n w r i t i n g , of the naraes 

of the Stewards i n each departraent or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Eraployer promptly of any changes. 

Stewards w i l l be permitted t o handle and process grievances 

r e f e r r e d by employees at the appropriate steps of the grievance 

procedure during normal hours, without the -"loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of tirae, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r immediate supervisors i n advance of t h e i r i n t e n t i o n 

t o handle and process grievances. Supervisors may not 

unreasonably w i t h h o l d perraission t o the stewards to engage i r i 

such a c t i v i t i e s . 

Eraployees a c t i n g as Union Stewards s h a l l not be 

dis c r i m i n a t e d against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departraents because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union stewards frora t h e i r 

job c l a s s i f i c a t i o n s or departments, other than i n an emergency, 

w i l l be discussed w i t h the Union, i n advance of any such 

t r a n s f e r s . 

Section 18.2 Union Rights 

The Union s h a l l have the r i g h t and r e s p o n s i b i l i t y t o 

represent the i n t e r e s t s of a l l eraployees i n the Unit, to present 

91 
2454989.4 



i t s views t o the C i t y on raatters of concern, e i t h e r o r a l l y or i n 

w r i t i n g , and t o consult and be consulted w i t h , i n respect t o the 

form u l a t i o n , development and iraplementation of p o l i c i e s and 

programs a f f e c t i n g working c o n d i t i o n s . 

Section 18.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal working hours, t o enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing c o n d i t i o n s under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l tiraes be conducted i n a 

raanner so as not t o i n t e r f e r e w i t h norraal operations. The 

Employer may be able t o change or set rul e s of access, provided 

t h a t any change i n -current p r a c t i c e s must be reasonable and 

subject to the grievance procedure. 

ARTICLE 19 
SUBCONTRACTING 

The Eraployer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or employer who 

i s not i n compliance w i t h the area standards established under 

and pursuant to the formula used by the United States Departraent 

of Labor i n administering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r to i t s e f f e c t i v e date. The 

notic e s h a l l be i n w r i t i n g and s h a l l contain the narae and 
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address of the p a r t y who w i l l perform the work, a d e s c r i p t i o n of 

the work to be performed and any other relevant data t o enable 

the Union t o deterraine corapliance w i t h t h i s Section. I n the 

event such p a r t y i s deterrained not t o be i n compliance w i t h the 

said area standards, the Employer s h a l l w i t h h o l d payouts and 

s h a l l not contract or subcontract, f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Eraployer receive a w r i t t e n and 

enforceable assurance of compliance. 

In • the event t h a t the Employer determines t o subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

perraanent jobs which the Eraployer has declared t o be vacant i n 

the a f f e c t e d Departraent, or other departraents, as the case raay 

be, i n t h a t order, provided the l a i d o f f eraployees have the then 

present a b i l i t y t o perforra the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n to allow hira or her t o perforra 

the work. 

Pr i o r t o sub-contracting of bargaining u n i t work, the 

Eraployer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the employment of eraployees subject t o l a y o f f . During 

t h a t raeeting the Eraployer w i l l request and urge t h a t the sub

contractor h i r e l a i d o f f eraployees. 
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ARTICLE 20 
DRUG AND ALCOHOL PROGRAM 

Section 20.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l raission i s t o provide 

services to i t s c i t i z e n s i n a safe and econoraic manner. The 

p a r t i e s t o t h i s Agreeraent recognize t h a t drug and'alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on t'he health and 

safety of eraployees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y and the employees under t h i s Agreement serve. Furthermore, 

the econoraic cost of pr o v i d i n g health care services to eraployees 

who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 

The Eraployer and the Union raaintain a strong coramitraent t o 

pr o t e c t people and property, and t o provide a safe working 

environment. To t h i s end, the eraployer has also e s t a b l i s h e d i t s 

c o n f i d e n t i a l Eraployee Assistance Program f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohpl and substance abuse, and 

the p a r t i e s to t h i s Agreeraent urge eraployees who have such 

probleras to u t i l i z e the Prograra's services. 

To maintain a workplace which provides a safe and health 

work environraent f o r a l l employees, the f o l l o w i n g drug and 

alcohol program i s also established. 

Section 20.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Items & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 
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paraphernalia i n the possession of, or being used by, 

an eraployee on the job or. the premises of the 

Employer. 

(c) Employer Preraises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, t r u c k s and other 

vehicles owned, leased or used by the Eraployer as job 

s i t e s or work l o c a t i o n s and over which the Employer 

has a u t h o r i t y as Employer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t 

daraage t o property t o which an employee c o n t r i b u t e d as 

a d i r e c t or i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

eraployee, i n c l u d i n g but not l i r a i t e d t o noticeable 

imbalance, incoherence and d i s o r i e n t a t i o n , which would 

lead a person of ordinary s e n s i b i l i t i e s ' t o conclude 

t h a t the employee i s under the i n f l u e n c e of drugs 

and/or a l c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or p h ysical impairraent due to the., use of drugs or 

al c o h o l . 

(h) Test: the t a k i n g and analysis of any body coraponent 

samiple, whether by blood, breath, u r i n e , or i n any 
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other s c i e n t i f i c a l l y r e l i a b l e manner, for the purpose 

of identifying, raeasuring or quantifying the presence 

or absence of drugs, alcohol or any metabolite 

• thereof. 

Section 20.3 Disciplinary Action 

(a) A l l employees must report t o work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable them t o perform t h e i r jobs i n a safe 

manner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or al c o h o l . 

. (b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an employee i s under the in f l u e n c e of a p r o h i b i t e d substance, 

the Eraployer s h a l l have the r i g h t t o subject t h a t eraployee t o a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

eraployee raay be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the employee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Employer w i l l terminate a l l eraployees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse to cooperate w i t h . t e s t i n g procedures; 

( i i i ) are found to be under the i n f l u e n c e of drugs or 

alcohol while on duty and on the Eraployer's 

preraises; 
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( i v ) are found i n possession of a l c o h o l , drugs or drug 

paraphernalia, or are found s e l l i n g or 

distributing drugs or drug paraphernalia, on the 

Employer's preraises. 

(c) A l l adverse eraployment action taken against an 

eraployee under this program s h a l l be subject to the grievance 

and arbitration procedures of th i s Agreement. 

Section 20.4 Drug and Alcohol Testing 

(a) The Eraployer raay require drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two 

supervisors have reasonable cause t o b e l i e v e t h a t 

an eraployee has reported t o work under the 

inf l u e n c e of or i s at work under the i n f l u e n c e of 

drugs or a l c o h o l . 

( i i ) a t e s t raay be required i f an employee i s involved 

i n a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a follow-up t o 

counseling or r e h a b i l i t a t i o n f o r substance abuse 

f o r up to a one year period. 

(b) Eraployees to be te s t e d w i l l be required t o sign a 

consent form and chain of custody form, assuring proper'' 

documentation and accuracy. I f an employee refuses t o sign a 

consent forra a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

ter r a i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 
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agency, and may consist of e i t h e r blood or urin e t e s t s , or both. 

The Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alcohol, i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA ..guidelines f o r f e d e r a l 

workplace drug t e s t i n g programs, dated A p r i l 11, 1988 and as raay 

be araended her e a f t e r by the relevant agency of the Departraent of 

Health and Human Services. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they raay be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the in f l u e n c e of drugs. 

(f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h t h a t the te s t e d 

eraployee was under the inf l u e n c e of al c o h o l . 

(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Eraployer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Coraraissioner of Personnel or his designee i n the manner t o be 

prescribed by the Coramissioner. The applicant or incurabent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissioner w i l l inform the applicab l e departraent heaci of any 
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eraployee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 20.3 above. 

( i ) A l l ur i n e or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

t e s t r e s u l t i s p o s i t i v e raay e l e c t , at his or her expense, t o be 

re t e s t e d by the sarae or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Coramissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample t o the 

second la b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as to the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t saraple, or to preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal from 

e l i g i b i l i t y of an a p p l i c a n t or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No l a b o r a t o r y r e p o r t or t e s t r e s u l t s s h a l l appear i n 

the incurabent's personnel f i l e unless they are part of a 

personnel a c t i o n under t h i s prograra, but s h a l l be placed i n a 

special locked f i l e raaintained by the Coraraissioner of Personnel, 

except as such di s c l o s u r e may be required by t h i s p o l i c y , law or 

ordinance. 

Section 20.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

may p a r t i c i p a t e i f they wish i n the v o l u n t a r y Eraployee 

Assistance Program. 
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ARTICLE 21 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 21.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i m i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges -in Union apprenticeship 

and training programs and to provide expanded post-

apprenticeship and training employment opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreeraent with the City of 

Chicago, the Parties s h a l l enter into a suppleraental meraorandura 

of understanding regarding the structure, implementation, 

raonitoring and enforcement of this I n i t i a t i v e . Said raemorandum 

sh a l l be attached to t h i s Agreeraent as Appendix D. 

Section 21.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coraraitraent by the' C o a l i t i o n t o f i l l at 
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l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A comraitment by the C o a l i t i o n and the C i t y t o 

col l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students to enter Union apprenticeship and 

t r a i n i n g programs. I n p a r t i c u l a r , the C o a l i t i o n and the 

Ci t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

prograras and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and t o expand post-

apprenticeship and ...training employment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps t o f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and suppleraental raemorandum attached hereto. 

ARTICLE 22 
RATIFICATION AND TERMINATION 

The terras of t h i s Agreeraent s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance forra. ' The Eraployer and the 

Union w i l l cooperate to secure t h i s l e g i s l a t i v e approval. 
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This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t frora said date t o June 30, 2017, 2022 both i n c l u s i v e . 

Thereafter, i t s h a l l autoraatically renew i t s e l f from year t o 

year unless at l e a s t si.xty (60) days and not more than one-

hundred twenty (120) days p r i o r t o the ter r a i n a t i o n date or 

anniversary thereof, e i t h e r party gives w r i t t e n n o t i c e t o the 

other by C e r t i f i e d M a i l , r e t u r n r e c e i p t requested, of a desire 

to amend, add t o , subtract from, or terminate t h i s Agreeraent. 

In the event such not i c e of a desire t o amend, add t o , or 

subtract frora the terras of t h i s Agreeraent i s - given, the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d t o s h a l l be 

considered to have been given as of the date shown on the 

postmark, w r i t t e n notices may be tendered i n person, i n which 

case the date of notice s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e contract between the 

Eraployer and the Union and s e t t l e s a l l deraands and issues w i t h 

respect to a l l raatters subject to c o l l e c t i v e bargaining. The 

Eraployer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees that the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect to any raatter which i s subject to 

c o l l e c t i v e bargaining vjhether or not such matter i s s p e c i f i c a l l y 
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r e f e r r e d t o herein, and even though such raatter may not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 

I n the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

v o l u n t a r y unpaid tirae o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

Agreeraent, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

employees covered by t h i s Agreeraent. 
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ARTICLE 23 

TERM OF AGREEMENT 

This Agreement s h a l l be e f f e c t i v e from the date upon which 

i t i s r a t i f i e d by the C i t y Council of the C i t y of Chicago, but 

no e a r l i e r than July 1, 2007, 2017 and s h a l l remain i n e f f e c t 

through 11:59 p.m. on June 30, 2r0i^ 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreeraent i n 

order to f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the applicabl e l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care prograra raandating s i g n i f i c a n t changes 

i n health insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the term of t h i s Agreeraent; 

2. The lack of achievement of heal.th care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishment and a d m i n i s t r a t i o n 

of the Labor-Management Cooperation Committee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

th a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 
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p r o j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containraent or 

savings as stat e d i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase frora exceeding 8% as measured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y may e l e c t to reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 
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• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party rcoervco—fef^e—right—fee—reopen—this 

Agreement— i n—order—fee—negotiate—fehe—Health—Plan—sefe—forth— i n 

A r t i c l e — 9 — n e — l a t e r — t h a n June—3-0-7—2011—end—June—20-,—2015,—er—iri 

fehe—event—fehe—City—ef—Chicago—ie—avjardod—fehe—2016—Olyrapic—Caracs, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of t h i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreement has t h i r t y (30) days t o n o t i f y 

the other p a r t y of i t s i n t e n t t o reopen t h i s Agreement i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t to reopen negotiations pursuant t o t h i s 

p r o v i s i o n , i t s h a l l subrait w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ninety (90) days w i t h i n which to 

reach agreeraent on the A r t i c l e . I f the p a r t i e s f a i l t o reach 

agreement at the conclusion of th a t ninety (90) day period, each 

par t y reserves the r i g h t to reopen the e n t i r e Agreeraent. 

Non-Prevailing Wage Rate Reopener 

Four-Year : Thio—Agrooracnt—m a y—be—reopened—fee f u r t h e r 

n e g o t i a t e — t h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — f e h e — s e c o n d 
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five-year fee-rfft (07/01/2012 fee 06/30/2017) under—Article 4-r 

Section—4-7—in—the event—that—(-a-)—the—City n o t i f i o o — f e i ^ e — C o a l i t i o n " 

that—ife—ha-s—nefe—reached—a—successor—agreeraent—fee—a—then—current 

f our-yoar—agreement—expiring—en—June—3-0-7 2011—regarding—an-

across-thc-board percentage increase f^er other u n i o n i zed 

employeeo—in—non-provailing w a g e — r a t e — c l a s s i f i c a t i o n s — d e f i n e d — i n 

h h e—^^Me—Tee—Clause"—by—March—34-7—2012;—er—fb^—fehe—Coalition 

n o t i f i e s — t h o C i t y o f — i f e - s — i n t e n t — t o terminate—fehe—"Me Too Clause" 

by March 31, 2012. 

Fivo-Yoar: This—Agreement—mey—be—reopened—fe-e—further 

n e g o t i a t e — f e h e — n o n - p r e v a i l i n g — w a g e — r a t e s governing—fehe—oocond 

f i v e year—feerm (07/01/2012 fee—06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4-7—in the—event—that—(-a-)—fehe—City n o t i f i e s — t h e C o a l i t i o n 

that—a—ha-s—nefe—reached—a—successor—agreement—fee—a—then—current 

five-year—agreement expiring—en—June—3-07 2 0 1 2 — r e g a r d i n g — a f t 

across—thc-board percentage increase fe^^ other unionizod 

employees—in no n - p r e v a i l i n g w a g e — r a t e — c l a s s i f i c a t i o n s — d e f i n e d — i n 

hhe—"Me Too Clauoc" by October—2h- ,—2012;—er—fb-^—the C o a l i t i o n 

n o t i f i e s — t h e C i t y o f — i f e - s — i n t e n t — t o terminate—fehe—^44€—Too Clause" 

by October 31, 2012. 

I f any—ene—ef—fehe—foregoing—events—occuro,—cither—party—fee 

this—Agreement—hee—thirty—( 30 )—days—fee—notify—feh-e—other—party—ef-

i-fee—intent—fee—reopen—thio—Agrocmcnt—in—order—fee—negotiate—fehe 

non-prevailing—wage—rates—governing—feh-e—second—five-year—term 
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(07/01/2012—fee—06/30/2017)—sefe—forth i n Article— 4 - ,—Section—4-T-

S h o u l d — e i t h e r — p a r t y — o l o c t — f e e — r e o p e n — n e g o t i a t i o n o — p u r s u a n t — f e e 

t h i s — p r o v i s i o n , — i f e ^ — s h a l l — s u b r a i t — w r i t t e n — n o t i c e — f e e — f e h e — o t h e r 

p a r t y — a n d — f e h e — C i t y — s h a l l — n e f e — b e — o b l i g a t e d — f e e — r a a lee—fehe—wage 

adj uotracnts—sefe—forth—in A r t i c l e — 4 - , — S e c t i o n — 4 - . Thereafter,—fei^e 

p a r t i e s — h a v e — n i n e t y — ( 90 )—days—within—which—fee—roach—agrocmcnt—en-

fe-he—Article . i - f — f e h e — p a r t i e s — f a i l — f e e — r o a c h — a g r e e m e n t — a t — f e h e 

conclusion—ef—that—ninety—(-9-0-)—day—period,—ea-eh—party—roscrves 

fehe—right—fee—reopen the e n t i r e Agrcomcnt. 

Other Reopener 

In the event of an emergency, cataclysmic event or other 

s i r a i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed th i s docuraent as of 

the day of , ̂ 0 ^ 2018 . 

CITY OF CHICAGO INTERNATIONAL UNION OF 

OPERATING ENGINEERS LOCAL 150 • 

BR.IDGE OPERATORS 

By: By: 

By: 

By: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and T r a i n i n g Prograra I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Management Cooperation Comraittee established 

under A r t i c l e 9 t o explore and recoraraend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governraental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i r a i t e d t o : 

a. A raulti-project labor agreeraent. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o ntractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the raaxiraura nuraber of apprentices on the p r o j e c t as 

permitted under the terms and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreeraent(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors perforraing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h 

the U.S. Department of Labor's Bureau of Apprenticeship and 

Tra i n i n g . 
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FOR COUPE: 
CHICAGO: 

FOR THE CITY OF 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

S I D E L E T T E R 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive h e a l t h care model and w i l l r e s u l t i n 

design improveraents, cost containment or savings, i n c l u d i n g but 

not l i r a i t e d t o the f o l l o w i n g areas: 

• Expanded Disease Manageraent Program 

• HRA and Bio-metric Screening 

• Health Fairs 

• Weight Manageraent Prograra 

• Imaging Review Service 

• L i f e t i r a e Maxiraura 

• Subscriber Share f o r Hospital B i l l s and Co-insurance 

• Exclus ion f o r Self — I n f l i c t e c i I n j u r i e s . 

• Coraprehensive Coraraunication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

S I D E L E T T E R 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreeraent: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Meraorandura of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o araending 

Section 3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the 

four 10-hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreeraent by the Unions to waive sorae or a l l of the raonetary 

make whole reraedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order t o conclude ne g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreeraent w i t h the C i t y t o waive 

sorae or a l l of the monetary make whole reraedies. U n t i l such an 

agreement i s reached, the a f f e c t e d Unions agre'e t h a t the C i t y 

s h a l l not be ob l i g a t e d to imiplement the monetary make whole 

remedies i n the Award. In a d d i t i o n , i f such an agreement i s not 
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reached by December 1, 2007, the p a r t i e s s h a l l subrait the issues 

of the Unions' proposed amendment t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f from the raonetary make whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

INTERNATIONAL BROTHERHOOD OF 
ELECTRICAL WORKERS, LOCAL 
UNION NO. 134, AFL-CIO 

AGREEMENT 

This Agreeraent i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and the I n t e r n a t i o n a l Brotherhood of E l e c t r i c a l 

Workers, Local Union No. 134, AFL-CIO ( h e r e i n a f t e r c a l l e d "the 

Union"), f o r the purpose of e s t a b l i s h i n g , through the process of 

c o l l e c t i v e bargaining c e r t a i n p r o v i s i o n s covering wages, and 

other terras and conditions of employment f o r the eraployees 

represented by the Union. I n r e c o g n i t i o n of the above, the 

Eraployer and the Union agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Eraployer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

E l e c t r i c a l Mechanic 

E l e c t r i c a l Mechanic (Radio) 

E l e c t r i c a l Mechanic - (B) 

E l e c t r i c a l Mechanic (Automotive) 

E l e c t r o n i c Technician 

Foreman of E l e c t r i c a l Mechanics 

General Foreman of E l e c t r i c a l Mechanics 



E l e c t r i c a l Inspector 

Supervising E l e c t r i c a l Inspector 

Assistant Chief E l e c t r i c a l Inspector 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect t o rates of pay, wages, hours and other 

terms and conditions of eraployraent. The term "employee" as used 

herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Employer, except only as they raay be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreeraent. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the raanageraent of the 

Eraployer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or raaterial changes i n 

duties or orga n i z a t i o n of the Eraployer's operations, or other 

economic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o make and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o raaintain order and e f f i c i e n c y ; t o schedule 

the hours of work; to deterraine the services, processes, and 



extent of the Eraployer's operation, the types and q u a n t i t i e s of 

raachinery, equipraent and ma t e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i r a i t e d to) the r i g h t t o contract out.: or subcontract; 

the r i g h t t o deterraine the nuraber, of employees and how they 

s h a l l be employed, and"' the q u a l i t y and q u a n t i t y of workmanship 

and work required t o ensure maxiraura e f f i c i e n c y of operations; t o 

e s t a b l i s h and enforce f a i r production standards; and t o 

determine the size, number and l o c a t i o n of i t s departraents and 

f a c i l i t i e s . A l l of the pr o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal eraployraent opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and nothing in 

this Agreement s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that t h i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect the 

seniority provisions of this Agreeraent. 

Section 3.2 No Discrimination 

Neither the Eraployer nor the Union s h a l l d i s c r i m i n a t e 

against any employee covered by t h i s Agreeraent i n a manner which 

would v i o l a t e any app l i c a b l e laws because of race, c o l o r . 



r e l i g i o n , n a t i o n a l o r i g i n , age, sex, m a r i t a l status, mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 

Grievances by eraployees alleging violations of this A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

this Agreeraent, but s h a l l not be subject to arbitration unless 

rautually agreed by the parties. 

Section 3.4 Reasonable Accommodation 

I n the event the Eraployer s h a l l be required t o raake a 

reasonable accoramodation under the Araericans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incurabent 

eraployee t h a t raay be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreement, the Employer s h a l l .bring t h i s matter t o 

the a t t e n t i o n of the union. The provisions of A r t i c l e 11 of t h i s 

Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r may balance the 

Employer's o b l i g a t i o n s under the ADA and t h i s Agreeraent and the 

employee's r i g h t s under t h i s Agreement, provided t h a t no 

incurabent eraployee s h a l l be displaced by such decision of the 

A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July 1, 20-017, eraployees covered by t h i s 

Agreeraent s h a l l continue t o receive the hourly r a t e being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing s i m i l a r kinds of work i n 

Cook County pursuant to the formula c u r r e n t l y used by the United 



states Department of Labor in administering the Davis-Bacon Act 

as currently being paid to said employees as set forth in 

Appendix A appended to and made a part of th i s Agreeraent. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreeraent 

beginning i n 200-17, through the period ending June 30, 20^22, 

the wage r a t e r e f e r r e d t o i n the immediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 
i 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreeraent are established at an e f f e c t i v e date l a t e r than 

July 1, then such r a t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one tirae i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Govorning—Firot—Five-
Yoaro of thia Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l eraployees who are i n non- p r e v a i l i n g 

ra t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year l - ^ 

• Effective 07/01/2007 h^ 01/01/2018 - 2.00% 



• Effective 01/01/2008 2 . 25°o 01/01/2019 - 2.25% 

Year 2-H 

• Effective 01/01/200 9 2% 01/01/2020 - 2.00% 

Year 3-v-

• Effective 01/01/2010 3% 01/01/2021 - 2.25% 

Year 4: 

• Effective 01/01/2011 3 . 2 5 °a 01/01/2022 - 2.00% 

Year 5-h 

• — E f f e c t i v e 01/01/2012 - 3.5°6 

Soction—4-r-4 Non-Provailing—Wage—Ratoo—Govorning—Second—Five-

Yoar Torm (07/01/2012 to 06/30/2017) 

Effective—fehe—following—datco,—t-he—City—will—make— t h e—wage 

adj ustmcnts—below—fer^—a-t±—eraployoco—whe—ar^—in—non--prcvailing 

r a t e — c l a s s i f i c a t i o n s — a n d who a r c — e i t h e r on the payroll—a-s—of the 

e f f e c t i v e date or on lay' o f f w i t h r e c a l l — r i g h t s : 

Year 6-̂  

•—Effective 01/01/2013 2% 

Year 7 : 

• • — E f f e c t i v e 01/01/2014 - 2°o 

Year 8: 

•—Effective 01/01/2015 2% 

Year 9: 

•—Effective 01/01/2016 2%-

Year 10: 



•—Effective 01/01/2017 —2% 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees 

i n n o n - p r e v a i l i n g wage r a t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, eraployees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreeraent s h a l l have t h e i r wage adjustraent set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n no n - p r e v a i l i n g wage ra t e c l a s s i f i c a t i o n s * * receive 

a lump sum payment i n any contract year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the sarae lump sum payment i n any such year. The p a r t i e s 

agree to confer regarding the t i m i n g , amount and irapleraentation 

of any wage adjustraent or lurap sura payraent under t h i s Section 

p r i o r t o such adjustraent being paid. 

**Exclusive of sworn eraployees of the Chicago Police Departraent 

and uniforraed raerabers of the Chicago Fire Departraent. 

Section 4.5 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected employees who, a,s of August—2-,—2007 the 

date of f i n a l r a t i f i c a t i o n of thi s Agreement by the City 



Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal employees who 

are e l i g i b l e for rehire, or are former eraployees who r e t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the City Council, inclusive. 

Section 4.6 Hire Rates 

Section 4.6(a) E l e c t r i c a l Mechanic B 

Employees hired after February 13, 1986 as E l e c t r i c a l 

Mechanic (B) , who are on the payroll as of July 18, 2005, or who 

are on lay-off and have r e c a l l rights as of that date, s h a l l 

receive the increases provided i n Section 4.3 and 4.4 above. 

Further, said employees s h a l l receive the monthly r a t e of 

pay as s p e c i f i e d i n Appendix B. appended t o , and made pa r t of 

t h i s Agreement. For the l i f e of t h i s Agreement, E l e c t r o n i c s 

Technicians s h a l l receive the same pay r a t e as E l e c t r i c a l 

Mechanic B. 

Section 4.6(b) E l e c t r i c a l Mechanic (Automotive) 

Employees h i r e d a f t e r February 13, 1986 as E l e c t r i c a l 

Mechanic (Automotive) s h a l l receive the wage rate on a monthly 

basis as set f o r t h i n Appendix B hereto, and raade part of t h i s 

Agreement. 

Except f o r the .Department of Fleet A d m i n i s t r a t i o n , 

E l e c t r i c a l Mechanic ('Automotive) employees s h a l l receive the 

same increases as applica b l e to E l e c t r i c a l Mechanic B employees 

as set f o r t h i n Section 4.6(a) above. The wage rates ap p l i c a b l e 

to E l e c t r i c a l Mechanic (Automotive) employees i n the Department 



of Fleet A d r a i n i s t r a t i o n are the subject a separate agreeraent 

between the p a r t i e s . E f f e c t i v e J u l y , 1, 2005, E l e c t r i c a l 

Mechanic (Automotive) employees i n Police Motor Maintenance 

s h a l l be included under the terms of the separate agreement 

app l i c a b l e t o such employees i n the Departraent of Fleet 

A d m i n i s t r a t i o n . 

Section 4.7 Assistant Chief E l e c t r i c a l Inspector 

Employees in the job c l a s s i f i c a t i o n Assistant Chief 

E l e c t r i c a l Inspector s h a l l receive the rates of pay as specified 

in Appendix A, appended to, and made a part of t h i s Agreeraent. 

Section 4.8 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a minimum 

of four (4) hours pay at the appropriate overtime r a t e from the 

time t h a t they a r r i v e at t h e i r workplace. 

The terra " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an employee being brought back t o work outside of his/her 

norraal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

eraployee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 4.9 Emergency C a l l Pay 

I n the event a General Foreman or Foreraan i s d i r e c t e d by 

the Employer t o respond t o emergency c a l l s from home and outside 

of h i s or her regular working hours, he or she w i l l be granted 

corapensatory time at the appropriate r a t e f o r a l l v e r i f i e d time 

spent responding to the emergency from home, w i t h a miniraura of 



15 rainutes of corapensatory • tirae to be . granted in any calendar 

day on which any such eraergency responses were required, up to a 

raaxiraura of two hours of compensatory time in any calendar day. 

Section 4.10 Reporting Pay 

When an eraployee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , ..the eraployee s h a l l receive a minimum of two (2) hours 

work or pay at the employee's regular s t r a i g h t tirae hourly r a t e , 

unless the eraployee was t o l d at l e a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g tirae not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees raust advise the designated 

person w i t h i n the- Department of his or her current telephone 

nuraber. 

I f the eraployee works raore than two (2) ' hours, he or she 

s h a l l receive a rainimum of four (4) hours work or pay f o r t h a t 

day. I f the employee works raore than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay f o r t h a t day. An 

eraployee who does not complete a normal e i g h t (8) hour- s h i f t 

because he or she i s sent home by the Eraployer s h a l l have the 

option of using a p o r t i o n of accrued vacation, personal or 

compensatory time f o r t h a t day upon noti c e t o the Employer. 

Section 4.11 Out of Grade Pay 

An employee covered by t h i s Agreeraent who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 
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u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such tirae frora the f i r s t 

day of the assignment. The Employer agrees t h a t i t w i l l make 

such assignraents f o r not less than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event '-later than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The tirae l i r a i t s f o r a c t i n g i n t o higher rated jobs s h a l l be 

ninety—(90) days, not exceed one hundred eighty (180) days, 

except where a regular incumbent i s on leave of absence, in 

which case the tirae l i m i t s h a l l be—f-er—&ix—(-6^—months for acting 

into such position may not exceed one (1) year, and no 

individual employee can act up into that position for more than 

ninety (90) days. The time which lir a i t s may be extended upon by 

mutual agreement of the parties. I f the one hundred eighty (180) 

day l i m i t i s extended to one (1) year due to a regular incumbent 

on leave of absence or by mutual agreement of the p a r t i e s , 

individual employees,^ s h a l l not act into higher rated jobs for 

more than n i n e t y (90) days per employee. a the.—Employer 

continues—fee—require—the performance—of the—duties—ef—fehe—higher 

r a t e d — j - e b — b e y o n d — f e h e — t i m e — l i r a i t s — h e r e i n (^r—a-s—extended—by 

agreeraent—ef—fehe—parties) , To the extent that the Employer 

continues to require the performance of the duties of the higher 

rated job beyond the time l i m i t s set forth herein, the position 
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s h a l l be treated as a "permanent vacancy" within the meaning of 

Section - of th i s Agreement and the Eraployer s h a l l post and f i l l 

the job as a "perraanent vacancy" under—fehe—terras—ef^—thio 

Agrooracnt subject to the applicable provisions of that Section. 

Section 4.12 

Where the Eraployer requires an eraployee to reraain on c a l l , 

and available for work, and the eraployee i s not able to come and 

go as he/she pleases, such tirae s h a l l be paid as time worked at 

the applicable rate. 

Section 4.13 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtime or 

premium pay s h a l l be- paid t o employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n .the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtirae and/or preraiura pay to which he/she i s 

e n t i t l e d , the Departraent w i l l c o r r e c t t h a t shortage 

provided the employee proraptly n o t i f i e s the Departraent's 

tiraekeeper i n w r i t i n g . Eraployees s h a l l submit a p a y r o l l 

dispute t o the Department timekeeper on the "Employee 
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P a y r o l l I n q u i r y Form" attached hereto as Appendix C. The 

eraployee's subraission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Departraent w i l l subrait a 

supplemental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the employee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o the employee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i r a i t e d t o duty d i s a b i l i t y ) , overtime 

earned under the City's emergency snow reraoval prograra, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded frora the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payraent o b l i g a t i o n s 

w i t h respect t o the payraents r e f e r r e d to i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreeraent. 
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(e) In order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Manageraent Comraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's raerabers of the Coraraittee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the Dir e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives t o serve as raembers of the Committee. The 

Comraittee w i l l meet not less than q u a r t e r l y , or more 

f r e q u e n t l y as the need may a r i s e , t o review ongoing issues 

regarding p a y r o l l , compliance w i t h t h i s Section, or other 

issues of mutual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreement. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from tirae-to-tirae a 

representative of the C o a l i t i o n at the Coraptroller's weekly 

s t a f f raeetings w i t h Departraent heads t o review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t eraployees. 

ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 Work Day and Work Week 

This A r t i c l e s h a l l not be a guarantee of hours of work per 

day or week. Eight (8) hours between 8:00 a.ra. and 4:30 p.ra. 

s h a l l c o n s t i t u t e a regular work day, except where other hours 

are c u r r e n t l y i n e f f e c t and as set f o r t h i n Appendix D. Forty 

(40) hours w i t h i n f i v e (5) days -- Monday through Friday 
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i n c l u s i v e - s h a l l c o n s t i t u t e a work week, except f o r s h i f t 

personnel. For s h i f t s p o s i t i o n s r e q u i r i n g a seven (7) day 

continuous operation, the work week s h a l l be a regular r e c u r r i n g 

seven (7) day period beginning at 12:00 raidnight (one rainute 

a f t e r 11:59 p.ra. Saturday) Sunday and ending at 12:00 midnight 

the f o l l o w i n g Sunday. The s t a r t times f o r s h i f t personnel 

c u r r e n t l y vary based on the o p e r a t i o n a l needs of the departments 

as determined by the Eraployer and as set f o r t h i n Appendix E. 

I t i s agreed that for eraployees not assigned to s h i f t 

positions, the Eraployer raay change the established starting 

tiraes of a departraent, bureau, work unit, crew or individual 

upon fourteen (14) days written notice to the Union and affected 

eraployees, and discussion with the Union. Said starting tiraes 

s h a l l not be scheduled more than two (2) hours before the 

regular starting times currently in effect in t h i s Agreement. 

A l l such changes, unless otherwise agreed to by the parties, 

s h a l l be in effect for a minimum of one (1) week, and s h a l l 

provide for the sarae starting times each day of that period. No 

employee s h a l l be placed on a s p l i t s h i f t without agreement by 

the Union. Failure to coraply with th i s provision s h a l l result 

in the payment of appropriate preraiura time to affected 

eraployees. In changing an eraployees schedule under the terms of 

thi s paragraph, the Employer w i l l f i r s t s o l i c i t volunteers, and 

i f an i n s u f f i c i e n t nuraber of eraployees volunteer, i t w i l l assign 

eraployees at the affected locations to e a r l i e r starting tiraes by 

reverse order seniority. 

Section 5.2 Overtime 
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A l l work perforraed p r i o r t o the s t a r t of the regular s h i f t 

on a r e g u l a r l y scheduled workday and work week s h a l l be paid f o r 

at one and one-half (1-1/2) tiraes the regular s t r a i g h t tirae r a t e 

of pay. A l l work perforraed a f t e r e i ght (8) hours worked i n any 

24 hour period s h a l l be considered overtirae and paid f o r at the 

rat e of one and one h a l f (1-1/2) tiraes the regular s t r a i g h t tirae 

r ate provided the eraployee corapletes the norraal work week or i s 

absent w i t h the Eraployer's perraission. 

For non s h i f t eraployees, a l l work perforraed on Saturday up 

to 4:30 p.m. when Saturday i s not part of the eraployee's work 

week s h a l l be paid f o r at one and one-half (1-1/2) times the 

regular s t r a i g h t time hourly r a t e of pay. A l l other overtime 

work on Saturday a f t e r 4:30 p.ra. t o Monday 8:00 a.m. when t h i s 

time i s not pa r t of the employee's regular work week s h a l l be 

paid f o r at two (2) times the regular s t r a i g h t time hourly r a t e 

of pay. 

For s h i f t employees whose regular work week includes 

Saturday and/or Sunday, a l l work performed on the f i r s t 

scheduled day o f f of the s h i f t eraployee's. regular work week 

s h a l l be paid at one and one-half (1-1/2) times the regular 

s t r a i g h t time hourly r a t e of pay. A l l work perforraed on the 

second scheduled day o f f of the s h i f t eraployees regular work 

week s h a l l be paid at two (2) times the regular s t r a i g h t time 

hourly r a t e of pay. Such overtime s h a l l be computed on the basis 

of completed f i f t e e n rainute segments. Employees exempt from the 

Fair Labor Standards Act s h a l l not be e l i g i b l e f o r overtime 
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under thi s Section. There s h a l l be no pyraraiding of overtirae 

and/or premium pay. Daily and/or weekly overtirae and/or premium 

pay s h a l l not be paid for the same hours worked. A l l overtime 

earned under t h i s Section s h a l l be paid to employees, not l a t e r 

than the second regular payday following the end of the payroll 

period i n which i t i s earned. 

Section 5.3 Overtime Distribution 

A reasonable araount of overtirae and/or premiura tirae s h a l l 

be condition of continued employment. Overtirae and/or premium 

time referred to in t h i s Agreement, s h a l l be offered f i r s t to 

the employee doing the job. A l l overtirae w i l l be distributed as 

equally as feasible over a reasonable period of tirae among the 

eraployees within the sarae c l a s s i f i c a t i o n and within the same 

work location. 

Section 5.4 

The Employer w i l l not change an employee's normal work week 

or normal work day f o r the purpose of avoiding payraent of 

overtime or holiday pay. I t i s understood t h a t forces may be 

reduced on holidays without a change i n schedule. 

Section 5.5 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 
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Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out in 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period in which i t i s earned or 

may acc\imulate such time up to a maximiim of 160 hours. 

Use of compensatory time s h a l l be s\ibject to the 

operational needs of the Employer. A l l acc\amulated compensatory 

time in excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at thei r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 Current Holidays 

a) F u l l - t i m e hourly employees s h a l l receive eight hours 

s t r a i g h t - t i m e pay f o r the holidays set f o r t h below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Meraorial Day 
5. Independence Day 
6. Labor Day 
7. Colurabus Day 
8. Thanksgiving Day 

9. Christraas Day 

b) F u l l - t i m e s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 



1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Meraorial Day 
7. Independence Day 
8. Labor Day 
9. Columbus Day 
10. Veterans Day 
11. Thanksgiving Day 

12. Christraas Day 

c) The b e n e f i t s set f o r t h i n (a) and (b) above s h a l l be 

paid provided the employee i s i n pay status the f u l l scheduled 

work day iraraediately preceding and the f u l l scheduled work day 

iraraediately f o l l o w i n g such holiday, or i s absent frora work ' on 

one or both of those days w i t h the Eraployer's perraission; such 

permission s h a l l not be unreasonably denied. 

Beginning July 1, 1995, a l l employees who are r e g u l a r l y 

assigned t o work at the Chicago Public L i b r a r y system s h a l l not 

receive Columbus Day as a regular holiday. A l l such employees 

instead receive holidays i n accordance w i t h the Chicago Public 

L i b r a r y system's holiday schedule. 

NOTE: The system observes the f o l l o w i n g holidays: 

New Year's Day 

Martin Luther King, Jr.'s Birthday 
Lincoln's Birthday 
Washington's Birthday 
Pulaski Day 
Memorial Day 
Independence Day 
Labor Day 
Thanksgiving Day 

Christraas Day 

d) Employees covered by t h i s Agreeraent i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d to one (1) paid 
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personal day i n each year of t h i s Agreement. At the employee's 

option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set forth, i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by thie Eraployer. I f the employee i s required 

or allowed t o work on such designated day, the employee s h a l l 

receive the appropriate holiday preraiura r a t e . An employee may 

e l e c t to carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the eraployee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Eraployer. New employees who 

commence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1, except f o r Christmas, New Year's 

Day, and Dr. Martin Luther King.'s Birthday, he/she s h a l l be paid 

at the rate of two and one-half (2 1/2) tiraes (which includes 

holiday pay) his/her norraal hourly r a t e f o r a l l hours worked. 

An employee working on Christmas, New Year's Day and Dr. 

Martin Luther King's Birthday s h a l l be paid at the ra t e of two 

(2) times h i s / h e r regular hourly rate (which includes holiday 
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pay) f o r a l l hours worked plus eight (8) hours o f f w i t h pay 

(compensatory t i m e ) . 

I f the eraployee i s not required t o work on calendar holiday 

s p e c i f i e d i n Section 6.1, such eraployee s h a l l be paid eight 

hours s t r a i g h t tirae f o r such holiday. 

A l l holiday tirae s h a l l be considered time worked f o r the 

purposes of computing overtime except where the holiday f a l l s on 

the employee's day o f f . 

Seetion 6.3 Determining Work Days as Holidays 

A holiday i s the calendar day running from midnight t o 

midnight. An employees whose workday extends over parts of two 

(2) calendar days, one of which i s a , holiday, s h a l l be 

considered t o have worked on the holiday i f the m a j o r i t y of the 

hours worked f a l l on the holiday. 

Section 6.4 Failu r e to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s 

to report to work, the eraployee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other eraergency. 

Section 6.5 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees who r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on tha t day. 
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Whenever said holiday f a l l s during an eraployee's vacation 

period the Eraployer s h a l l have the option of gr a n t i n g the 

employee an extra day's pay or an extra day of vacation at a 

time rautually agreed upon between the employee and the 

departraent head, provided the employee works the f u l l scheduled 

workday immediately preceding and the f u l l scheduled workday 

immediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Eraployer f i n d s t o be v a l i d . 
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ARTICLE 7 
VACATIONS 

Section 7.1 

Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An employee w i l l earn the . f o l l o w i n g amounts of paid 

vacation, based on such eraployee's continuous service p r i o r t o 

July 1:, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service P r i o r t o July 1 Vacation 

Less than 6 years 13 days 
6 years or more, but less than 14 years 18 days 
14 years or more 23 days 
A f t e r 24 years 24 days 
A f t e r 25 years 25 
days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The eraployee d i d not have twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The employee was separated from employment, other than 

f o r cause, during a calendar year i n which the eraployee d i d not 

have twelve (12) months of continuous service. 

The amount of pro r a t a vacation i s deterrained by d i v i d i n g 

the number of months of continuous service the f u l l - t i m e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 
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amount of paid vacation f o r which the eraployee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole number of days. Employees separated frora eraployraent, 

other than f o r cause, w i l l be paid on a supplemental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-tirae employees who work at le a s t 80 hours per month 

earn vacation on a pro ra t a basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Eraployer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 F o r f e i t of Vacation 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) 

the eraployee was denied vacation by the eraployer, or (2) the 

eraployee i s on an approved leave of absence, or (3) the employee 

elects in writing to carry over vacation days (up to three (3) 

ouch vacation days of accrued and unused vacation days for 

employees with l e s s than ten (10) years of service, and up to 

fi v e (5) days of accrued and unused vacation days for employees 

with ten (10) or more years of service) for use individually or 

consecutively during the ne.xt vacation year, provided that notice 

of such election s h a l l be given to the employer before Deceraber 

15 of the vacation year. Carry over days s h a l l not count against 

an employee's maximum number of single use vacation days provided 

for under t h i s Agreement. Such carry over vacation days raust be 

scheduled i n the then current year for use in the next year. 
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C a n c e l l a t i o n or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks , upon—rautual—agreement—ef—fehe—employer,—which 

agreement—shall—nefe—be—unreasonably denied or withheld, and such 

carry over days must be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) raonths, i n the. case of an 

employee's r e t u r n frora an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30***, or approving 

the rescheduling of c a r r y over days beyond June 30*̂ *̂ . Eraployees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

t o being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation time earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) raonths f o l l o w i n g the date i n which the person becarae 

disabled, and s h a l l be e n t i t l e d t o use such vacation tirae w i t h i n 

twelve (12) months f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 Employees Laid-Off or Discharged 

Employees who are terrainated f o r cause are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d t o the amount of vacation pay i n t h e i r 

bank a t the time o f r e s i g n a t i o n . Eraployees s h a l l not earn 

vacation c r e d i t f o r ,any period during which they are on l a y o f f 

or leave of absence without pay i n excess of 30 days (except 

where such leave was adjudged e l i g i b l e f o r duty d i s a b i l i t y i n 

25 



accordance with the provision of Section 7.3 of t h i s Agreement) 

or engaged in conducting violation of A r t i c l e 12 of th i s 

Agreement. In the event of the death of an e l i g i b l e employee, 

the surviving widow, widower or estate s h a l l be e n t i t l e d to any 

vacation pay to which the deceased employee was e n t i t l e d . 

Section 7.5 Rate of Vacation Pay 

The rate of vacation pay s h a l l be computed by multiplying 

the employee's straight tirae hourly rate of pay in effect for 

the eraployee's regular job at the time the vacation i s being 

taken, times 8 hours per day, times'.the number of days' vacation 

to which the eraployee i s e n t i t l e d . Salaried employees s h a l l 

receive their regular salary in.effect at the time the scheduled 

vacation i s taken. 

Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t to 

determine the nuraber and scheduling of crews and eraployees who 

can be on vacation at any one tirae without hindering the 

operation of the Departraent. The Departraent w i l l not designate 

any tirae or period during the calendar year when e l i g i b l e 

employees would be p r o h i b i t e d from scheduling and t a k i n g 

vacation time. 

Employees s h a l l make vacation picks at a time and i n the 

raanner c u r r e n t l y provided f o r by t h e i r Department. The 

Department w i l l respond t o the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days frora the 
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date the request i s received by the Departraent, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe raanpower shortage which raay s e r i o u s l y hinder the 

Departraent's operations, or where an eraployee possesses a unique 

s k i l l indispensable t o the immediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation tirae) plus 

payraent t o the eraployee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, "or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an employee s h a l l 

occur only in the most extreme eraergencies. In the event of 

such cancellation, the Eraployer w i l l reimburse the employee for 

reasonable losses incurred as a direct r e s u l t of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Reciprocity With Other Agencieo 

An-y employee ef the C i t y ef^ Chicago h i r e d p r i o r fee 

February 13, 1986—whe—ha-s—rendered—service—fee—fehe—County—ei 

Cook,—fehe—Chicago—Park—Diotrict,—fehe—Chicago .Housing—Authority, 

fel^e—Forest—Preserve—Diotrict,—the M e t r o p o l i t a n — S a n i t a r y D i o t r i c t 

27 



of Greater—Chicago,—fehe—State" of—Illinois,- the—Chicago Board—ei 

Education, fehe—City—Colleges—ef^—Chicago,'—Coraraunity—College 

D i s t r i c t — 5 0 8 ,—the Chicago T r a n s i t Authority,—fehe—Public B u i l d i n g 

Coraraission—ef Chicago, fehe Chicago Urban Transportation 

D i s t r i c t , — a n d — f e h e — R e g i o n a l — T r a n o p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v o 

t r h e — r i g h t — f e e — h a v e — f e h e — p e r i o d — e f ^ — o u c h — s e r v i c e — c r e d i t e d — a n d 

counted—fer—fehe—purpose—ef—coraputing—fehe—nuraber—ef^—years—ef-

scrvice—a-s— a n—employee— e i—fehe—City—fer—vacations,—providod—that 

ouch—service—has—been—continuouo—service . However,—vacation 

t i m o — a c c r u e d — w h i l e — v j o r k i n g — f e r — a n o t h e r — p u b l i c — a g e n c y — i - s — n e f e 

t r a n s f e r a b l e . E r a p l o y e e s — h i r e d — a f t e r — F e b r u a r y — 1 2 - , 198 6—whe 

render—service—fer—any—othor—employer—as—stated—above—shall—have 

fehe—right—fee—have—fehe—period—ef—such—service—credited—and 

counted—fer—fehe—purpose—ef^—coraputing—fehe—nurabcr—ef—years—ef-

se r v i c e — a s an—eraployee—e i—fehe—City—feer—vacations,—providod—a 

raajority of other eraployees of tho Eraployer receive ouch credit. 

Section 7.8 Non-Consecutive Vacation Days 

Eraployees raay receive up to fivo s i x (6) of their vacations 

days one or raore day(s) at a tirae as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so late 

in the vacation year that the eraployee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 
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week ( f o r example, the employee works a Monday - Friday work 

week and the h o l i d a y f a l l s on Tuesday) the vacation days 

scheduled f o r the week w i l l be considered consecutive vacation 

days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side of the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees may designate and use at t h e i r o p t i o n up t o f i v e 

-(-5-)- s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as sick days t o cover periods of bonafide medical 

i l l n e s s or the i l l n e s s o f f a m i l y members, who s h a l l i n clude (or 

may be expanded upon by the C i t y ) : (i)mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

p a r t n e r i s r e g i s t e r e d w i t h the Depar-tment o f Hioman Resources. 

The Employer reserves the r i g h t to ask the eraployee to f u r n i s h 
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proof of said i l l n e s s . An eraployee d e s i r i n g t o use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inforra the 

repr e s e n t a t i v e of the Employer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t ' at the tirae he/she 

c a l l s i n t o report an' i l l n e s s . Salaried eraployees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreement s h a l l be i n e l i g i b l e 

t o use vacation days as s i c k days while they have a v a i l a b l e 

unused s i c k days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service means continuous paid employment from 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployment. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence f o r one year or less 

or l a y o f f of 30 days or le s s ; or 

2. An absence where the eraployee i s adjudged 

e l i g i b l e f o r duty d i s a b i l i t y corapensation. 

Section 8.2 Interruption in Service 

(a) Non-seasonal eraployees who work a miniraura of eighty 

(80) hours per month s h a l l be c r e d i t e d w i t h continuous service 

f o r 'the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave-

(2) absences due t o suspension 
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(3) Unpaid leaves of absence f o r more than 30 days or 

l a y o f f f o r raore than 30 days, unless eraployees 

are allowed t o accuraulate s e n i o r i t y under t h i s 

Agreeraent. 

(b) Seasonal employraent of 120 calendar days or less i n 

any calendar year s h a l l not be c r e d i t e d toward continuous 

service f o r the time worked. 

(c) Seasonal employment i n excess of 120 days i n any 

calendar year s h a l l be c r e d i t e d toward continuous service. 

Section 8.3 Rociprocity 

Employees h i r e d p r i o r t o February 13,—1986 who have 

rendered ocrvicc t o the County of Cook,—the Chicago Parle . 

District,—fehe—Forest—Preserve D i o t r i c t , — t h e Chicago Housing 

A u t h o r i t y , — t h e M e tropolitan—Sanitary D i o t r i c t — o f Greater 

Chicago,—the State o f — I l l i n o i s , — t h e Chicago Board of Education, 

C i t y Collegco of Chicago,—Coraraunity College D i o t r i c t — 5 0 8 ,—fehe 

Chicago Tranoit A u t h o r i t y , — P u b l i c B u i l d i n g Coraraiooion of 

Chicago,—the Chicago Urban Tranoportation D i s t r i c t and the 

Regional Transportation Auth o r i t y ' shall—have—the period of ouch 

s e r v i c e — c r e d i t e d and counted—for the purpooc—ef—advancement 

v j i t h i n — l o n g o v i t y salary schcdulco. However,—eraployoco—hired 

a f t e r February 13,—1986 vjho render s e r v i c e — f o r any other 

eraployor as—otatcd above s h a l l have the r i g h t t o have the period 

of such ocrvicc c r e d i t e d and counted f o r the purpose of 
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advanceraent v j i t h i n l o n g e v i t y salary schcdulco provided a 

raajority of other craployceo—of the—Eraployer receive—ouch c r e d i t . 

Section 8.4 Break in Service 

Notwithstanding the provisions of any ordinance or rule to 

the contrary, continuous service of an eraployee i s broken, the 

employment relationship i s terminated, and the employee s h a l l 

have no right to be rehired, i f the eraployee quits, i s 

discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the eraployee's authorized Eraployer 

representative unless the circurastances preclude the Eraployee, 

or someone on his behalf, frora giving such notice, does not 

active l y work for the Eraployer for twelve (12) raonths (except 

for approved f u l l tirae Union representative leaves or raedical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for raore than twelve (12) consecutive raonths i f the eraployee has 

less than five (5) years- of service' at the tirae of the layoff, 

or i s on layoff for raore than two (2) years i f the eraployee has 

five (5) or more years of service at the time of the layoff. 

Section 8.5 Probationary Employment 

New eraployees, h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary eraployees f o r the f i r s t twelve 

(12) -s-i^t—(-6-)- months of t h e i r employraent and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Employer a f t e r twelve (12) -s-ir? (-6) raonths s h a l l be career 

service employees and s h a l l have t h e i r s e n i o r i t y date made 
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retroactive to the date of their original hiring. Probationary 

employees raay be disciplined or discharged -as exclusively 

determined by the Employer and such Eraployer action s h a l l not be 

subject to the grievance procedures, provided that, (1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Eraployer, within i t s discretion, rehires a forraer 

eraployee who did not coraplete his/her probationary period within 

one year from the employee's termination, and said forraer 

employee had served 90 days or more of his/her probationary 

period, a l l time previously served in the probationary period 

s h a l l be counted for purposes of determining when the said 

eraployee corapletes his/her probationary period. A probationary 

employee who has served 90 days or raore of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for eraployraent in the sarae job t i t l e in the 

departraent frora which he/she was l a i d off, so long as he/she 

does not refuse an offer of eraployment, and does not suffer a 

break in service under Section 8.4 of thi s Agreement. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) ctimulative months and bid into (or 
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otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary eraployees s h a l l be corapensated at the 

sarae r a t e as career service eraployees.' 
ARTICLE 9 

GROUP HEALTH, VISION CARE, DENTAL, 
LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Eraployer s h a l l provide to eraployees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a raajority of 

other eraployees of the C i t y under the same terras and conditions 

ap p l i c a b l e t o said other eraployees, provided f u r t h e r , said 

b e n e f i t s s h a l l be- at no cost to employees and t h e i r e l i g i b l e 

dependents. 

(b) Employees who participate in the Eraployer; .medical 

care plan or an HMO s h a l l make the following contributions 

toward their health care coverage based on the applicable 

34 



percentage of thei r base salary (not including overtime) limited 

by the salary cap: 

Single Employee +1 Family Salary Cap 

J u l y 1, 2017 1 .2921% 1 .9854% 2 . 4765% $90,000 

J u l y 1, 2018 1 .7921% 2 .4854% 2 . 9765% $100,000 

J a n . 1, 2019 2 .2921% 2 .9854% 3. 4765% $115,000 

J a n . 1, 2020 2 .7921% 3 .4854% 3. 9765% $130,000 

-(̂ h) e m p l o y e e — m e d i c a l — c o n t r i b u t i o n o — a ¥ - e — b a s e d — e n — a 

composite—1.6%—of base—salary— i ene—single,—employee—and 

one,—a-nd—family—levels—ef^—coverage—a-s—opecificd—below. 

-Fer—example, fehe c o n t r i b u t i o n a afê  s e l e c t e d — s a l a r y 

l e v e l s per pay period are as—f ollovjo : 

ANNUAL 
T' 7̂  T n r? Y 

SINGLE 
•\ f l O O -1 o. 

EMPLOYEE 1 1 — 
-1 c, 7 q 7 9-

FAMILY 
1 Q7nR'?-

.111 \ . X j l \ l ^ X -L . CJ 2_ O ± 0 X . 3 1 l y 1 0 X . J 1 3 3 G 

r i n t r l S ^ O 0 0 0 1^ 1 0 00 00 
u p -[j-ti CfOKj, \J 3 3 

c n n rt n -1 
X i.^ . 3 3 

-1 O O C, 

X 3 . 3 3 

1 0 7 R 3 A f O 
'T' 3 3 , K.I3 X 

c An nnn 
X i.^ . 3 3 

11 1 A 

X 3 . 13 

O C OO 

Z- 1 . O O 

OO OA 
Cf H3 , KJ 3 3 

c R n noo 
_L / • X *1 

O 1 AO 

iL 3 . 3 3 

O O n -1 

3 i^ . O ^ 

A l nR 
.f- 3 3 , \J 3 3 

ccn noo 
£. L . *-i 

O C. -7 f ) 

^ ^ . ^ J . ^ X . 3 3 

AO f 
.f 3 3 , 3 3 3 

c n n n o o 
3 * t U 

o n q n 
3 J . ^ 3 

A f 01 S7 A'^ 
V f 3 , 3 3 3 

con noo 
Z 

OA OO 

r l O . U / 

^1 f f 
3 f m *i 1 

^ 3 3 , 3 3 3 

con OOO O Q C c: 

3 i.^ . 3 3 

S 0 3 A 
U J . o o 

n o o n 
^ u J , J 3 J 

$ 9 0 , 38 . 60 
3 y . iL H 

59. 30 -. — 7 3 . 9 5 

A i i — g o n t r i b u t i o n s — s h a l l — b e — m a d e — e n — a — p r e tax—basis—and—a-re 

payable on a per pay period basis. 

-(-2-̂  e f f e c t i v e — J u l y — h , — 2 0 0 6 — o m p l o y c c — m e d i c a l — c o n t r i b u t i o n o 

ere—based—en—a—compos ito—2.0°:—e-f—base—salary—f-e^ 

s i n g l e , employee an̂ d̂ one, and f^imily l e v e l s e-f 



coverage a-s s p e c i f i e d below. Fer example, the 

contr i b u t i o n o — a f e — s e l e c t e d — s a l a r y — I c v c l o — p e r — p a y period 

er-e—a-s—f ollovjs : 

ANNUAL 
C 7\ T 7\ p Y 

SINGLE 
1 o n o 1 0. 

EMPLOYEE+1 
1 Q ° S d 9-

F A M I L Y 

3 /I 7 S 9-
..J L i X j i \L \ X X . i ^ 3 i L u X . J 3 3 H G zl . rt 1 3 3 \i 

nnHnr n nnn S I S T 1 COO QO i c o n cc. 
CJllC_lCi_ c^ 3 3 , 3 3 3 

S 0 0 0 1 
•f X 3 . IX 

S I P I S 
Cf iL 3 . 3 3 

CO A QO 

Cf iL 1 . 3 3 

o rj fl nc 
Cf 3 3 , CJ CJ _L 

sdn nnn 
V _L O . X 3 

S 1 S /I 
Cf iL^ . 3 iL 

COO nn, 

Cf 3 3 . J 3 

CAT, o o 
V T CJ , CJ CJ CJ 

* SO nnn 
Cf iL X . vJ *3 

COC n o 

Cf 3 3 . 3 J 

Al f 
'Cf rt X . iL3 

S S 1 SO 
V ^ Ĉ  , CJ CJ CJ 

fO 000 
V ^ CJ . JJ i^ 

•c^oo on 
Y i X . 3 3 

S d 0 f A 
'Cf 3 X . 3 J 

c C T n 1 
Cf 3 3 , 3 3 3 

S''n nnn 
Cf 3 iL . 3 3 

S "^i fO 
Cf r t ly . 3 r i • • • 

S S Q 1 
S> D ± . J X 

cno oo 
V 1 3 , 3 3 3 

SOO 0 0 0 
Cf 3 1 . 3 J 

s/ ] ^ n 7 
Cf 3 1 . J X 

f f 1 Q 
Cf l -iL . iL 3 

CQO CCC 
V O CJ , CJ u u 

sQO onn 
Cf 3 . 3 1 

S ll o d S 
Cf 3 3 . X3 

S 7 d /IS 
Cf O iL . 3 3 

c no on 
V CJ , CJ u CJ 

$ 1 0 0 , 000 
V " O . * ! vJ 

$ 5 3 . 8 4 
9 / r r . r t O 

$ 8 2 . 7 3 
Cf ly iL . 3 1 

$ 1 0 3 . 1 9 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

subject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

siabject t o an annual deductible of $75 per Employee (one annual 

deduction per household). 

(c) ' The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject to standard 

p r o v i s i o n s of insurance p o l i c i e s between Eraployers and insurance 

corapanies. 

(d) A dispute between an eraployee (or his/her covered 

dependent) and the processor of clairas s h a l l not be subject to 
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the grievance procedure provided f o r i n the Agreeraent between 

the Eraployer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e t o q u a l i f i e d 

eraployees. The Employer raay o f f e r coverage under raore than one 

HMO. The eraployee's o p t i o n of s e l e c t i n g an HMO i s subject to 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreeraent'to the contrary. 

( f ) Where both husband and wife or other f a m i l y raerabers 

e l i g i b l e under one f a m i l y coverage are employed by the Eraployer, 

the Eraployer s h a l l pay f o r only one faraily insurance or f a m i l y 

health plan. 

(g) ' The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other tirae due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreeraent. 

(h) Consistent w i t h the terms of the Employer's e x i s t i n g 

Group Health Care Plan, and the a p p l i c a b l e r u l e s thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 

raa.xiraura of 12 weeks, subject to the terms of the Plan and any 

other a p p l i c a b l e p r o v i s i o n s of t h i s Agreement. Employees who are 

r e c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e to receive 

continued raedical coverage as provided under the terras of the 

Plan and i t s a p p l i c a b l e r u l e s . As a q o n d i t i o n of continued 
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medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees must raake a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terms of 

the Plan and i t s applicab l e r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the form of which raay include, but i s 

not l i r a i t e d t o , a COBRA no t i c e , a HIP/IA n o t i c e , a w r i t t e n 

coraraunication frora the Eraployer or i t s insurance c a r r i e r , or 

sorae other s i m i l a r advisory. 

Section '9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create maintain a J o i n t Labor Management 

Cooperation Committee ("LMCC") pursuant,to a p p l i c a b l e s t a t e and 

fe d e r a l Law. The purpose "of the LMCC i s t o research and make 

recoraraendations and decisions w i t h i n i t s a u t h o r i t y relateci t o 

the achieveraent of s i g n i f i c a n t and raeasurable savings i n the 

cost of eraployee health care during the term of t h i s Agreement. 

The Parties s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreeraent and Declaration of Trust ("Trust 

Agreeraent") contemporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 

of Chicago. Said Trust Agreement s h a l l be attached to t h i s 

Agreeraent as Appendix C. 

Section 9.3 
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The Trust Agreeraent s h a l l address, without l i r a i t a t i o n , the 

f o l l o w i n g : 

(a) Forraation of a Committee t o govern the LMCC c o n s i s t i n g 

of up to twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointment by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreement. 

(c) A u t h o r i t y of the LMCC t o make recommendations and 

mod i f i c a t i o n s i n the health plan expected t o r e s u l t i n savings 

and cost containment. 

(d) Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of th i s A r t i c l e , an "employee" s h a l l mean a 

City employee represented by signatory labor organizations of 

this Agreement. A "Coalition Union" raeans signatories to this 

Agreement which have executed a c o l l e c t i v e bargaining agreeraent 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design changes 

that w i l l r e s u l t i n estimated savings of at l e a s t $3 million (as 

calculated with respect to the Coalition Unions bargaining 

units) by 2020. The parties w i l l work through the LMCC to 
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identify changes that w i l l r e s u l t i n the required savings. I f , 

prior to January 1, 2020, the parties have not reached agreement 

upon the proposed changes, each party w i l l submit i t s offer of 

proposed changes and the amount proposed to be reduced, 

including the methodology for estimating the value of the 

proposed changes, to a mutually agreed upon arbitrator, who w i l l 

be limited to selecting either the City's or Coalition Unions' 

offer. The offer selected by the arbitrator w i l l be binding on 

the parties and on the LMCC. 

Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing t h e i r own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s in the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate con f i d e n t i a l i t y agreements necessary for the 

release of such information. The parties understand and agree 
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that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an employee's immediate f a m i l y , 

such eraployee s h a l l be e n t i t l e d t o a leave of absence up t o a 

raaxiraura of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out of 

I l l i n o i s and beyond the states contiguous t h e r e t o , the eraployee 

s h a l l be e n t i t l e d t o a raaximum of f i v e consecutive days. During 

such leave, an hourly employee s h a l l receive his/her regular 

s t r a i g h t time pay f o r such time as she/he i s required t o be away 

frora work during his/her r e g u l a r l y scheduled hours of work (not 

to exceed eight hours per day). Salaried employees s h a l l receive 

the leave of absence without a d d i t i o n a l corapensation. 

The eraployee's iraraediate f a m i l y s h a l l be defined as: 

raother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, b r o t h e r - i n - l a w , grandparents and grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the eraployee i s 

a court-appointed l e g a l guardian. The Employer may, at i t s 

option, require the eraployee t o subrait s a t i s f a c t o r y proof of 

death and/or proof of the. r e l a t i o n s h i p of the deceased t o the 

employee. 
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Section 10.2 M i l i t a r y Leave 

Any employee who i s a member of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Employer w i t h the C i t y Coraptroller. Any eraployee who i s a 

raeraber of the National Guard of the United States or of the 

State of I l l i n o i s and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g prograra or perforra other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed f i f t e e n (15) calendar 

days i n any calendar year, provided t h a t the employee deposits 

his/her railitary pay f o r a l l days compensated by the Eraployer 

w i t h the C i t y Coraptroller. Any r e s e r v i s t c a l l e d f o r a c t i v e duty 

on or a f t e r September 11, 2001, s h a l l be e n t i t l e d to f u l l s a l a ry 

and medical b e n e f i t s , provided t h a t paid leave s h a l l be 

conditioned upon payment of m i l i t a r y pay t o the Comptroller. The 

r i g h t to t h i s a d d i t i o n a l paid leave s h a l l a u t o m a t i c a l l y 

terrainate upon t e r m i n a t i o n of a c t i v e duty. Said paid leaves of 

absence s h a l l not reduce the employee's vacation or other leave 

b e n e f i t s . 
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Section 10.3 Jury Duty Leave/Siabpoena 

An employee who serves on a j u r y or i s subject t o a proper. 

subpoena (except i f the employee i s a p a r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the terra of 

such absence, provided t h a t the eraployee deposits h i s j u r y duty 

pay with the City Coraptroller. 
Section 10.4 Sick Leave 

Salaried—eraployees—whe—are—granted—paid—oick—leave—en—the-

execution—ef^—thio—Agreeraent—shall—continue—fee—rcccivo—fehe—same 

oick leave provisiono during the terra of t h i o Agrocraent,—oo long 

e s — h e / s h e — c o n t i n u e s — t o w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w e e 

receiving—oick—leave—afe—fehe—execution—ef—thio—Agrooracnt. This 

provioion—will—nefe—affect— a n y—accuraulated—oick—leave—eraploycco 

macy—have—afe—fehe—execution—e-f—thio—Agreeraent. An—eraployee—shall 

have—fehe—option—fee—use up to—eix—days—ei—sick—leave—per—year—fer^ 

fei^e—illness—of an—iraraediate—faraily raeraber. 

^Notwithotanding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and thereafter, said s a l a r i e d eraployees who receive paid sick 

time s h a l l accrue sick time at the rate of one (1) day for each 

month of employraent. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the C i t y ) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 

blood, step or half),'son or daughter (including blood, step or 

adopted), father-in-law, mother-in-law, daughter-in-law, son-in-



law, grandparents or grandchildren; or ( i i ) domestic partner or 

the domestic partner's mother, father, son or daughter 

(including blood, half, step or adopted), provided that the 

employee's domestic partner i s registered with the Department of 

Human Resources. In the event an employee experiences a serious 

health condition within the meaning of the Family Medical Leave 

Act,i-&—hospitalized, upon request of the eraployee, the Eraployer 

w i l l make available to said employee up to the f u l l araount of 

sick time the employee would have accrued for the reraainder of 

that calendar year as i f he/she were actively eraployed, in order 

to cover the absence resulting frora the serious health 

condition, hospitalization—and—rocovory. Upon his/her return to 

work, the eraployee w i l l begin to accrue sick tirae with the s t a r t 

of the next calendar year. The Eraployer reserves the right to 

require an employee to provide documentation of the i l l n e s s in 

question. 

Section 10.5 Personal Leave 

Non-probationary employees may apply f o r leave of absence 

without pay f o r personal reasons. The grant and du r a t i o n of such 

leaves s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. S e n i o r i t y 

s h a l l accuraulate f o r eraployees on said leaves. Eraployees who 

re t u r n from said leave s h a l l be r e i n s t a t e d t o t h e i r forraer job 

c l a s s i f i c a t i o n , i f the Eraployer deterraines i t i s vacant or i f i t 

i s then occupied by an employee w i t h lower s e n i o r i t y . I f the 

employee's former job i s not a v a i l a b l e because the employee 

would have been l a i d o f f i f the eraployee had not been on a leave 

of absence, the employee raay exercise s e n i o r i t y r i g h t s i n 
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accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreement. 

Bargaining u n i t eraployees who have corapleted t h e i r f i r s t 12 

raonths of eraployraent and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o faraily 

and raedical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: .. 

(1) f o r the b i r t h of an eraployee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placeraent w i t h the eraployee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) t o care f o r the eraployee's spouse, c h i l d or parent 

w i t h a serious h e a l t h c o n d i t i o n ; 

(4) due t o a serious h e a l t h c o n d i t i o n a f f e c t i n g the 

eraployee. 

Such leave s h a l l be without pay unless the employee 

deterraines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the eraployee's health care coverage s h a l l be raaintained 

and paid f o r by the employer, as i f the employee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee d e s i r i n g t o take leave under t h i s Section 

s h a l l provide reasonable advance noti c e t o the employer on a \ 
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form provided by the eraployer, which forra s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no l e s s than ten 

(10) days; and where advance notice cannot be provided, the 

eraployee s h a l l provide notice within 48 hours after the employee 

i s able to do so. Failure to provide the notice provided for in 

thi s Section s h a l l not affect the v a l i d i t y of the leave where 

the employer has actual notice. Except as may be s p e c i f i c a l l y 

stated in t h i s Agreement, employees s h a l l take leave provided 

for as permitted by the provisions of the Family Medical Leave 

Act, including i t s rules and regulations. Eraployees s h a l l have 

a right to return to their regular assignraent and location. 

Section 10.6 Duty D i s a b i l i t y Leave 

Any eraployee who i s absent frora work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l raail 

the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days upon 

r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving a u t h o r i t y . 

Subsequent payment f o r e l i g i b l e employees w i l l be made twice a 

raonth. I f duty d i s a b i l i t y i s denied, and such d e n i a l i s l a t e r 

reversed, the employee s h a l l be paid up t o date the amount the 

employee was e l i g i b l e to receive. Employees who r e t u r n from said 

leaves s h a l l be r e i n s t a t e d to t h e i r forraer job c l a s s i f i c a t i o n , 

i f i t i s vacant or i f i t i s then occupied by an employee w i t h 

lower s e n i o r i t y . I f the eraployee's forraer job c l a s s i f i c a t i o n i s 

not a v a i l a b l e because the employee would have been l a i d o f f i f 

the employee had not been on a leave of absence, the eraployee 
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raay exercise s e n i o r i t y r i g h t s i n accordance w i t h and subject td^ 

the l a y o f f , r e c a l l and break-in-service p r o v i s i o n s of t h i s 

Agreeraent. 

The Employer w i l l mail the i n i t i a l Duty D i s a b i l i t y payraent, 

within fourteen (14) days of the Employer's designated medical 

of f i c e r being advised by the eraployee or his physician of the 

occurrence of a job-related injury, provided that there' i s no 

dispute as to the eraployee's entitlement to Duty D i s a b i l i t y . 

Section 10.7 Medical Leave 

Non-probationary eraployees s h a l l be granted medical leaves 

of absence upon request. Said medical leaves of absence s h a l l be 

granted f o r up t o 3 months, provided said leaves s h a l l be 

renewable f o r l i k e ' 3-month periods. The employer may request 

s a t i s f a c t o r y proof of medical leaves of absence. A f t e r the f i r s t 

year, such raedical leaves s h a l l be extended i n up t o one-year 

segments. Employees on medical leaves of absence s h a l l r e t u r n t o 

work proraptly a f t e r t h e i r doctor releases them t o ' r e t u r n t o 

wor k. 

Employees who r e t u r n frora said raedical leaves of absence 

proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d to t h e i r forraer j o b / c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an eraployee of lower s e n i o r i t y . I n 

a d d i t i o n , the Employer w i l l r e t u r n an eraployee t o the same 

geographic l o c a t i o n of his or her previous job assignraent f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

employee's former job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the employee had not been on a leave 
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of absence, the eraployee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service p r ovisions i n t h i s agreeraent. 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requireraents s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) raonths of such reinstateraent 

r i g h t s f o r every year of service t o a raaximum of f i v e (5) years 

reinstatement r i g h t s . 

An eraployee who does not meet the above e l i g i b i l i t y 

requirements and who returns t o work proraptly a f t e r his/her 

doctor's release a f t e r raore than one year on a raedical leave of 

absence, s h a l l be -returned to his/her forraer job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accuraulate f o r eraployees on medical leaves 

of absence f o r only up t o one year. A f t e r one year, an eraployee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Eraployer s h a l l grant request f o r leaves of absence f o r 

up t o 2 eraployees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

duration of his/her appointment t o the Union, provided 

48 



reasonable advance n o t i c e i n w r i t i n g i s given t o the employer. 

While on such leave t o employee s h a l l not inc u r a break i n 

continuous service. An employee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 

Employees who r e t u r n frora Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n frora raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

i' 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during t h e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An einployee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 
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• Up to s i x (6) weeks paid maternity leave, to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 Disc i p l i n a r y Action 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded frora t h i s grievance procedure. Suspensions over'' 10 

days and discharges s h a l l be governed" e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

applic a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more raay be appealed t o a r b i t r a t i o n i n l i e u of the 
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Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted frora a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are rautually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any impropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l take 

place at reasonable times and places and s h a l l not commence 

u n t i l the Union r e p r e s e n t a t i v e a r r i v e s , provided t h a t the 

Eraployer does not have t o wait an unreasonable tirae and the 

Employer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An employee may be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said employee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

eraployee w i l l be given 30 days advance, notice of discharge, and 

has seven (7) days frora r e c e i p t of the noti c e t o appeal. I f the 

eraployee does not f i l e an appeal w i t h i n the seven (7) day 

period, the Eraployer may then remove the employee from the 

p a y r o l l . I f the employee appeals the di.scharge, the Personnel 
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Board s h a l l be requested t o set a hearing date w i t h i n the 30-day 

notice period and the employee s h a l l reraain on the p a y r o l l f o r 

the f u l l n o t i c e period, except i f p r i o r t o corapletion of the 30-

day n o t i c e period (1) the Hearing O f f i c e r a f f i r m s the discharge; 

or (2) the employee continues the discharge hearing; or (3) the 

eraployee withdraws h i s appeal or otherwise engages i n conduct 

which delays the corapletion of the hearing. However, i n no event 

raay the eraployee re q u i r e the eraployer t o r e t a i n the employee on 

the p a y r o l l beyond the 30-day period. The Union s h a l l have the 

r i g h t to have i t s representatives present at e i t h e r of the 

Board(s) or the grievance procedure, i n c l u d i n g a r b i t r a t i o n , and 

to a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i m i t e d t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l be 

administered as soon as p r a c t i c a l a f t e r the Employer has had a 

reasonable o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Eraployer i s 

not o b l i g a t e d to meet w i t h the eraployee and Union p r i o r t o 

ta k i n g d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable or 

i n eraergency s i t u a t i o n s . 

Deraotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be part of an eraployee's d i s c i p l i n e . 

In cases of o r a l warnings, the supervisor s h a l l inforra the 

eraployee t h a t she/he i s r e c e i v i n g an o r a l warning and the 
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reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

eraployee's iraraediate supervisor s h a l l raeet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 

the employee an o p p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

docuraents the eraployee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Eraployer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

r e v e r s a l of the Eraployer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer to pay back pay t o the eraployee. 

I n the event d i s c i p l i n a r y a c t i o n i s taken, the eraployee and 

the Union s h a l l be given, i n w r i t i n g , a stateraent of the reasons 

t h e r e f o r e . The eraployee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, which s h a l l be placed i n the eraployee's f i l e . The eraployee 

s h a l l have the r i g h t t o raake a response i n w r i t i n g which s h a l l 

becorae p a r t of the eraployee's f i l e . 

Any record of d i s c i p l i n e may be r e t a i n e d f o r a p eriod of 

time not to exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e.xists. A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i m i l a r offenses during 

said 18-month period. I f an employee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the case of promotions or t r a n s f e r s . 
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In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Eraployer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 30 

calendar days of the eraployer being made aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the terra "non-

egregious offense" s h a l l not include i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e - d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged eraployee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Employer w i l l pay the eraployee's reasonable attorney's fees 

which he or she has inc u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The employee s h a l l submit a post-appeal fee 

p e t i t i o n to the Eraployer, .which s h a l l be supported by f u l l 

documentation of the work perforraed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 

agree on the proper araount of the fees to be paid t o the 

5 4 



employee, e i t h e r p a r t y may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s agreeraent. 

Section 11.2 Procedure For Depar-tment Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1. Within f i v e (5) working days a f t e r an eraployee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not appealable t o the Personnel or Police Board, 

or i n t.he case of suspensions of 11 or raore days which raay 

be appealed t o a r b i t r a t i o n i n l i e u of the Police or 

Personnel Board upon the w r i t t e n request of the Union, the 

Employer s h a l l conduct a meeting w i t h the Union and 

employee. D i s c i p l i n e s h a l l be adrainistered as soon as 

possible a f t e r the Employer has had a reasonable 

op p o r t u n i t y t o f u r t h e r i n v e s t i g a t e the matter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 

meeting or f u r t h e r i n v e s t i g a t i o n , the eraployee raay request 

i n w r i t i n g t o the departraent head f o r review of said 

" d i s c i p l i n a r y a c t i o n on a form provided by the Employer. 

Said request f o r review s h a l l be i n w r i t i n g and submitted 

w i t h i n three (3) working days of r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review forra s h a l l be p r i n t e d on the 

back of or attached t o the n o t i c e or d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e t o submit a 

w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n w i t h i n 

three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the employee's r i g h t t o review. 
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step 2. Within three (3) working days or any mutually agreed 

upon extension a f t e r the department head or designee 

receives the eraployee's request f o r review, the department 

head or designee s h a l l conduct a raeeting t o review the 

suspension. F a i l u r e t o conduct said raeeting i n three (3) 

days w i l l r e s u l t i n automatic advanceraent t o Step 3 and the 

Union s h a l l so n o t i f y the Eraployer. At the meeting, the 

Department w i l l give the basis f o r i t s a c t i o n and the 

eraployee and Union re p r e s e n t a t i v e , i f any, w i l l be heard' 

and provided the o p p o r t u n i t y to ask questions. The 

department head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the meeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. The 

absence of such agreement or f a i l u r e t o decide and 

coraraunicate such decision w i l l r e s u l t i n automatic 

advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of sucih decision s h a l l be sent t o the 

eraployee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held between the departraent head or 

designee and the eraployee and the Union re p r e s e n t a t i v e to 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said raeeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 raeeting, unless otherwise agreed by the 

p a r t i e s . The department head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

meeting. A copy of such decision s h a l l be sent t o the 
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eraployee and the Union. I f the parties f a i l to meet within 

five (5) working days or a written decision i s not 

subraitted within two (2) working days, the appeal s h a l l 

automatically proceed to Step 4 and the Union s h a l l so 

notify the Employer. Except where otherwise indicated, the 

time l i m i t s set forth- herein are to encourage the prorapt 

reviews of said d i s c i p l i n a r y action and f a i l u r e to coraply 

with these tirae l i m i t s w i l l not affect the v a l i d i t y of the 

said d i s c i p l i n a r y action. This procedure s h a l l be the 

employee's exclusive reraedy for a l l said d i s c i p l i n a r y 

action, including suspension for ten (10) days or l e s s , or 

for suspensions of 11 days through 30 days which raay be 

appealed to arbitration in l i e u of the Personnel or Police 

Board upon the written request of the Union. 

Step 4. I f the raatter i s not settled in Steps 2 or 3, the 

Union raay submit the matter to arbitration under the terras 

of t h i s Agreeraent. The rules governing procedure for 

arbitration s h a l l be the same as in 11.3, Step I I I . 

Section 11.3 Grievances and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of 11.1 and 11.2 

above, a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r c a l l e d a 

grievance) between the Employer and the Union or any of the 

eraployees of the Eraployer' i t represents, a r i s i n g out of the 

circurastances or conditions of eraployraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the'" f o l l o w i n g manner. 
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There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the tirae l i r a i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or raatter n o ting 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless' said time l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s t o t h i s Agreeraent. 

F a i l u r e of the Eraployer t o answer a grievance w i t h the tirae 

l i m i t s herein s h a l l permit the Union t o advance the case t o the 

next step.' The Union w i l l be informed of and allowed t o be i n 

attendance at a l l grievance or d i s c i p l i n a r y hearings. The Union 

s h a l l send w r i t t e n n o t i c e t o the Departraent Head n o t i f y i n g 

him/her of automatic advancement t o the next Step. 

Before a formal grievance i s i n i t i a t e d , the employee may 

discuss the raatter w i t h his/her iraraediate supervisor. I f the 

problera i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - Immediate Supervisor 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by the Eraployer upon 

request, but i n the absence of such a form, employee pr the 

Union may subrait the grievance i n l e t t e r forra, w i t h i n 

twelve working days of e i t h e r the employee or the Union 

having knowledge of the event which gives r i s e t o the 

grievance. The employee or the Union w i l l i n d i c a t e what 
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Section and p a r t of the Agreement i s i n v i o l a t i o n , a b r i e f 

d e s c r i p t i o n of the f a c t s underlying the grievance, and the 

requested reraedy, and subrait the grievance t o the 

eraployee's iraraediate supervisor. I t i s understood t h a t i f 

the eraployee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l not 

t h e r e a f t e r f i l e any grievance concerning t h a t same issue 

w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, the 

iraraediate supervisor w i l l n o t i f y the eraployee and the Union 

i n w r i t i n g of the decis i o n . 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

Representative and/or the eraployee s h a l l have the r i g h t t o 

raake an appeal i n w r i t i n g t o the Department Head or the 

Department Head's designee w i t h i n seven (7) working days 

a f t e r the date of r e c e i p t of the decision or the date' i t 

was due under Step I , by the iraraediate supervisor. The 

narae of the Departraent Head's designee s h a l l be posted f o r 

eraployees i n areas where eraployee notices are normally 

posted and submitted t o the Union. F a i l u r e t o post and so 

n o t i f y the union w i l l permit immediate advancement t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working days of 

not i c e of f a i l u r e to post. 
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B. The Departraent Head or the Departraent Head's designee s h a l l 

meet w i t h the Union's re p r e s e n t a t i v e at l e a s t once each 

raonth to discuss a l l pending grievances t h a t have been 

advanced to. Step I I . The purpose of the Step I I meeting 

w i l l be f o r the Departraent and the Union t o share relevant 

inforraation and discuss t h e i r respective p o s i t i o n s w i t h 

respect t o each grievance pending at Step I I , and attempt 

to amicably resolve as many grievances as possible. The 

Departraent Head or the Department Head's designee s h a l l 

have the r e q u i s i t e a u t h o r i t y t o resolve grievances during 

the Step I I meeting. No grievances w i l l be discussed at 

raore than one Step I I raeeting, unless the C i t y and the 

Union rautually agree t h a t f u r t h e r meeting and discussion 

would be b e n e f i c i a l . Nothing i n t h i s paragraph s h a l l be 

' construed t o r e l i e v e the C i t y and the Union from t h e i r 

o b l i g a t i o n s t o otherwise process and respond t o grievances 

i n accordance w i t h t h i s A r t i c l e . 

C. The Department Head or the Departraent Head's designee w i l l 

n o t i f y the employee and Union i n w r i t i n g w i t h a copy t o the 

Union of his/her decision w i t h i n seven (7) working days of 

the corapletion of the Step I I meeting. The response to the 

grievance s h a l l s t a t e the Department's p o s i t i o n w i t h 

respect to the grievance together w i t h a b r i e f stateraent of 

the f a c t s and reason (s) supporting t h a t p o s i t i o n . 
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D. Any settleraent at Step I or I I s h a l l be binding upon the 

Eraployer, Union and the aggrieved eraployee or eraployees. 

Grievances raay be withdrawn without p r e j u d i c e at any step 

of the grievance procedure i f rautually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, the 

Union or the Employer may request f i n a l and binding 

a r b i t r a t i o n by serving w r i t t e n n o t i c e on the other w i t h i n 

• ten (10) working days from r e c e i p t of the Employer's Step 

I I d ecision or the date i t was due. 

F. , I f the grievance or a r b i t r a t i o n a f f e c t s raore than one 

employee, i t raay be presented by a s i n g l e selected eraployee 

representative of the group or class. A class a c t i o n s h a l l 

be i d e n t i f i e d t o the Employer at Step I or as soon as 

p r a c t i c a b l e . The r e s o l u t i o n of a grievance f i l e d on behalf 

of a group of employees s h a l l be raade a p p l i c a b l e t o a l l of 

the a f f e c t e d eraployees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

o b l i g a t e d to f o l l o w i n s t r u c t i o n s or orders of supervisors 

or the Employer, except where the c o n s t r u c t i o n or order i s 

so i n h e r e n t l y dangerous^ t o the eraployee t h a t i t could cause 

death or serious p h y s i c a l harra. The Eraployer agrees t h a t 

by f o l l o w i n g i n s t r u c t i o n s or orders the employee does not 

waive his/her r i g h t t o process the grievance. Refusal t o 
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f o l l o w i n s t r u c t i o n s or orders, s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - A r b i t r a t i o n 

I f the matter i s not s e t t l e d i n Step I I , the Union or the 

Eraployer, but not an i n d i v i d u a l employee or employees, may 

subrait the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e to the designated representative from the 

Employer's operating department, w i t h copies of the request t o 

the designated law department r e p r e s e n t a t i v e and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s rautually may 

agree, the Union s h a l l have the r i g h t t o convene a meeting w i t h 

the Employer's designated r e p r e s e n t a t i v e i n an attempt t o 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the matter to a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such meeting to resolve the 
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grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r p a r t y may subrait the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the r u l e s of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Eraployer and Union from mutually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted must agree as a whole t o 

coraraencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those tirae l i r a i t s must 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r to s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union- and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

require the production of p e r t i n e n t documents at the request of 

e i t h e r party. 

Each party s h a l l be responsible f o r compensating i t s own 

representatives and' witnesses. The cost of a t r a n s c r i p t s h a l l 
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be borne by the pa r t y requesting the r e p o r t e r unless the p a r t i e s 

agree to share such costs. 

An a r b i t r a b l e matter must involve the meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreeraent or a docuraent incorporated by reference t h e r e t o . The 

provisions of t h i s -Agreeraent and any other document incorporated 

by reference i n t h i s Agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o .amend, add t o , subtract frora, 

or change the terras of t h i s Agreeraent, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreeraent and 

apply thera t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o hira by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s to the dispute, 

i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. Advanced Grievance Step F i l i n g 

Certain issues which by nature are not capable of being 

s e t t l e d at a pr e l i r a i n a r y step of the grievance procedure, or 

which would become moot due t o the length of time necessary t o 
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exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the option 

of the Union at Step I I or Step I I I . 

B. Pertinent Witnesses And Inforraation 

The Union raay request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

frora the Employer and s u b s t a n t i a l l y p e r t i n e n t to the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and r u l e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . A Union r e p r e s e n t a t i v e , a 

gr i e v a n t , and Union steward w i l l be pe r m i t t e d a reasonable 

amount of time without loss of pay during working hours t o 

i n v e s t i g a t e and process grievances where t h i s does not 

s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t operation of the 

Department, provided t h a t representatives s h a l l observe the 

Employer's ^reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r perraission t o handle grievances on work time, i t 

being understood t h a t the operation of the Department' takes 

precedence unless there i s an eraergency, but such perraission 

s h a l l not be denied unreasonable. A reasonable number of 

employees may attend the meeting without loss of pay; such 

raeetings s h a l l be set by mutual agreeraent by the Eraployer and 

65 



the Union. Where the Eraployer d i r e c t s an eraployee t o report f o r 

a raeeting concerning a grievance at a time when the employee i s 

not scheduled t o work such time s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Eraployer, upon request of the 

Union representative, s h a l l provide the use of a roora and 

telephone, to discuss the grievance, subject t o the Eraployer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Eraployer and the Union raay rautually agree to submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l rautually s e l e c t an a r b i t r a t o r 

frora a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible frora the date the p a r t i e s agreed t o submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n d ecision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at le a s t q u a r t e r l y . 
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or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per raonth f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of D i s c i p l i n a r y Investigations 

Supplementing a l l r i g h t s and processes due eraployees 

covered by t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g raanner: 

A. The i n t e r v i e w of the eraployee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the eraployee i s on duty, 

or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l take 

place at the eraployee's l o c a t i o n of assignraent, norraal 

departraent l o c a t i o n or other appropriate l o c a t i o n . 

C. P r i o r to an i n t e r v i e w , the employee under i n v e s t i g a t i o n 

s h a l l be informed of the person i n charge of the 

i n v e s t i g a t i o n , the i d e n t i t y of the i n t e r v i e w e r and a l l 

persons present during the i n t e r v i e w . When a forraal 

statement i s being taken, a l l questions d i r e c t e d t o the 

employee s h a l l be asked by and through one i n t e r v i e w e r at a 

tirae. 
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D. The length of the i n t e r v i e w sessions w i l l be reasonable, 

w i t h reasonable i n t e r r u p t i o n s perraitted f o r personal 

n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l be 

inforraed of the nature of the raatters t o be discussed. 

F. An eraployee under i n v e s t i g a t i o n s h a l l not be threatened 

w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y ' a c t i o n , or 

proraised a reward, as an induceraent t o provide i n f o r m a t i o n 

r e l a t i n g t o the matter under i n v e s t i g a t i o n , or f o r 

ex e r c i s i n g any r i g h t s contained i n t h i s Agreement, 

provided, however, t h a t t h i s Section s h a l l not p r o h i b i t or 

prevent an accurate reading of the employee's 

ad r a i n i s t r a t i v e r i g h t s , or the im p o s i t i o n of d i s c i p l i n e i n 

accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l be provided without 

unreasonable delay w i t h a copy of any w r i t t e n stateraent the 

employee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 

employee, said eraployee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r t o the coramenceraent 

of the i n t e r v i e w . (2) I f the a l l e g a t i o n i n d i c a t e s t h a t 

c r i m i n a l prosecution may be probable against said employee, 

the provisions of t h i s Section s h a l l be i n a p p l i c a b l e and 

said employee w i l l be afforded h i s c o n s t i t u t i o n a l r i g h t s 

concerning s e l f - i n c r i m i n a t i o n p r i o r to the coraraenceraent of 

the i n t e r v i e w . An employee v j i l l not be read his/her 
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a d m i n i s t r a t i v e and Miranda r i g h t s during the sarae 

i n t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

employee who may be subject t o d i s c i p l i n e s h a l l have the 

r i g h t to be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be t o l d 

t h a t he/she has the r i g h t to Union repr e s e n t a t i o n before 

coramenceraent of the i n t e r v i e w . The i n t e r r o g a t i o n s h a l l be 

suspended u n t i l r e presentation can be obtained, provided 

the suspension i s not f o r an unreasonable tirae and the 

Employer does not have the i n t e r v i e w unduly delayed. 

J. The Employer s h a l l not corapel an eraployee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governmental agency r e l a t i n g t o any 

matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be used 

against an employee i n any fcrura adverse t o the eraployee's 
c, 

i n t e r e s t s . The Employer w i l l not r e q u i r e a polygraph 

exaraination i f i t i s i l l e g a l t o do so. I f an eraployee i s 

asked t o take a polygraph exaraination, he/she w i l l be 

advised i n w r i t i n g 24 hours p r i o r t o the a d m i n i s t r a t i o n of 

the examination. The r e s u l t s of any polygraph examination 

s h a l l be known to the employee w i t h i n one week. 

L. This Section s h a l l not apply tO:eraployee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l not 

be raade a v a i l a b l e t o the media during the course of an 

i n v e s t i g a t i o n u n t i l charges are f i l e d by the Eraployer and 
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the eraployee has the op p o r t u n i t y to respond t h e r e t o . I f an 

eraployee i s exonerated a f t e r the C i t y i n i t i a l l y inforraed 

the media of the charges against the employee, the C i t y 

w i l l raake t h a t f a c t a v a i l a b l e to the raedia where the 

eraployee requests i t . 

N. In the event t h a t d i s c i p l i n a r y a c t i o n i s taken against an 

eraployee, any a l l e g a t i o n s of v i o l a t i o n s ' of t h i s Section 

s h a l l be heard i n connection w i t h , and i n the same forum 

as, grievances which p r o t e s t said d i s c i p l i n a r y a c t i o n , 

except as provided i n paragraph 0(2) below. I f no 

d i s c i p l i n a r y a c t i o n i s brought against the eraployee 

f o l l o w i n g the conclusion of the Inspector General's 

i n v e s t i g a t i o n , no grievance concerning the conduct of the 

i n v e s t i g a t i o n s h a l l e x i s t . 

0. (1) Any evidence or info r r a a t i o n i n c l u d i n g eraployee 

stateraents t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section 11.4, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the employee, or i n the case of proraotions 

or t r a n s f e r s . 

(2)(a) Notwithstanding the pr o v i s i o n s of paragraph N 

above, at the option of the Union, a claira t h a t the 

Inspector General has v i o l a t e d the pr o v i s i o n s of t h i s 

Section may be raised i n a suppression hearing before a 

member of the permanent hearing panel l i s t e d herein, rather 

than i n the discip.l ina ry hearing as required i n paragraph N 

above. 
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(2) (b) (1) The Union raay exercise t h i s o p t i o n by n o t i f y i n g 

the employee's Department Head and the Employer's Law 

Departraent i n w r i t i n g not l a t e r than ten (10) calendar days 

before an a r b i t r a t i o n or the Personnel or Police Board 

hearing, i n accordance w i t h the foregoing p r o v i s i o n s of 

t h i s Agreement. The appeal s h a l l s p e c i f y the p a r t i c u l a r 

contract p r ovisions a l l e g e d l y v i o l a t e d , together w i t h a 

f a c t u a l suraraary of the conduct alleged t o have v i o l a t e d the 

Agreeraent. I t i s understood t h a t by e x e r c i s i n g t h i s o p t i o n , 

any and a l l tirae l i r a i t s set f o r t h i n Chapter 2-74-060 of 

the Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided- below. 

(2) (b) (2) Upon r e c e i p t of said n o t i c e , the p a r t i e s w i l l 

s e l e c t i n order of r o t a t i o n one of the three perraanent 

hearing panel members who are chosen as f o l l o w s . To be 

e l i g i b l e f o r service on t h i s panel, raerabers must be w i l l i n g 

to convene a suppression hearing w i t h i n t h i r t y (30) days of 

re c e i v i n g n o t i c e of h i s or her s e l e c t i o n . To select the 

i n i t i a l panel, or should any member of the panel resign or 

be removed upon mutual agreement of the p a r t i e s during the 

l i f e of t h i s Agreement, the p a r t i e s w i l l raeet t o reach 

agreement on new panel member who must be an a r b i t r a t o r 

l i s t e d w i t h the Federal Mediation and C o n c i l i a t i o n Service. 

I f no agreement can be reached, the Eraployer w i l l request a 

panel of seven (7) a r b i t r a t o r s frora FMCS, a l l of -whom must 

be members of the National Acaderay of A r b i t r a t o r s . 
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Thereafter, the p a r t i e s w i l l raeet t o s t r i k e naraes from the 

l i s t , w i t h the Employer s t r i k i n g f i r s t , u n t i l one narae 

remains, which person s h a l l be named to the panel. 

2 (c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the panel 

raeraber, or at such other time as the p a r t i e s may rautually 

agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l be l i m i t e d t o 

determining i f the Inspector General obtained evidence or 

statements i n v i o l a t i o n of paragraph 0(1) above, and i f 

such evidence should be suppressed. The a r b i t r a t o r s h a l l 

have no a u t h o r i t y t o r u l e on the raerits of any underlying 

d i s c i p l i n e or take any other a c t i o n beyond t h a t 

s p e c i f i c a l l y set f o r t h i n t h i s subparagraph. 

2 (d) The panel raeraber s h a l l render an expedited decision 

which s h a l l be f i n a l and binding upon the p a r t i e s . I t 

s h a l l not be subject t o c o l l a t e r a l a t t a c k i n any f u r t h e r 

d i s c i p l i n a r y proceeding i n v o l v i n g the employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o the 

contrary, no i n t e r v i e w by the Inspector General w i l l be 

conducted at a p o l i c e s t a t i o n or other c o r r e c t i o n a l 

f a c i l i t y unless the employee works at the p o l i c e s t a t i o n or 

c o r r e c t i o n a l f a c i l i t y , or i f the employee has been 

incarcerated f o r more than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 
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The Union agrees t h a t during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i r a i t e d t o 

syrapathy s t r i k e s and s t r i k e s t o p r o t e c t union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , -delays of work 

of any kind. 

Section 12.2 Union Ef f o r t s 

The Union agrees that . i t w i l l use i t s best efforts to 

prevent any acts forbidden in t h i s A r t i c l e and that in the event 

any such acts take place or are engaged in by any employee or 

group of employees in the Union's bargaining unit, the Union 

further agrees i t w i l l use i t s best efforts to cause an 

iraraediate cessation thereof. I f the Union iraraediately takes a l l 

necessary steps in good f a i t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclairaing such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved eraployees that the action was not 

called or sanctioned by the Union, in addition to instructing 

eraployees to iraraediately cease such a c t i v i t y , the Eraployer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 Di s c i p l i n e 

The Eraployer may terminate the employment of or otherwise-

d i s c i p l i n e any eraployee or eraployees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 No Lockout 
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The Eraployer w i l l not lock out bargaining u n i t employees 

during the terra of t h i s Agreeraent. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-monthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreeraent. The Union s h a l l indemnify, defend and hold the 

Eraployer harraless against any and a l l claims, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

act i o n taken or not taken by the Employer f o r the purpose of 

coraplying w i t h Sections. 13~'.l, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any such p r o v i s i o n s or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union to the Employer. 

The Employer s h a l l provide t o the Union w i t h i n t h i r t y (30) 

days name, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new employee h i r e d i n t o the Union's bargaining u n i t . 
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The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

The Eraployer s h a l l provide to the Union within t h i r t y (30) 

days narae, address, c l a s s i f i c a t i o n , rate of salary and starting 

date of any new eraployee hired into the Union's bargaining unit. 

Section 13.2 F a i r Share 

I t i s further agreed that 30 days after the l a t e r of the 

execution of the Agreeraent or the eraployee'-s date of hire, the 

Eraployer s h a l l deduct frora the earnings of eraployees who are not 

raembers of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions to the Union at the sarae tirae 

that the dues check-off i s remitted. I t i s understood that the 

amount of deductions frora said non-raeraber bargaining unit 

eraployees w i l l not exceed the regular raonthly union dues and 

represents the eraployee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract adrainistration and pursuing raatters 

affecting wages, hours and other conditions of employment. 

Section 13.3 Right of Non-Association 

Nothing i n t h i s Agreeraent s h a l l be i n c o n s i s t e n t w i t h 

Section 6(g) of fhe I l l i n o i s Public Labor Relations Act i n 

p r o t e c t i n g the r i g h t of non-association of employees based upon 
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the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are raerabers. 

Section 13.4 Condition of Employment 

Each eraployee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a raeraber of the Union, and each eraployee who becoraes a member 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of eraployraent, maintain 

his/her raerabership i n the Union during the term of t h i s 

Agreeraent. Any present eraployee who i s not a member of the Union 

s h a l l , as a c o n d i t i o n of employraent, be required t o pay a f a i r 

share (not t o exceed the araount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and cont r a c t a d m i n i s t r a t i o n . 

A l l employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not made a p p l i c a t i o n f o r membership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreement or t h e i r h i r e date, t o pay a f a i r sha.re of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other c o n d i t i o n s 

of eraployment. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Eraployer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Employer raakes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Eraployer changes a job t i t l e without 

s u b s t a n t i a l l y changing the duties of the job, the Union w i l l 

r e t a i n i t s e x i s t i n g j u r i s d i c t i o n over the new job t i t l e . The 
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Eraployer w i l l not perraanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the mutual 

agreement of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue t o be 

performed by said employees; except where non-unit employees 

have i n the past perforraed u n i t work, or i n eraergencies, t o 

t r a i n or i n s t r u c t eraployees, t o do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , t o do t r o u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where eraployees 

do not report t o work because of vacations, or other absences or 

tardin e s s , or f o r personal reasons during the course of the day, 

or because a l l of the eraployees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o coraplete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not .perforra 

the work of said eraployees. For example, i f an E l e c t r i c a l 

Mechanic i s on vacation, a Carpenter s h a l l not be assigned as a 

replacement e l e c t r i c a l Mechanic. • The Employer s h a l l not 

a r b i t r a r i l y extend the period of any eraergency beyond the need 

f o r t h a t eraergency. 

Notwithstanding the foregoing, i t i s understood that i t 

s h a l l not be a v i o l a t i o n of t h i s Agreement i f the f o l l o w i n g 

functions are performed by raerabers of raanageraent, regardless of 

whether they are also perforraed by the bargaining u n i t : (a) crew 

assignment and scheduling; (b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; 

(d) ordering of equipraent and raaterials frora vendors. Nothing 
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herein s h a l l deprive merabers of the bargaining unit of the right 

to perforra h i s t o r i c a l and t r a d i t i o n a l unit' work; nor s h a l l the 

City lay-off a bargaining unit employee for the purpose of 

replacing that person with a meraber of raanageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance clairaing t h a t 

the Employer has v i o l a t e d the terms of t h i s Agreement by 

assigning c e r t a i n work t o C i t y eraployees represented by another 

union, or where the Eraployer receives a grievance from another 

union p r o t e s t i n g the assignraent of work t o eraployees covered 

under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d union ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

subraitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n to the Eraployer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the provisions of t h i s Section s h a l l apply 
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t o t h a t claira as w e l l . A l l p a r t i e s to the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claira and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding deterraine t h a t the Eraployer's reassignraent 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreeraent, 

thereby r e q u i r i n g the Eraployer t o coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perform the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Employer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the pr o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of - t h i s 

Agreeraent, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l select the a r b i t r a t o r . The Eraployer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t to f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignraent 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d union ( s ) . No other evidence or testimony sha'll be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s to the dispute s h a l l seek 
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review of th a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any time. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded t o a l l eraployees of the Employer without change during 

the terra of t h i s Agreement.• 

The Employer w i l l make contributions, on a dol l a r - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximiim t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the to t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing their own re t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s i n the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-
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Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Rules of Conduct 

When the Employer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

Eraployees to d i s c i p l i n e , the Employer s h a l l transmit four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Eraployer w i l l meet with the Union within twenty (20) calendar 

days of the receipt of the proposals to receive the Union's 

comments. Absent an eraergency, the Employer w i l l not impleraent 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Eraployer. No such, changes or additions s h a l l 

be irapleraented without prior publication and notice to the 

affected Eraployees. 

Section 14.6 Safety 

(a) The Eraployer s h a l l provide a safe and h e a l t h f u l 

working environraent f o r eraployees covered by t h i s agreement 

i n c l u d i n g i n accordance w i t h a p p l i c a b l e f e d e r a l and st a t e 



occupational safety and health laws, and s h a l l maintain i n good 

and safe working c o n d i t i o n a l l equipment necessary f o r the safe 

and proper performance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t s a f ety 

committee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union and s i x (6) representatives of 

the Eraployer. The purpose of the coraraittee s h a l l be t o discuss, 

exaraine and t o raake recoraraendations concerning occupational 

safety and health issues a f f e c t i n g eraployees. A l l 

recoramendations of the coraraittee w i t h respect t o safety and 

health issues s h a l l be subraitted i n w r i t i n g t o the appropriate 

Department Head w i t h a copy t o the Union and the D i r e c t o r of 

Labor Relations. The Departraent Head s h a l l proraptly issue a 

w r i t t e n response t o the coraraittee as t o the Department's views 

regarding the committee's recommendations. 

The p a r t i e s may decide, from time t o time, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Department(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d employee(s). The Departraent 

safety personnel w i l l meet and confer w i t h a r e p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and report back t o the 

Coraraittee on any decisions or recommendations concerning thera. 

(c) The j o i n t safety comraittee s h a l l meet at l e a s t once a 

month, or otherwise by rautual agreement. 

(d) The p a r t i e s agree and understand t h a t i f an employee 

i s faced w i t h an unsafe working c o n d i t i o n , the eraployee i s 

required to perform the ' task i n question unless the employee's 
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performance of an assigned task, presented the strong l i k e l i h o o d 

of s u b j e c t i n g the eraployee t o irarainent danger of death or 

serious i n j u r y . I f the eraployee, w i t h no reasonable 

alternative, refuses in good f a i t h to perform that task and 

expose himself to that dangerous condition, he w i l l not be 

subject to d i s c i p l i n e . In order to avoid d i s c i p l i n e under thi s 

paragraph, the condition raust be of such a nature t-hat a 

reasonable person, under the circurastances, would conclude that 

there i s a real, substantial, and irarainent danger of death or 

serious injury. In addition, the eraployee raust also have sought 

from the Eraployer, and have been unable to obtain, correction of 

the situation before refusing to perforra the task in question. 

Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimtim, the following information: 

• Payroll period 

• Payroll Number 

• Employee ntimber 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 
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This infoirmation w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the safety and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r m a t i o n , en—a raonthly b a s i s — a — b a r g a i n i n g — u n i t 

report—ei—current—active—oraploycco,—fehe—list—fee—include—employee 

name, address, s o c i a l — o o c u r i t y — n u m b e r , t i t l e , p a y—ochcdule, 

g r a d e , — c u r r e n t — p a y — r a t e , — s t a t u s , — c o n t i n u o u o — o c r v i c e — d a t e , — t i m e 

i n t i t l e , — d a t e — o f birth,—race—and oex. 

The—Employer—shall—also—provide—fee—fehe—Union—en—a—monthly 

basis a— b a r g a i n i n g — u n i t a c t i v i t y r e p o r t e i current a c t i v e 

e m p l o y e e s — t h a t — w i l l l i s t — C a r e e r — S e r v i c e — R e t i r e m e n t s ; Carocr 

Se r v i c e — R e s i g n a t i o n s ; Career Service Discharges; Non-Carccr 

Service Terrainations; Loavco e i Aboonco; Suopenoiono; 

Reinstateraent s;—Reappointracnto;—Transfers—(change—ei—departraent 

end change ef p a y r o l l ) ; Appointracnto (which also includes 

proraotions and deraotions);—and Deaths. 

Each—month—fehe—Employer—vjill—provide—fee—fel^e—Union—fehe 

current—raonth ' o — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d — f e h e — u p d a t e d 

report—frora the previous raonth. 

Section 14.8 F i l l i n g of Permanent Vacancies 

The Employer s h a l l deterraine i f there i s a perraanent 

vacancy to be f i l l e d , and at any time before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 

Employees w i t h i n a department who desire a change i n 

s h i f t , day o f f group or 'work l o c a t i o n of t h e i r job assignment 
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s h a l l request such change i n w r i t i n g on the Employer's forra. 

When f i l l i n g a vacancy, the Employer s h a l l s e l e c t the most 

senior employee i n the job c l a s s i f i c a t i o n i n the departraent who 

has such a request on f i l e , provided the eraployee has the 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . 

Employees raay f i l e such requests i n December f o r the period 

beginning i n January and continuing through June of the 

f o l l o w i n g year and i n June f o r the period beginning i n July and 

continuing through December. Employees accepting a t r a n s f e r 

s h a l l be allowed one such t r a n s f e r only i n any s i x (6) month 

period. 

When f i l l i n g vacancy and there are no said employees who 

have requests on f i l e , the Employer s h a l l s e l e c t the employee i n 

the job c l a s s i f i c a t i o n i n the department frora the r e c a l l or 

reinstateraent l i s t , i f any, i n accordance w i t h the r e c a l l 

procedures i n t h i s Agreeraent. 

When f i l l i n g a vacancy and there are no said eraployees who 

have requests on f i l e and no e l i g i b l e eraployees on said l i s t s , 

the Eraployer s h a l l post the vacancy for 14 days. The Employer 

w i l l post vacancy vacancies e l e c t r o n i c a l l y on the City of 

Chicago CAREERS website. A copy of the posting w i l l be provided 

to the Union at l e a s t 72 hours prior to the electronic posting. 

Said vacancies s h a l l be posted announcements for fourteen (14) 

days on the CAREERS WEBSITE. ihe posting e i an Eraployer 

dotcrmincd—pcrmiancnt—vacancy—shall—be—en—fehe—bulletin—boards—ai 

e a c h — E r a p l o y o r — p h y s i c a l — s i t e — i n — f e h e — D e p a r t r a e n t — a - n d — a f e — o t h e r 



b a r g a i n i n g — u n i t — l o c a t i o n s — s p e c i f i c a l l y — i d e n t i f i e d — e n d — . r e q u e s t e d 

by—fehe—Union—fer—such posting (s) . The, u n i o n — s h a l l — r e c e i v e — n o t i c e 

ei—ouch—pooting—afe—loaot—ene—(-t)—da-y—prior—fee—fehe—opening—ei 

ouch posting. 

The p o s t i n g s h a l l contain a t l e a s t the f o l l o w i n g 

i n f o r m a t i o n : job t i t l e , q u a l i f i c a t i o n s , days o f f , s h i f t , hours, 

work l o c a t i o n , i f known, and the r a t e of pay. The p o s t i n g s h a l l 

also i d e n t i f y the niimber of p o s i t i o n s t o be f i l l e d . I f the 

number t o be f i l l e d changes, the Employer s h a l l promptly n o t i f y . 

P r i o r t o the commencement of the s e l e c t i o n process, the employer 

w i l l provide the Union w i t h a l i s t of q u a l i f i e d b i d d e r s -

Q u a l i f i e d bargaining u n i t employees s h a l l be given an equal 

op p o r t u n i t y t o b i d on jobs which are declared vacant by the 

Employer. The Eraployer s h a l l select the raost q u a l i f i e d 

a p p l i c a n t , provided t h a t employee applicants s h a l l have 

preference over., non-eraployee a p p l i c a n t s , unless the non-eraployee 

applicants have deraonstrably greater s k i l l and a b i l i t y to 

perforra the work required. Where applicants are r e l a t i v e l y 

equally q u a l i f i e d , the Eraployer s h a l l select the raost senior 

eraployee. The Eraployer s h a l l deterraine whether applicants are 

" r e l a t i v e l y equally q u a l i f i e d " based upon such evidence as 

perforraance evaluations, experience, t r a i n i n g , proven a b i l i t y 

and s i r a i l a r c r i t e r i a . 

" S e n i o r i t y " s h a l l raean f o r purposes of t h i s Section, the 

employee's continuous service i n bargaining u n i t t i t l e (s) . 
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Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information siammary, and h i r i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such doc\aments to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

The successful bidder f o r any job under t h i s Section s h a l l have 

an evaluation period, not t o exceed s i x t y (60) days, t o 

demonstrate t h a t he or she can perform the job. I f the Employer 

has j u s t cause based upon the eraployee's job performance at any 

time during t h a t period t o believe t h a t the successful bidder 

cannot perform the job, then the successful bidder s h a l l be 

returned to the job he/she held j u s t p r i o r t o the awarding of 

the b i d , d i s p l a c i n g , i f necessary, any employee who has been 

placed i n t o said job. 

Section 14.9 Subcontracting 

The Employer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or employer who 



i s not i n compliance w i t h the area standards established under 

and pursuant to the formula used by the United States Department 

of Labor i n administering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

no t i c e s h a l l be i n w r i t i n g and s h a l l contain the narae and 

address of the party who w i l l perform the work, a d e s c r i p t i o n of 

the work t o be performed and any other relevant data t o enable 

the Union t o determine compliance w i t h t h i s Section. I n the 

event such p a r t y i s deterrained not t o be i n corapliance w i t h the 

said area standards, the Eraployer s h a l l w i t h h o l d payouts and 

s h a l l not contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Eraployer receive a w r i t t e n and 

enforceable assurance of corapliance. 

In the event t h a t the Employer deterraines t o subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Departraent, or other departments, as the case raay 

be, i n t h a t order, provided the l a i d o f f eraployees have the then 

present a b i l i t y to perform the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable araount of o r i e n t a t i o n to allow hira or her to perforra 

the work. 

Prio r t o sub-contracting of bargaining u n i t work, the 

Eraployer, the Union, and the proposed sub-contractor s h a l l raeet 



t o discuss the eraployment of employees subject t o l a y o f f . During 

t h a t meeting the Employer w i l l request and urge t h a t the sub

cont r a c t o r h i r e l a i d o f f eraployees. 

Section 14.10 Automobile Reimbursement 

Eraployees who are required by the Eraployer t o use t h e i r own 

autoraobiles i n the perforraance of t h e i r job s h a l l receive 

mileage reimbursement at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a maxiraura of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreeraent, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraura reiraburseraent w i l l 

increase t o $350.00 per raonth. E f f e c t i v e February 1, 2008, the 

maximum reimburseraent w i l l increase t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the raaximum reimburseraent w i l l 

increase t o $550.00 per month. Thereafter, the maximum 

reimburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consuraer Price Index f o r A l l Urban Consuraers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking raileage. reiraburseraent 

raust subrait t h a t request on a form provided by the Employer. 

Payraent f o r raileage expenses w i l l be raade on a raonthly basis. In 

the event t h a t during the l i f e of t h i s Agreeraent the Employer 

s h a l l implement f o r any group of employees an automobile expense 
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reimbursement prograra which i s more favorable t o employees than 

the p r o visions of t h i s paragraph, upon not i c e frora the Union, 

the Eraployer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new prograra t o eraployees 

covered by t h i s Agreement. 

Upon request by e i t h e r p a r t y raade no e a r l i e r than January 

1, 2010, the p a r t i e s s h a l l raeet t o discuss any proposed changes 

to t h i s Section 14.10. 

Section 14.11 Employee Development and Training 

(a) Employees s h a l l be granted reasonable araount of leave 

without loss of pay t o attend p r o f e s s i o n a l raeetings which the 

Eraployer deterraines are r e l a t e d t o t h e i r eraployraent w i t h the 

C i t y , unless an employee absence would i n t e r f e r e w i t h the 

operating needs of the Employer. Such requests s h a l l not be 

unreasonably denied. 

(b) Employees may, w i t h the w r i t t e n consent of the 

Department Head or his/her designee, adjust the employee's 

schedule to perrait attendance at courses of i n s t r u c t i o n . Such 

consent s h a l l not be unreasonably denied. 

(c) Eraployees required by the Eraployer t o attend t r a i n i n g 

courses of serainars s h a l l have tirae i n attendance at such 

meetings paid at the appropriate r a t e of pay and s h a l l be 

reimbursed f o r costs i n c u r r e d by such attendance, subject t o the 

cost reimburseraent rules of the Eraployer. The Eraployer raay 

request proof of attendance and the .costs i n c u r r e d . 
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T r a i n i n g courses of seminars t o meet f e d e r a l , s t a t e or 

county mandated p r o f e s s i o n a l requirements s h a l l not be covered 

under t h i s Section, except t h a t current p r a c t i c e as t o paid tirae 

and course reiraburseraent f o r courses or seminars t o meet 

f e d e r a l , s t a t e or county p r o f e s s i o n a l standards s h a l l not be 

diminished during ithe term of t h i s Agreement. I f the Eraployer 

observes and has reasonable cause t o believe the eraployee has a 

raedical c o n d i t i o n or s i g n i f i c a n t l i r a i t a t i o n t h a t prevents the 

employee from being able t o perform the e s s e n t i a l d u t ies of the 

p o s i t i o n , an employee raay be sent f o r a Fitness f o r Duty 

examination at the Employer's' sole expense. 

I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's physician 

c e r t i f i e d t h a t the eraployee i s f i t f o r duty, the employee raay 

e l e c t or Employer may re q u i r e the employee, et the Eraployer's 

sole expense, t o be subject an independent medical examination 

("IME") t o deterraine i f the employee i s f i t f o r duty. .The Union 

s h a l l select an examining independent physician who w i l l conduct 

the IME from a l i s t of at l e a s t three physicians w i t h the 

appropriate medical s p e c i a l t y who have su c c e s s f u l l y corapleted 

the City's procureraent process and are on a l i s t of approved 

vendors. The determination of the independent physician and the 

IME s h a l l be f i n a l and binding. The Employee s h a l l execute a l l 

HIPAA waivers and other forms necessary i n " order t o permit 
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access t o a l l medical records r e l a t e d t o his/her c o n d i t i o n , and 

the C i t y s h a l l agree t o secure and raaintain the c o n f i d e n t i a l 

nature of a l l medical records obtained through the process. 

Section 14.12 Fitness f o r Duty 

I f the Employer observes and has reasonable cause t o 

be l i e v e the employee has a medical c o n d i t i o n or s i g n i f i c a n t 

l i m i t a t i o n t h a t prevents the employee from being able t o perform 

the e s s e n t i a l d u t i e s of the p o s i t i o n , an employee may be sent 

f o r a Fitness f o r Duty examination a t the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's p h y s i c i a n 

c e r t i f i e d t h a t the employee i s f i t f o r duty, the employee may 

e l e c t or Employer may r e q u i r e the employee, a t the Employer's 

sole expense, t o be subject t o an independent medical 

examination ("IME") t o determine i f the employee i s f i t f o r 

duty. The Union s h a l l s e l e c t an examining independent p h y s i c i a n 

who w i l l conduct the IME from a l i s t of a t l e a s t three 

physicians w i t h the appropriate medical s p e c i a l t y who have 

su c c e s s f u l l y completed the Cit y ' s procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and b i n d i n g . 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order t o permit access t o a l l medical records 
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related to his/her condition, and the City s h a l l agree to secure 

and maintain the confidential nature of a l l medical records 

obtained through the process. 

ARTICLE 15 
LAYOFF AND RECALL 

Section 15.1 

P r o v i s i o n a l appointees and probationary employees w i t h less 

than n i n e t y (90) days of service s h a l l be terminated p r i o r t o 

the l a y o f f of Career Service employees. Probationary employees 

w i t h more than 90 days of service s h a l l be l a i d o f f f i r s t . 

Thereafter, the l e a s t senior eraployee i n the a f f e c t e d job 

c l a s s i f i c a t i o n s h a l l be. l a i d o f f f i r s t , provided the a b i l i t y , 

q u a l i f i c a t i o n s t o perform the required work, and the eraployee's 

job performance are equal among the other employees i n the job. 

" S e n i o r i t y " s h a l l mean, f o r purposes of t h i s Section, the 

employee's-continuous service i n bargaining u n i t t i t l e ( s ) . A 

l a i d - o f f employee may displace (burap) the l e a s t senior eraployee, 

i f any, i n the most recent lower job t i t l e the eraployee t o be 

l a i d o f f has held, provided the eraployee t o be l a i d o f f has the 

then present a b i l i t y t o perforra the job to the Employer's 

s a t i s f a c t i o n without f u r t h e r t r a i n i n g . Employees s h a l l be 

r e c a l l e d i n the reverse order they were l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

In the event any ei—fehe p r o v i s i o n e of t h i s Agreeraent 

s h a l l be or becorae i n v a l i d or unenforceable by reason of any 
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f i n a l and b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or 

State Law or Local Ordinance now e x i s t i n g or h e r e i n a f t e r 

enacted, such i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t 

the reraainder of the provisions hereof, which s h a l l remain i n 

f u l l f o r c e and e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n 

s h a l l be s\abject t o r e - n e g o t i a t i o n by the Pa r t i e s w i t h i n a 

reasonable p e r i o d of time . ihe—parties—agree—fee—raeet—and—adopt 

revised which would be—in conforraity w i t h the—law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

Union Stewards The Union w i l l advise the Employer i n 

w r i t i n g , of the names of the Stewards i n each department or area 

agreed upon w i t h the Eraployer and s h a l l n o t i f y the Employer 

promptly of . any changes. Stewards w i l l be permitted t o handle 

and process grievances r e f e r r e d by employees at the appropriate 

steps of the grievance procedure during norraal hours, without 

the loss of pay, provideci t h a t such a c t i v i t y s h a l l not exceed a 

reasonable period of tirae, or unreasonably i n t e r r u p t the work of 

eraployees. Stewards s h a l l n o t i f y t h e i r iraraediate supervisors i n 

advance of t h e i r i n t e n t i o n to handle and process grievances. 

Supervisors raay not unreasonably withhold perraission • t o the 

stewards t o engage i n such a c t i v i t i e s . 

Eraployees a c t i n g as Union Stewards s h a l l not be 

discrirainated against nor be t r a n s f e r r e d frora t h e i r job 

c l a s s i f i c a t i o n s or departraents because of t h e i r a c t i v i t i e s on 
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behalf of the Union. Any t r a n s f e r s of Union Stewards from t h e i r 

job c l a s s i f i c a t i o n s or departments, other than i n an emergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 

Section 17.2 Union Rights 

The Union s h a l l have the right and responsibility to 

represent the interests of a l l employees in the Unit, to present 

i t s views to the City on raatters of concern, either o r a l l y or in 

writing, and to consult and be consulted with, in respect to the 

forraulation, development and irapleraentation of p o l i c i e s and 

prograras affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during norraal working hours, t o enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing c o n d i t i o n s under 

which eraployees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l tiraes be conducted.- i n a 

manner so as not t o i n t e r f e r e w i t h normal operations. The 

Employer raay be able t o change or set rules of access, provided 

t h a t any change i n current p r a c t i c e s must be reasonable and 

subject t o the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services t o i t s c i t i z e n s i n a safe and econoraic raanner. The 
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p a r t i e s t o t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a d e l e t e r i o u s e f f e c t on the h e a l t h and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

C i t y and the eraployees under t h i s Agreeraent serve. Furthermore, 

the econoraic cost of p r o v i d i n g health care services t o eraployees 

who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 

The Employer and the Union maintain a strong coraraitraent t o 

p r o t e c t people and property, and t o provide a safe working 

environraent. To t h i s end, the eraployer has also e s t a b l i s h e d i t s 

c o n f i d e n t i a l Employee Assistance Prograra f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreeraent urge eraployees who have such 

probleras t o u t i l i z e the Program's services. 

To maintain a workplace which provides a safe and h e a l t h 

work environment f o r a l l employees, the f o l l o w i n g drug and 

alcohol prograra i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

eraployee on the job or the preraises of the Eraployer. 

(c) Employer Premises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other vehicles 
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owned, leased or used by the Employer as job s i t e s or work 

l o c a t i o n s and over which the Employer has a u t h o r i t y as employer. 

(d) Employee: a l l persons covered by t h i s Agreeraent. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage t o 

property t o which an eraployee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

( f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

eraployee, i n c l u d i n g but not l i r a i t e d t o noticeable irabalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the eraployee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any raental, eraotional, sensory or 

phy s i c a l impairment due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

saraple, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e raanner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l eraployees raust report t o work i n a ph y s i c a l 

c o n d i t i o n t h a t w i l l enable them "to perform t h e i r jobs i n a safe 

manner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they report to work under the i n f l u e n c e of 

drugs and/or alcohol. 
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(b) When, based upon - the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an eraployee i s under the influence' of a ' p r o h i b i t e d substance, 

the Eraployer s h a l l have the r i g h t t o subject t h a t eraployee t o a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

employee raay be placed on a d r a i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the eraployee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Eraployer w i l l terrainate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs or 

alcohol while on duty and on the Employer's 

premises; 

( i v ) are found i n possession of a l c o h o l , drugs or drug 

paraphernalia, or are found s e l l i n g or 

d i s t r i b u t i n g drugs or drug paraphernalia, on the 

Employer's preraises. 

(c) A l l adverse eraployraent a c t i o n taken against an 

eraployee under t h i s prograra s h a l l be subject t o the grievance 

and a r b i t r a t i o n procedures of t h i s Agreeraent. 

Section 18.4 Drug and Alcohol Testing 

(a) The Eraployer raay require drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be adrainistered i n the event t h a t two 

supervisors have reasonable cause to believe t h a t an eraployee 
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has reported t o work under the in f l u e n c e of or i s at work under 

the i n f l u e n c e of drugs or alcohol. 

( i i ) a t e s t raay be required i f an eraployee i s involved 

i n a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t may be required as part of a follow-up t o 

counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up t o a one 

year period. 

(b) Employees to be te s t e d w i l l be required t o sign a 

consent forra and chain of custody forra, assuring proper 

docuraentation and accuracy. I f an eraployee refuses t o sign a 

consent forra a u t h o r i z i n g the t e s t , he or s h e l l w i l l be subject 

t o t e r r a i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and raay consist of e i t h e r blood or urin e t e s t s , or both. 

The Employer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of other . c l i n i c a l 

t e s t i n g . 

(d) . Laboratory t e s t i n g procedures w i l l conform t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g prograras, dated A p r i l 11, 1988 and as may 

be amended here a f t e r by the relevant agency of the Departraent of 

Health and Human Services. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they raay be araended) s h a l l be regarded as 
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" p o s i t i v e , " and' s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the i n f l u e n c e of drugs. 

( f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the i nfluence of a l c o h o l . 

(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Eraployer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Coraraissioner of- Personnel or h i s designee i n the manner t o be 

prescribed by the Comraissioner. The a pplicant or incurabent s h a l l 

be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The Commissioner 

w i l l inforra the applicable department head of any employee who 

t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n w i l l i n i t i a t e 

d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as to allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at his or her expense, to be 

r e t e s t e d by the sarae or other l a b o r a t o r y s a t i s f a c t o r y to the 

Coramissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said sample to the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t saraple, or t o preserve such sample, t o 
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allow f o r r e t e s t i n g , s h a l l not a f f e c t the reraoval frora 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any eraployee. 

( j ) No l a b o r a t o r y re p o r t or t e s t r e s u l t s s h a l l appear i n 

the incurabent's personnel f i l e unless they are p a r t of a 

personnel a c t i o n under t h i s prograra, but s h a l l be placed i n a 

special locked f i l e maintained by the Comraissioner of Personnel, 

except as such d i s c l o s u r e raay be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

problera before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

may p a r t i c i p a t e i f they wish i n the v o l u n t a r y Employee 

Assistance Prograra. This A r t i c l e w i l l not dirainish any languages 

to the contrary i n any other C o a l i t i o n Union Agreeraent. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i r a i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

101 



and training programs and to provide expanded post-

apprenticeship and training employraent opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreeraent with the City of 

Chicago, the Parties s h a l l enter into a suppleraental meraorandura 

of understanding regarding the structure, irapleraentation, 

raonitoring and enforceraent of t h i s I n i t i a t i v e . Said raemorandum 

s h a l l be attached to this Agreeraent as Appendix G. 

Section 19.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A commitment by each C o a l i t i o n Union t o e s t a b l i s h or 

otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 
i 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n t o f i l l at l e a s t 

100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h CPS 

students, graduates or former students w i t h a GED and/or C i t y 

College students and graduates by June 30 of each year of t h i s 

Agreeraent. 

b. A coramitraent by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges of 

Chicago and External Contractors to prepare CPS and C i t y 

Colleges students to enter Union apprenticeship and t r a i n i n g 

programs. In p a r t i c u l a r , the C o a l i t i o n and the C i t y w i l l 

cooperate w i t h the Chicago Public Schools, C i t y Colleges of 

Chicago and External Contractors t o p u b l i c i z e a v a i l a b l e b u i l d i n g 
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and trades apprenticeship and t r a i n i n g programs and subsequent 

careers; t o consider e s t a b l i s h i n g t r a i n i n g prograras as 

appropriate; and t o expand post-apprenticeship and t r a i n i n g 

employment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor t o 

oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps to f u l f i l l the commitraents set f o r t h i n t h i s 

A r t i c l e and supplemental meraorandura attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terras of t h i s Agreeraent s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of " Chicago and 

concurrent adoption i n ordinance, form. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l reraain i n f u l l force 

and e f f e c t frora said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o r a a t i c a l l y renew i t s e l f frora year t o 

year unless at le a s t 60 days and not raore than 120 days p r i o r t o 

the terraination date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M ail, r e t u r n r e c e i p t 

requested, of a desire to araend, add t o , subtract frora, or 

terrainate t h i s Agreement. 
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I n the event such notice of a desire t o amend, add t o , or 

subtract from the terras of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

t o agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreeraent 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreeraent. The notices r e f e r r e d t o s h a l l be 

considered to have been given as of the date shown on the 

postraark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreeraent c o n s t i t u t e s the e n t i r e contract between the 

Eraployer and the Union and s e t t l e s a l l demands and issues w i t h 

respect t o a l l matters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d to bargain 

c o l l e c t i v e l y w i t h respect t o any matter which i s subject t o 

c o l l e c t i v e bargaining whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such raatter raay not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreeraent was negotiated or signed. 

In the event the C i t y of Chicago agrees to or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

voluntary unpaid time o f f w i t h any other bargaining u n i t 
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(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

agreeraent, such a d d i t i o n a l tirae o f f s h a l l be granted t o a l l 

eraployees covered by t h i s Agreeraent. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be effective frora the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l remain in effect 

through 11:59 p.ra. on June 30, 2017 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the app l i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d to a u n i v e r s a l , n a t i o n a l or s t a t e 

health care program raandating s i g n i f i c a n t changes 

i n h ealth insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the term of t h i s Agreement; 

2. The lack of achievement of health care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishment and a d m i n i s t r a t i o n 

of the Labor-Manageraent Cooperation Comraittee on 

health care, as defined below: 
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(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

th a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containraent or savings, as raeasured by a 

proj e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no raore than 8% i n F i s c a l 

Year 200.9 and each f i s c a l year t h e r e a f t e r 

when compared to health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containraent or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l raake such adjustments t o the 

Plan as are necessary, i n c l u d i n g but not 

l i m i t e d to adjustraents i n .deductibles, co-

pays and co-insurance, to .prevent the cost 

increase frora exceeding 8% as raeasured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containraent or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

party raay e l e c t to reopen n e g o t i a t i o n s as 
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set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Coraposition of the LMCC; 

• Funding of the LMCC. 

provided,—howovcr,—each—party—reserves—fehe—right—fee—reopen—thio 

Agreeraent—in—order—fee—negotiate—fehe—Health—Plan—s-efe—forth—in 

Article—9—ne—later—than—June—3-07—2011—and—June—30, 2015, o r — i n 

t h e—event—the C i t y of Chicago—ie—awarded the—2016 Olyrapic Cdraco, 

June 30, 201^1. 

(d) The LMCC w i l l continue t o work c o o p e r a t i v e l y i n 

seeking t o l i m i t h e a l t h care costs pursuant t o the terms of t h i s 

Agreement, and the C i t y agrees, f o r the term of t h i s Agreement, 

t h a t i t w i l l not invoke the 8% t r i g g e r p r o v i s i o n . 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreeraent has t h i r t y (30) days to n o t i f y 

the other p a r t y of i t s i n t e n t t o reopen t h i s Agreeraent i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t t o reopen ne g o t i a t i o n s pursuant t o t h i s 

p r o v i s i o n , i t s h a l l subrait w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ninety (90) days w i t h i n which to 

reach agreeraent on the A r t i c l e . I f the p a r t i e s f a i l t o reach 
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agreement at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreeraent. 

Non-Prevailing Wage Rate Rooponor 

Four-Yoar: Thio—Agreeraent—mey—be—reopened—fee—further 

negotiate—fehe—non-provailing—wa-ge—rates—governing—fehe—second 

f i v e - y e a r feerm (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4.4, i n — f e h e — e v e n t — t h a t (-â  fehe—City—notifies—fehe 

Coalition—that—ife^—ha-s—nefe—reached—a—succeooor—agreement—fee—a 

t h e n — c u r r e n t — f o u r - y e a r — a g r e e m e n t — e x p i r i n g — - e n — J u n e — ^ 0 - 7 2011 

regarding an across-the-board—percentage increase f e r other 

unionized—employees—in—non-provailing—wa-ge—rate—classifications 

defined i n the—"Mc Too Clauoc" by March—2 ^ ,—2012;—er—(-b^—fe^ 

G o a l i t i o n .notifies—fehe—City—ei—ifee—intent—fee—terrainate—fel^e—^^Me 

Too Clauso" by March 31, 2012.. 

Five-Year: This—Agreeraent—may be reopened—fee—further 

negotiate—fehe—non-pro v a i ling—wago—rates—governing—fehe—oecond 

f i v e - y e a r term—(07/01/2012 fee 06/30/2017 ) u n d e r — A r t i c l e 4-r 

Section 4.4, i n — f e h e — e v e n t t h a t fe-̂  fehe—Cit y — n o t i f i e s — t h e 

Coalition—that—ife—ha-s—nefe—reached—a—successor—agreeraent—fee—a 

t h e n — c u r r e n t f i v e -year—agrooracnt—expiring—en—June—3-07 2012 

regarding— 3-thc-board—percentage increoGe other 

u n 1 o n 1 z •ed—craployceo—in—non-prevailing—wage—rate—claooificationo 

defined i n the "Mc Too Clauoc" by October 31,—2 012;—er—(%-)—fehe 
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C o a l i t i o n — n o t i f i e s — f e h e — C i t y — e i — i t s intent—fee—terrainate— t h e—^44e 

Too Clause" by October 31, 2012. 

ii—any—ene—ei—fehe—foregoing—events—occuro,—cither—party—fee 

t h i o Agreeraent has thirty—(^-0^—days t o n o t i f y tho other p a r t y of 

i-fee—intent—fee—reopon—this—Agreeraent—in order—fee—negotiate—feh^ 

non-prevailing—wage—rates—governing—fehe—occond—five-year—terra 

(07/01/2012 t o 06/30/2017)—set f o r t h i n A r t i c l e 4,—Section 4.4. 

S h o u l d — c i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n e g o t i a t i o n s — p u r s u a n t — f e e 

t h i s — p r o v i o i o n , — i f e — s h a l l — s u b r a i t — w r i t t e n — n o t i c e — f e e — f e h e — o t h e r 

party—and—fehe—City—shall—nefe—be—obligated—fee—raake—fehe—wage 

adj u o t m c n t o — e e f e — f o r t h — i n — A r t i c l e — 4 - , — S e c t i o n — 4 . 4 . Thereafter, 

fehe—parties have n i n e t y (-90-) days w i t h i n — w h i c h fee reach 

a g r e e m e n t — e n — f e h e — A r t i c l e . H — f e h e — p a r t i e s f a i l — f e e — r e a c h 

agreement at—the conclusion of that ninety—(-9#^—day period,—each 

party rcoervco the right to reopen the entire Agreement. 

Other Reopener 

I n the event of an emergency, cataclysraic event or other 

s i r a i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreeraent. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s), has executed thi s docuraent as of 

the day of , ̂ ^0^ 2018. 

INTERNATIONAL BROTHERHOOD OF 
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CITY OF CHICAGO ELECTRICAL WORKERS, LOCAL 
UNION NO. 134, AFL-CIO 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and Tr a i n i n g Prograra I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Manageraent Cooperation Coraraittee established 

under A r t i c l e 9 to explore and recoraraend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and Tr a i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i m i t e d t o : 

a. A m u l t i - p r o j e c t labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o n t r actors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maxiraura nuraber of apprentices on the p r o j e c t as 

perraitted under the terras and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreeraent(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship prograra r e g i s t e r e d w i t h 

93 
3-3661 1 . 1 



the U.S. Department of Labor's Bureau' of Apprenticeship and 

Tra i n i n g . ^ 

FOR COUPE: FOR THE C I T Y OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive h e a l t h care raodel and w i l l r e s u l t i n 

design iraproveraents, cost containraent or savings, i n c l u d i n g but 

not l i r a i t e d t o the f o l l o w i n g areas: 

• Expanded Disease Management Program 

• HRA and Bio-raetric Screening 

• Health Fairs 

• Weight Manageraent Prograra 

• Iraaging Review Service 

• L i f e t i r a e Maxiraura 

• Subscriber Share f o r Hospital B i l l s and Co-insurance 

• Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 
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• Coraprehensive Coramunication and Outreach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreeraent: 

Since the A r b i t r a t o r issued his Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute ove,r the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Memorandum of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o araending 

Section 3(a) t p r e f l e c t the Unions' p r e f e r r e d approach t o the 

four 10-hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreeraent by the Unions t o waive sorae or a l l of the raonetary 

make whole reraedies d i r e c t e d by the A r b i t r a t o r i n his Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order t o conclude ne g o t i a t i o n s at the C o a l i t i o n 

l e v e l , , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreeraent w i t h the C i t y t o waive 

sorae or a l l of the monetary make whole remedies. U n t i l such an 

agreeraent i s reached, the a f f e c t e d Unions agree th a t the C i t y 

s h a l l not be ob l i g a t e d t o irapleraent the monetary make whole 

reraedies i n the Award. In a d d i t i o n , i f such an agreement i s not 
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reached by December 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed araendraent t o Section 3(a) to r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f frora the raonetary raake whole reraedy to an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

THE CEMENT MASONS' UNION 
LOCAL 502 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and The Cement Masons' Union Local 502 

(h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose of 

e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages, and other terms and 

conditions of eraployment f o r the eraployees represented by the 

Union. 

I n r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g j ob 

c l a s s i f i c a t i o n : 

Cement Finisher 

Foreraan of Cement Finishers 

D i s t r i c t Concrete Supervisor 

Plasterer 

Foreman of Plasterers 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect to rates of pay, wages, hours and other 

terms and conditions of eraployraent. The term "employee" as used 

1 



SIDE LETTER - JOINT APPRENTICESHIP AND TRAINING PROGRAM 
INITIATIVE: LMCC REFERRAL 108 

SIDE LETTER - HEALTH CARE PLAN: LMCC REFERRAL 110 

SIDE LETTER - SEASONAL EMPLOYMENT - "EQUAL DIGNITY" 112 

SIDE LETTER - FOUR 10-HOUR DAY WORKWEEK 113 

I V 



herein, r e f e r s t o the above j.ob c l a s s i f i c a t i o n , unless s p e c i f i e d 

t o the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Eraployer, except only as they raay be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreeraent. Araong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

raatters concerning or r e l a t e d t o the raanageraent of the 

Eraployer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or raaterial changes i n 

duties or or g a n i z a t i o n of the Eraployer's operations, or other 

econoraic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

proraote, demote, or r e c a l l ; to' raake and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o raaintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

raachinery, equipraent and raaterials t o be used, the nature, 

extent, d u r a t i o n , character and raethod of operation, i n c l u d i n g 

(but not l i r a i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t to deterraine the nuraber of' employees and how they 

s h a l l be eraployed, and the q u a l i t y and q u a n t i t y of workraanship 

and work required t o insure maximum e f f i c i e n c y of operations; 
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t o e s t a b l i s h and enforce f a i r production standards; and t o 

deterraine the size, number and l o c a t i o n of i t s departraents and 

f a c i l i t i e s . A l l of the pr o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Eraployer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreeraent. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Eraployer to 

ensure equal eraployraent opportunities as required by law in a l l 

aspects of the Eraployer's personnel p o l i c i e s , and nothing in 

this Agreeraent s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that th i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect the 

seniority provisions of t h i s Agreeraent. 

Section 3.2 No Discrimination 

. Neither the Eraployer nor the Union s h a l l discrirainate 

against any eraployee covered by th i s Agreeraent in a raanner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, raarital status, raental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievance of Alleged Violation 

Grievances by employees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

t h i s Agreeraent, but s h a l l not be subject t o a r b i t r a t i o n unless 

rautually agreed by the p a r t i e s . 



Section 3.4 Reasonable Accommodation 

I n the event the Employer s h a l l be required t o make a 

reasonable accommodation under the Araericans With D i s a b i l i t i e s 

Act ("ADA") 'to the d i s a b i l i t y of an applicant or incumbent 

eraployee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreement, the Employer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the union. The prov i s i o n s of A r t i c l e 11 of 

t h i s Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Eraployer's o b l i g a t i o n s under the ADA and t h i s 

Agreeraent and the eraployee's r i g h t s under t h i s Agreeraent, 

provided t h a t no incurabent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 * 
WAGES 

Section 4.1 Prevailing Wage Rates 

Effective July 1, 200-17, eraployees covered by this 

Agreement s h a l l continue to receive the hourly rate being paid 

to crafts or job c l a s s i f i c a t i o n s doing sirailar kinds of work in 

Cook County pursuant to the forraula currently used by the United 

States Departraent of Labor in administering the Davis-Bacon Act 

as currently being paid to said employees as set forth in 

Appendix A appended to and raade a part of this Agreeraent. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreeraent 

beginning i n 200-17, through the period ending June 30, 20i^22, 

the wage rate r e f e r r e d to i n the iraraediately preceding section 

s h a l l be adjusted to r e f l e c t the hourly wage rates e f f e c t i v e on 



such dates being paid t o c r a f t s or job " c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are esta b l i s h e d at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—Firot—Five-
Yoaro of t h i s Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l employees who are i n non- p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

• Effective 07/01/2007 i % - 01/01/2018 - 2.00% 

• Effective 01/01/2008 - 2.25°o 01/01/2019 2.25% 

Year 2: 

• Effective 01/01/2009 - 3% 01/01/2020 - 2.00% 

Year 3: 

• Effective 01/01/2010 2% 01/01/2021 - 2.25% 

Year 4: 

• Effective 01/01/2011 3.25°o 01/01/2022 - 2.00% 

Year 5 

E f f e c t i v e 01/01/2012 



Section—4-^r-4 Non-Prevailing Wage—Rates—Governing—Second—Five-

Yoar Torm (07/01/2012 to 06/30/2017) 

E f f o c t i v c — t h e following—datos,—fehe—City—will—make—fehe—vjoge 

ad j u o t r a e n t o — b e l o w — i e r — a i i — e r a p l o y c c o — w h e — a r e — i n — n o n - p r o v a i l i n g 

r a t e — c l a o s i f i cations—and who arc—either—en—fehe—payroll—a-s—of . the 
e f f e c t i v e — d a t e or on l a y - o f f v j i t h r e c a l l — r i g h t o : 

Year 6-h 

• Effective 01/01/2013 2-^ 

Year 7: 

• — E f f e c t i v e 01/01/2014 - 2% 

Year 8: 

•—Effective 01/01/2015 2^ 

Year 9: 

• — E f f e c t i v e 01/01/2016 2°e 

Year 10: 

• — E f f e c t i v e 01/01/2017 • 2% " 

"Me Too" Clause: I f a raajority of C i t y unionized eraployees 

i n n o n -prevailing wage rat e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base rate of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, eraployees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreeraent s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 



any such year. S i r a i l a r l y , i f a raajority of C i t y unionized 

eraployees i n non-prevailing wage r a t e c l a s s i f i c a t i o n s ' * * receive 

a lurap sura payment i n any contract year, employees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the sarae lump sum payment i n any such year. The p a r t i e s 

agree to confer regarding the t i r a i n g , amount and iraplementation 

of any wage adjustment or lump sum payraent under t h i s Section 

p r i o r t o such adjustraent being paid. 

**Exclusive of sworn eraployees of the Chicago Police Departraent 

and uniforraed merabers of the Chicago Fire Department. 

Section 4.4 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected employees who, as of Auguot—2-?—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal employees who 

are e l i g i b l e for rehire, or are forraer eraployees who r e t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the City Council, inclusive. 

Section 4.5 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o eraployees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtirae or 

premium pay s h a l l be paid t o eraployees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 
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period i n which ' i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or preraium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage, 

provided the employee proraptly n o t i f i e s the Department's 

tiraekeeper i n writing'. Eraployees s h a l l submit a p a y r o l l 

dispute t o the Department timekeeper on the "Employee 

P a y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's subraission of such Forra s h a l l t o l l the period 

f o r processing a grievance f i l e d by the eraployee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Department w i l l submit a 

suppleraental p a y r o l l t o the Coraptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the employee's 

complaint. Shortages less than $100.00 w i l l be added to 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 



check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o the eraployee the sura of $5.00 f o r every pay 

p e r i o d t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g frora leaves of absence 

( i n c l u d i n g but not l i r a i t e d to duty d i s a b i l i t y ) , overtime 

earned under the C i t y ' s emergency snow removal program, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect t o the payraents r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreeraent. 

(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The C i t y ' s merabers of the Committee w i l l 

c onsist of representatives frora the Department of 

Personnel, the O f f i c e of , Budget and Management, the 

Coraptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l select four (4) 

representatives t o serve as raerabers of the Committee. The 

Committee w i l l meet not less than q u a r t e r l y , or raore 

f r e q u e n t l y as the need may a r i s e , t o review ongoing issues 
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regarding payroll, corapliance with th i s Section, or other 

issues of rautual concern which raay ari s e during the l i f e of 

the parties' Agreeraent. In addition, at the request of the 

Coalition, the City may- include from time-to-tirae' a 

representative of the Coalition at the Comptroller's weekly 

st a f f raeetings with Departraent heads to review and address 

pending payroll inquiries frora bargaining unit eraployees. 

Section 4 . 6 Out- of Grade Pay 

An eraployee covered by t h i s Agreeraent who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such time frora the f i r s t 

day of the assignment. The Employer agrees t h a t i t w i l l raake 

such assignraents f o r not less than an employee's f u l l work day. 

Such payraent s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The time l i m i t s f o r ouch individual—assignraents—fee—acting i n t o 

h i g h e r - r a t e d jobs s h a l l not exceed one hundred e i g h t y (180) days 

be ninety—(-9^^—days, except where a regular incurabent i s on 

leave of absence, i n which case the tirae l i m i t f o r a c t i n g i n t o 

such posi-tion may not exceed one (1) year be—si^^—(-6^—months and 

no i n d i v i d u a l employee can act i n t o t h a t p o s i t i o n f o r more than 

n i n e t y (90) days. The time l i r a i t s raay be extended by rautual 

agreeraent of the parties. I f the one hundred eighty (180) day 
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time l i m i t i s extended to one year due to a regular incumbent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent the 

Employer continues to require the performance of the duties of 

the higher-rated job beyond the tirae l i r a i t s set forth herein, 

the assignraent position s h a l l be treated as a "perraanent 

vacancy" within the raeaning of Section 14.10 of t h i s Agreeraent— 

and the employer s h a l l be oubjoct to the applicable posting and 

f i l l the job as a "permanent vacancy" subject to the applicable 

provisions of that Section. 

ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 The Workday and Workweek 

This A r t i c l e s h a l l be t o c a l c u l a t e overtirae and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The normal work week s h a l l consist of f i v e (5) consecutive 

eight (8) hour days and two (2) consecutive days o f f , except 

where the Employer's operations r e q u i r e d i f f e r e n t scheduling 

needs. The Employer w i l l n o t i f y the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one minute a f t e r 11:59 p.m. 

Saturday) Sunday and ending at 12:00 raidnight the f o l l o w i n g 

Sunday. The normal work day s h a l l begin at 8:00 a.m. and end at 

4:30 p.m. as deterrained by the Eraployer. 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Eraployer may change the established s t a r t i n g tirae of the Monday 
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through Friday work day for a departraent, bureau, work unit, 

crew or individual, upon fourteen (14) days' written notice to 

the Union and affected employees, and discussion with the Union. 

Said starting times s h a l l not be scheduled more than two (2) 

hours before the regular starting times currently in effect in 

thi s Agreement. A l l such changes, unless otherwise agreed to by 

the parties, s h a l l be in effect for a rainiraum of one (1) week, 

and s h a l l provide for the same starting times each day of that 

period. No employee s h a l l be placed on a s p l i t s h i f t without 

agreement by the Union. Failure to comply with thi s provision 

s h a l l result in the payment of appropriate premium time to 

affected eraployees. 

Section 5.2 Overtime 

A l l work performed in excess of forty (40) hours worked per 

week; or in excess of eight (8)- hours worked per day when the 

employee has forty (40) hours of work or excused absences; or on 

Saturday or Sunday as such when Saturday and Sunday are not part 

of the Employee's regular work week; or on the sixth or seventh 

consecutive day worked, s h a l l be paid for at two (2) times the 

regular straight tirae hourly rate of pay. Such overtirae s h a l l 

be coraputed on the basis of corapleted fif t e e n minute segments. 

Employees e.xempt from the Fair Labor Standards Act s h a l l not be 

e l i g i b l e for overtime under t h i s Section. There s h a l l be no 

pyramiding of overtime and/or premium pay. Daily and/or weekly 

overtirae and/or preraium pay s h a l l not be paid for the same hours 

worked. A l l overtime earned under t h i s Section s h a l l be paid to 
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employees, not l a t e r than the; second regular payday following 

the end of the payroll period i n which i t i s earned. 

Section 5.3 Overtime Distribution 

A reasonable amount of overtime and/or premiura tirae s h a l l 

be a condition of continued employment. Overtime and/or premium 

tirae referred to in t h i s Agreeraent, s h a l l be offered f i r s t to 

the eraployee doing the job. Planned overtirae and/or preraiura 

tirae on a Saturday or Sunday, or the sixth or seventh day of 

work as applicable, s h a l l be rotated araong eraployees starting 

with the raost senior. A l l overtime w i l l be distributed as 

equally as feasible over a reasonable period of time araong the 

eraployees within the sarae c l a s s i f i c a t i o n and within the sarae 

work location. 

Section 5.4 Reporting Pay 

When an eraployee repo r t s f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainiraura of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g tirae not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees raust advise the designated 

person w i t h i n the Departraent of h i s or her current telephone 

nuraber. 

I f the employee works raore than two (2) hours, he or she 

s h a l l receive a rainiraura of four (4) hours work or pay f o r t h a t 

day. I f the eraployee works more than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay f o r that day. An 
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eraployee who does not coraplete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 

option of using a p o r t i o n of accrued vacation, personal or 

compensatory tirae f o r t h a t day upon noti c e t o the Eraployer. 

Section 5.5 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a minimum 

of two (2) hours pay at the appropriate overtime r a t e from the 

time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

to an employee being brought back t o work outside of his/her 

norraal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 

In the event a General Foreman or Foreraan i s directed by 

the Eraployer to respond to. emergency c a l l s from horae and outside 

of his or her regular working hours, he or she w i l l be granted 

corapensatory time at the appropriate rate for a l l v e r i f i e d time 

spent responding to the emergency from home, with a rainiraura of 

15 minutes of corapensatory time to be granted in any calendar 

day on which any such eraergency responses were required, up to a 

raaxiraum of two hours of compensatory time in any calendar day. 

Section 5.7 Compensatory Time 
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Any banked overtime and / or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may acc\imulate such time up to a maximvim of 160 hours. 

Use of compensatory time s h a l l be siibject to the 

operational needs of the Employer. A l l accumulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at their current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 Current Holidays 

(a) F u l l - t i r a e hourly eraployees s h a l l receive e i g h t hours 

s t r a i g h t - t i r a e pay f o r the holidays set f o r t h below: 

1. New Year's Day 

2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Colurabus Day 
8. Thanksgiving Day 
9. Christmas Day 
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(b) The b e n e f i t s set f o r t h i n (a) above s h a l l be paid 

provided the eraployee i s i n pay status the f u l l scheduled work 

•day imiraediately preceding and the f u l l scheduled work day 

imraediately f o l l o w i n g such holiday, or i s absent frora work on 

one or both of those days w i t h the Employer's perraission; such 

perraission s h a l l not be unreasonably denied. 

(c) Employees covered by t h i s Agreeraent i n c l u d i n g 

probationary eraployees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreeraent. At the employee's 

option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the eraployee and 

s h a l l not be denied by the Eraployer. I f the eraployee i s required 

or allowed t o work on such designated day, the eraployee s h a l l 

receive the appropriate holiday premium r a t e . An employee may 

e l e c t to carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Employees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the eraployee upon ten (10) days 

writ'ten n o t i c e and approved by the Employer. New eraployees who 

commence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

Section 6.2 Payment for Holiday 
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I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1, he/she s h a l l be paid at the r a t e 

of two (2) times (which includes holiday pay) his/her norraal 

hourly r a t e f o r a l l hours worked. I f the eraployee i s not 

required t o work on a calendar holiday s p e c i f i e d i n Section 6.1, 

such eraployee s h a l l be paid e i g h t (8) hours at s t r a i g h t time f o r 

such holiday. A l l holiday time s h a l l be considered time worked 

f o r the purpose of coraputing overtime except where the holiday 

f a l l s on the eraployee's day o f f . 

Section 6.3 F a i l u r e to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a, holiday and f a i l s 

to report to work, the employee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other eraergency. 

Section 6.4 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday and/or Sunday w i l l be observed on t h a t 

day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Employer s h a l l have the option of granti-ng the 

employee an extra day's pay or an extra day of vacation at a 

time mutually agreed upon between the eraployee and the 
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Departraent Head, provided the eraployee works the f u l l scheduled 

workday iraraediately preceding and the f u l l scheduled workday 

iraraediately f o l l o w i n g such vacation period, unless absence i s 

fo r a reason the Eraployer f i n d s t o be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An. eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, ba'sed on such employee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous 

Service P r i o r t o July 1 Vacation 

Less than 6 years 13 days 

6 years or more, but less 

than 14 years 18 days 

14 years or raore 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An eraployee s h a l l be e l i g i b l e f o r pro rata vacation i f : 

1. The employee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 o f the current calendar year; or 

2. The employee was separated from employment, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 
18 



The amount of pro ra t a vacation i s deterrained by d i v i d i n g 

the number of months of continuous service the f u l l - t i r a e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

amount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole nuraber of days. Eraployees separated frora eraployraent, 

other than f o r cause, w i l l be paid on a suppleraental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-time employees who worked at l e a s t 80 hours per raonth 

earn vacation on a pro ra t a basis c a l c u l a t e d i n accordance 'with 

the forraula used by the Eraployer i n accordance w i t h past 

practice. 
Section 7.3 

A l l earned vacation leave s h a l l be forfeited unless (1) the 

eraployee was denied vacation by the eraployer, or (2) the eraployee 

i s on an approved leave of absence, or (3) the employee elects in 

writing to carry over vacation days (up to three (3) ouch 

vacation days of accrued and unused vacation days for employees 

with l e s s than ten (10) years of service, and up to f i v e (5) days 

of accrued and unused vacation days for employees with ten (10) 

or more years of service) for use individually or consecutively 

during the next vacation year, provided that notice of such 

election s h a l l be given to the employer before Deceraber 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maxim\am number of single use vacation days provided 
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f o r under t h i s Agreement. Such carry over vacation days must be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

C a n c e l l a t i o n or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks, upon—rautual—agreeraent—ef—fehe—eraployer,—which 

agrocraent—ohall—not be—unreasonably denied or withheld, and such 

carry over days raust be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) months, i n the case of an 

employee's r e t u r n from an approved leave of absence). Nothing 

h e r e i n s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30*̂ *̂ , or approving 

the rescheduling of c a r r y over days beyond June 30*̂ *̂ . Eraployees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

t o being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation tirae earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) months f o l l o w i n g the date i n which the person became 

disabled, and s h a l l be e n t i t l e d t o use such vacation time w i t h i n 

twelve (12) months f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 Employees Laid Off or Discharged 

Eraployees who are terrainated f o r cause are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay in thei r 

bank a t the time of r e s i g n a t i o n . Employees s h a l l not earn 

vacation c r e d i t f o r any period during which they are on l a y o f f 

or leave of absence without pay i n excess of 30 days (except 
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where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of t h i s Agreement. 

In t h i s event of the death of an e l i g i b l e employee, the 

surviving widow, widower or estate s h a l l be e n t i t l e d to any 

vacation pay to which the deceased employee was entitled. 

Section 7.5 Rate of Vacation Pay 

The rate of vacation pay s h a l l be coraputed by raultiplying 

the employee's straight tirae hourly rate of pay in effect for 

the eraployee's regular job at the time the vacation i s being 

taken, times 8 hours per day, tiraes the nuraber of days' vacation 

to which the eraployee i s e n t i t l e d . Salaried employees s h a l l 

receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 Selection 

Vacation' picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 

deterraine the number and scheduling of crews and employees who 

can be on vacation at any one time without hindering the 

operation of the Departraent. The Departraent w i l l not designate 

any tirae or period during the calendar year when e l i g i b l e 

eraployees would be p r o h i b i t e d frora scheduling and t a k i n g 

vacation tirae. 

Eraployees s h a l l raake vacation picks at a tirae and i n the 

raanner c u r r e n t l y provided f o r by t h e i r Departraent. The 

Departraent w i l l respond t o the eraployees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days from the 
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date the request i s received by the Departraent, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storras), 

a severe raanpower shortage which raay s e r i o u s l y hinder the 

Department's operations, or where an eraployee possesses a unique 

s k i l l indispensable t o the iraraediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payraent of the vacation pay (thereby 

reducing the t o t a l of the eraployee's accrued vacation time) plus 

payment t o the employee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a norraal work day, or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an employee s h a l l 

occur only in the most extreme emergencies. In the event of such 

cancellation, the Employer w i l l reiraburse the eraployee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e tickets, 

deposit forfeitures, and the l i k e ) . 

Soction 7.7 Reciprocity—With Other Agencies 

Any cmployoc e i fehe C i t y e i Chicago h i r e d p r i o r fee 

-February 13, 1986—whe—ha-s—rendered—ocrvice—fee—fehe—County—ei 

Coolc,—fehe—Chicago—Park—Diotrict,—fehe—Chicago—Houoing—Authority, 

-fehe—Forest—Preserve—District,—the Ddctropolitan S a n i t a r y — D i s t r i c t 
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ei—Greater Chicago,—fehe—State—ei—Illinoio,—fehe—Chicago—Board of 

Education, fehe C i t y — C o l l e g e s e i Chicago, Coraraunity—College 

D i o t r i c t — 5 0 8 ,—the Chicago Tr a n o i t Authority,—fehe—Public B u i l d i n g 

Coraraiooion e i Chicago, fehe Chicago Urban Tranoportation 

D i o t r i c t , — a n d — f e h e — R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

fehe—right—fee—have—fehe—period—ei—such—service—credited—and 

counted—f-er—fehe—purpose—ef—computing—fehe—number—ei—years—ei 

service—a-s—an—employee—ei—fehe—City—fer—vacations,—provided t h a t 

ouch—ocrvicc—he-s—been—continuouo—ocrvicc . However,—vacation 

t i r a e — a c c r u e d — w h i l e — w o r k i n g — i e r — a n o t h e r — p u b l i c — a g e n c y — i s — n e f e 

t r a n s f e r a b l e . E r a p l o y e e s — h i r e d — a f t e r — F e b r u a r y — 1 2 - , 198 6—whe 

render—service—for any other—oraploycr as—otatcd above—shall—have 

fehe—right—fee—have—fehe—period—ei—ouch—ocrvicc—credited—arnd 

counted—fer—fehe—purpooc—ei—computing—fehe—number—ei—years—ei 

oervicc—ae—an—employee—ei—fehe—City—ier—vacations,—provided—a 

majority of other craployceo of the Eraployer receive such credit. 

Section 7.7 Non-Consecutive Vacation Days 

Eraployees may receive up to five s i x (6) of their vacations 

days one or more day(s) at a time as days off in each year. 

Such days off shall., be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so late 

in the vacation year that the eraployee's supervisor cannot 

reasonably grant the eraployee's request, such days s h a l l be 

scheduled by the Eraployer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 
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week ( f o r example, the employee works a Monday - Friday work 

week and the h o l i d a y f a l l s on Tuesday) the vacation days 

scheduled f o r the week w i l l be considered consecutive i v a c a t i o n 

days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side of the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from\ 

approving a d d i t i o n a l s i n g l e vacation days. 

Eraployees raay designate and use at t h e i r o ption up t o f i v e 

-f-5i s i x . (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as sick days t o cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l include (or 

may be expanded upon by the Ci t y ) : (i)mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

p a r t n e r i s r e g i s t e r e d w i t h the Department of Human Resources. 

The E,mployer reserves the r i g h t t o ask the employee to f u r n i s h 
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proof of said i l l n e s s . An employee d e s i r i n g t o use vacation days 

as s i c k days under t h i s p r o v i s i o n s h a l l inform the 

repr e s e n t a t i v e of the Eraployer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . Salaried employees who c u r r e n t l y 

are r e c e i v i n g s i c k days under t h i s Agreeraent s h a l l be i n e l i g i b l e 

t o use vacation days as s i c k days while they have a v a i l a b l e 

unused s i c k days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service raeans continuous .paid eraployraent frora 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployraent. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 
l a y o f f of 30 days or l e s s ; or 

2. An absence where the eraployee i s adjudged e l i g i b l e f o r 
duty d i s a b i l i t y corapensation. 

Section 8.2 Interruption in Service 

(a) Non-seasonal eraployees who work a rainiraura of e i g h t y 

(80) hours per month s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 
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(3) Unpaid leaves of absence f o r more than 30 days or 
l a y o f f f o r raore than 30 days, unless eraployees 
are allowed t o accuraulate s e n i o r i t y under t h i s 
Agreeraent. 

(b) Seasonal employment of 120 calendar days or less i n 

any calendar year s h a l l not be c r e d i t e d toward continuous 

service f o r the tirae worked. 

(c) Seasonal eraployment in excess of 120 days in any 

calendar year s h a l l be credited toward continuous service. 

Section 8.3 Reciprocity 

Employees h i r e d p r i o r t o February 13,—198 6 vjho have 

rendered ocrvicc t o the County of Cook,—tho Chicago Parle 

D i o t r i c t , — t h e F o r e s t — P r e s e r v e — D i o t r i c t , — t h e Chicago Houoing 

A u t h o r i t y , — t h e Metropolitan Sanitary D i s t r i c t of Greater 

• Chicago, the State of I l l i n o i o , — t h e Chicago Board of Education, 

C i t y Colleges of Chicago,—Coraraunity College Diotrict—508,—fehe 

Chicago Tranoit A u t h o r i t y , — P u b l i c B u i l d i n g Coraraission of 

Chicago,—the Chicago Urban Tranoportation D i s t r i c t and the 

Regional Tranoportation A u t h o r i t y s h a l l have the period of ouch 

s e r v i c e — c r e d i t e d and counted—for the purpooc—of advanceraent 

VJithin—longevity salary schedules. Hovcvcr ,—craployceo—hired 

after—February—12- ,—1986 w h o—render—service—for any other 

employer ao—otatcd above—shall—have—fehe—right—to have—tho period 

ei — o u c h — s e r v i c e — c r e d i t e d and counted f o r the purpooc of 

advancement—within—longevity salary ocheduleo provided a 

m a j o r i t y of other employees—of the—Employer—receive—such—credit. 

26 



Section 8.4 Break in Service 

Notwithstanding the provisions of any ordinance or rule to 

the contrary, continuous service of an employee i s broken, the 

employment relationship i s terminated, and the employee s h a l l 

have no right to be rehired, i f the eraployee quits, i s 

discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the eraployee's authorized Eraployer 

representative unless the circurastances preclude the Eraployee, 

or someone on his behalf, from giving such notice, does not 

active l y work for the Eraployer for twelve (12) raonths (except 

for approved f u l l time Union representative leaves or medical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for more than twelve (12) consecutive months i f the employee has 

less than five (5) years of service at the time of the layoff, 

or i s on layoff for raore than two (2) years i f the employee has 

five (5) or more years of service at the tirae of the layoff. 

Section 8.5 Probationary Employment 

New employees, h i r e d a f t e r r a t i f i c a t i o n o f t h i s Agreement, 

w i l l be regarded as probationary eraployees f o r the f i r s t twelve 

(12) e4rii—(-&i raonths of t h e i r eraployment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Employer a f t e r twelve (12) s i x — ( - 6 ) months s h a l l be career 

service employees and s h a l l have t h e i r s e n i o r i t y date made 

r e t r o a c t i v e to the date of t h e i r o r i g i n a l h i r i n g . Probationary 

employees raay be d i s c i p l i n e d or discharged as e x c l u s i v e l y 

determined by the Employer and such Employer a c t i o n s h a l l not be 
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subject to the grievance procedures, provided that, (1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union ahd, upon request from the Union, w i l l 

schedule a meeting- with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Eraployer, within i t s discretion, rehires a former 

employee who did not complete his/her probationary period within 

one year from the eraployee's terraination, and said forraer 

employee had served 90 days or more of his/her probationary 

period, a l l tirae previously served in the probationary period 

s h a l l be counted for purposes of determining when the said 

eraployee completes his/her probationary period. A probationary 

employee who has 'Served 90 days or more of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

appli.cants for employraent in the same job t i t l e in the 

departraent from which he/she was l a i d off, so long as he/she 

does not refuse an offer of eraployraent, and does not suffer a 

break in service under Section 8.4 of th i s Agreeraent. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cumulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed si x t y (60) 
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days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary eraployees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreeraent. Probationary eraployees s h a l l be compensated at the 

sarae r a t e as career service employees. 

Section 8.6 Seasonal Employment 

A seasonal eraployee i s an employee who i s employed i n a job 

t i t l e f o r a p e r i o d not t o exceed 180 calendar days f o r temporary 

work r e l a t e d t o or caused by seasonal needs. Such appointments 

s h a l l expire a u t o m a t i c a l l y at midnight on the 180th day. Such 

eraployees raay be reappointed f o r teraporary work r e l a t e d t o or 

caused by seasonal needs, w i t h the w r i t t e n concurrence of the 

Budget D i r e c t o r and Comraissioner of Personnel, t o an a d d i t i o n a l 

t h i r t y - d a y term which s h a l l expire at midnight of the 30th day. 

One f u r t h e r said t h i r t y - d a y reappointment f o r the sarae purposes 

may be raade upon s i m i l a r Budget D i r e c t o r and Comraissioner of 

Personnel approval. The Employer s h a l l n o t i f y the Union of the 

number and job t i t l e s of any such reappointraents. I t i s 
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understood and agreed t h a t the h i r i n g and r e t e n t i o n of seasonal 

eraployees s h a l l be at the d i s c r e t i o n of the Eraployer. 

Seasonal appointees s h a l l not become Probationary Career 

Service or Career Service employees by v i r t u e of length of 

service i n a seasonal appointment. 

Seasonal eraployees s h a l l not be e l i g i b l e f o r holidays, 

vacations, s i c k leave f o r s a l a r i e d eraployees, v i s i o n care, 

de n t a l , l i f e and accident b e n e f i t s , bereavement pay or j u r y 

duty, but w i l l be provided w i t h group health insurance under the 

sarae e l i g i b i l i t y and conditions as other employees covered by 

t h i s Agreement, except t h a t e l e c t i v e medical care and pre

e x i s t i n g ' conditions , as those terms are defined i n the standard 

group insurance p o l i c y , s h a l l be excluded. 

Seasonal employees s h a l l be compensated at the same ra t e as 

career service employees. Seasonal eraployees may be d i s c i p l i n e d 

or dis.charged as e x c l u s i v e l y determined by the Employer and such 

Employer a c t i o n s h a l l not be subject t o the grievance 

procedures. 

Seasonal employees s h a l l be e l i g i b l e f o r r e c a l l t o seasonal 

p o s i t i o n s i n which they have accumulated e i t h e r (a) four (4) 

months of said seasonal service during the 1984-85 winter 

season, or (b) f i v e (5) months of said seasonal service frora and 

a f t e r July 1, 1983, provided t h a t such eraployees: 

1. s h a l l not have received a negative evaluation during 

t h e i r l a s t seasonal appointment and s h a l l not have 
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received (a) raore than one w r i t t e n warning or (b) a 

d i s c i p l i n a r y suspension i n any Eraployer p o s i t i o n ; 

2. s h a l l be a v a i l a b l e , f i t f o r duty and subject t o the 

sarae pre-eraployraent screening procedures as are new 

applicants f o r employraent when r e c a l l e d , and s h a l l 

have the present a b i l i t y without f u r t h e r t r a i n i n g to 

iraraediately perforra the duties of the p o s i t i o n t o 

which they are r e c a l l e d ; 

3. s h a l l not refuse r e c a l l . Upon r e c a l l , the eraployee 

s h a l l proraptly n o t i f y the Employer of his/her desire 

to r e t u r n t o work and s h a l l be a v a i l a b l e t o report f o r 

employraent w i t h i n seventy-two (72) hours of said 

n o t i c e or the employee s h a l l be deemed t o have refused 

r e c a l l ; 

4. s h a l l have been r e c a l l e d w i t h i n one year of the 

e x p i r a t i o n of t h e i r l a s t seasonal eraployment; and 

5. s h a l l not have resigned or in c u r r e d a break i n service 

during a period of appointraent. 

Employees who do not raeet and cohtinue t o raeet a l l of the 

f i v e (5) conditions- stated above, s h a l l have t h e i r naraes 

perraanently rerapyed frora the r e c a l l l i s t . 

Evaluations s h a l l not be subject t o the " grievance 

procedure, e.xcept t h a t the Eraployer s h a l l not, a f t e r January 1, 

1985, give a seasonal eraployee a negative evaluation f o r an 

a r b i t r a r y or capricious reason f o r the purpose of preventing the 
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eraployee from becoming e l i g i b l e f o r r e c a l l under t h i s Section, 

and, only t o t h a t l i m i t e d extent may such Employer a c t i o n be 

subject t o grievance. 

A seasonal employee who i s h i r e d on . an annual r e c u r r i n g 

basis w i t h i n one year of his/her l a s t t e r r a i n a t i o n ; and who 

accumulated twelve (12) months of said seasonal service from and 

a f t e r July 1, 1983, s h a l l not be a career service employee but 

s h a l l receive the b e n e f i t s under t h i s Agreement which are given 

to probationary employees. 

E f f e c t i v e January 1, 2001, a seasonal employee who i s h i r e d 

on an annual r e c u r r i n g basis w i t h i n one year of his/her l a s t 

t e r r a i n a t i o n , and who accumulates 12 months of said seasonal 

service, s h a l l receive the b e n e f i t s under t h i s Agreeraent which 

are given t o career service employees, and s h a l l remit f u l l 

c o n t r i b u t i o n s toward t h e i r h e alth care coverage as set f o r t h i n 

A r t i c l e 9 below. 

E f f e c t i v e January 1, 2001, seasonal employees w i t h less 

than 12 months of seasonal service w i l l continue t o receive 

t h e i r current b e n e f i t package, but w i l l pay a pro-rata share of 

the f u l l c o n t r i b u t i o n toward t h e i r health care coverage. The 

amount of t h a t c o n t r i b u t i o n s h a l l be approximately 90% of the 

eraployee medical c o n t r i b u t i o n f o r career service employees. For 

o x a r a p l o , — f e h e — c o n t r i b u t i o n s — a f e — s e l e c t e d — s a l a r y — I c v o l s — p e r — p e y 

period arc—a-s—f ollovjo : 

ANNUAL SINGLE EMPLOYEE-t 1 FAMILY 
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salary l e v e l s per pay period w i l l bo adjusted as—follows: 
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E f f e c t i v e upon r a t i f i c a t i o n , i n the event the Eraployer 

intends to irapose a d i s c i p l i n a r y suspension w i t h respect t o a 

seasonal employee , w i t h at l e a s t f i v e (5) years of seasonal 

service, as defined herein, and where the suspension would 

r e s u l t i n a loss of pay f o r the employee, p r i o r t o imposing the 

suspension, except i n an eraergency or where the eraployee i s 

unavailable, the Eraployer s h a l l n o t i f y the eraployee and the 

Union and, upon request from the Union, w i l l schedule a raeeting 

w i t h the Union and the era.ployee. At the raeeting the Eraployer 

w i l l n o t i f y the eraployee and the Union of the contemplated 

d i s c i p l i n a r y a c t i o n and the reason (s) underlying i t . The 
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eraployee and the Union w i l l be given the o p p o r t u n i t y t o respond 

t o the accusations at the meeting. This meeting s h a l l be 

i n f o r m a l and there s h a l l be no witnesses present unless both 

p a r t i e s agree. The Employer raay, at i t s option, conduct f u r t h e r 

i n v e s t i g a t i o n a f t e r t h i s meeting. I n the event d i s c i p l i n e i s 

imposed i t s h a l l not be subject to the grievance procedure, as 

nothing i n t h i s p r o v i s i o n s h a l l be deemed as a l t e r i n g the non-

Career Service status of seasonal eraployees. This p r o v i s i o n 

s h a l l not apply where the suspension i s the r e s u l t of 

a p p l i c a t i o n of progressive d i s c i p l i n e f o r v i o l a t i o n of the 

Employer's time and attendance p o l i c i e s , provided t h a t the 

Employer s h a l l , upon request, provide the Union w i t h copies of 

the eraployee's tirae and attendance record. 

Upon request by e i t h e r p a r t y raade a f t e r one year frora the 

date of r a t i f i c a t i o n of t h i s Agreement, the p a r t i e s s h a l l raeet 

to discuss any proposed changes t o t h i s Section 8.6. 

Section 8.7 F i l l i n g Vacancies 

The Employer s h a l l determine i f there i s a permanent 

vacancy to be f i l l e d , and at any time before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 

Q u a l i f i e d eraployees s h a l l be given an equal op p o r t u n i t y 

w i t h other applicants t o b i d on jobs which are declared vacant 

by the Employer. The Employer s h a l l select the raost q u a l i f i e d 

a p p l i c a n t . Where applicants are equally q u a l i f i e d , the Employer 

s h a l l select the most senior eraployee of those applying who has 
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the greatest a b i l i t V t o f i l l the needs deterrained by the 

Eraployer w i t h due regard t o the Eraployer's e f f o r t s t o ensure 

equal eraployment o p p o r t u n i t i e s . " A b i l i t y " s h a l l be deterrained 

by the Employer based upon perforraance evaluations, experience, 

t r a i n i n g , proven a b i l i t y and s i r a i l a r criteria.'... 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

posting. Said vacancies s h a l l be posted for fourteen (14) days 

on the CAREERS WEBSITE. The posting s h a l l contain at l e a s t the 

following information: job t i t l e , q u a l i f i c a t i o n s , days off, 

s h i f t , hours, work location, i f known, and the rate of pay. The 

posting s h a l l also identify the number of positions to be 

f i l l e d . I f the niimber to be f i l l e d changes, the Employer s h a l l 

promptly notify. Prior to the commencement of the selection 

process, the employer w i l l provide the Union with a l i s t of 

qua l i f i e d bidders 

" S e n i o r i t y " s h a l l raean, f o r purposes of t h i s Section, the 

employee's service i n the job t i t l e (time i n t i t l e ) w i t h i n the 

eraployee's current department. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 



discussion of docximents such as the r e f e r r a l l i s t , employment 

decision form, hiring information summary, and hi r i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

The successful bidder for any job under t h i s Section s h a l l 

have an evaluation period, not to exceed si x t y (60) days, to 

demonstrate that he or she can perform the job. I f the Employer 

has j u s t cause based upon the employee's job performance at any 

time during that period to believe that the successful bidder 

cannot perform the job, then the successful bidder s h a l l be 

returned to the job he/she held j u s t prior to the awarding of 

the bid, displacing, i f necessary, any employee who has been 

placed into said job. 

Section 8.8 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s in a determination that the employee 

i s u n f i t for duty and the employee's physician c e r t i f i e d that 

the employee i s f i t for duty, the employee may e l e c t or Employer 
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may require the employee, at the Employer's sole expense, to be 

subject to an independent medical examination ("IME") to 

determine i f the employee i s f i t for duty. The Union s h a l l 

s e l e c t an examining independent physician who w i l l conduct the 

IME from a l i s t of at l e a s t three physicians with the 

appropriate medical specialty who have successfully completed 

the City's procurement process and are on a l i s t of approved 

vendors. The determination of the independent physician and the 

IME s h a l l be f i n a l and binding. The Employee s h a l l execute a l l 

HIPAA waivers and other forms necessary i n order to pennit 

access to a l l medical records related to his/her condition, and 

the City s h a l l agree to secure and maintain the ̂ ^conf i d e n t i a l 

nature of a l l medical records obtained through -the process. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Employer s h a l l provide t o eraployees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other eraployees of the C i t y under the same terms and conditions 

app l i c a b l e t o said other eraployees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 

(b) Employees who p a r t i c i p a t e i n the Eraployer; medical 

care plan or an HMO s h a l l make the f o l l o w i n g c o n t r i b u t i o n s 
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toward their health care coverage based on the applicable 

percentage of thei r base salary (not including overtime) limited 

by the salary cap: 

Employee +1 

1.9854% 

Single 

July 1, 2017 1.2921% 

July 1, 2018 1.7921% 2.4854% 

Jan. 1, 2019 2.2921% 2.9854% 

Jan. 1, 2020 2.7921% 3.4854% 

Family Salary Cap 

2.4765% $90,000 

2.9765% $100,000 

3.4765% $115,000 

3.9765% $130,000 

-(rh) e m p l o y e e — m e d i c a l — c o n t r i b u t i o n o — a - r e — b a s e d — e n — a 

composite—1. 6°ci—ei—base—salary—fer—single,—cmployoc—andt 

one,—and f a m i l y — l e v e l s — e i — c o v e r a g e — a e — s p e c i f i e d below. 

-Fe-r example, fehe c o n t r i b u t i o n o at oc l c c t c d oalary 
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s i n g l e , employee and one, and f a m i l y l e v e l s e i 

coverage a-s s p e c i f i e d bclovvF. Ê er example, fehe 

c o n t r i b u t i o n o — a i — s e l e c t e d — s a l a r y — l e v e l o — p e r pay period 

are as—f ollovjo : 
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..ji \Xii \L\ 1 X . iL J iL X G X . J O 3 *i G iL . ^ 1 3 3 u 

rinrinr s"5n nnn SIS 71 COO OQ S'^T fiS 
VJ11V_1V_I. V . J V J , VJVJVJ 

"̂ n nm 
Cf X 3 . IX 

S 1 fi I S 
Cf iL 3 . 3 O 

CO A qo 
Cf iL 1 . 3 3 

s''n nfi Y - ' 3 , VJ VJ X 

^5 A'O 000 
Cf X 3 . X 3 

S 1 s ^ 
Cf iL ^ . O iL 
COO n n 

Cf 3 3 , J 3 
C A-\ OO 

Cf *i 3 , 3 3 3 

sn nnn 
Cf iL X . 3 ^ 

COC no 
Cf 3 3 . 3 J 

S ^ 1 ^ fi 

Cf ^ X . iL 3 

SSI S Q 
Cf 3 3 , 3 3 3 

sfin nnn 
Cf iL 3 . J iL 

COO on 
V T X . 3 3 

S d Q fid 
Cf 3 X . 3 ly 

S fi 1 0 1 
V vo VJ , VJ VJ VJ 

* 7 n nnn 
Cf 3 iL . 3 3 

con cn 
Cf ^ J . O T 

S S 7 Q1 
v vo 1 . J X 

cno oo V ' VJ , 3 3 3 

con nnn 
Cf 3 1 . 3 ly 

s zi •5. m 
Cf 3 1 . y X 

S fi fi 1 o 
V 1 iL . iL 3 

S P s s Cf O 3 , 3 3 3 

<snn nnn 
Cf H 3 . 3 1 

<̂  d ° id S 
V o o . 1 0 
S d d S 

Cf 3 iL . 3 3 

cno an 
Cf J 3 , 3 3 3 

$ 1 0 0 , 0 0 0 
V *1 O . H 3 

$ 5 3 . 8 4 $ 8 2 . 7 3 
Cf y iL . o t 

$ 1 0 3 . 1 9 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

soibject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

soibject t o an annual d e d u c t i b l e of $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 

provisions of insurance p o l i c i e s between Eraployers and insurance 

companies. 

(d) A dispute 'between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject to 
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the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization -(HMO) s h a l l be raade a v a i l a b l e t o q u a l i f i e d 

eraployees. The Eraployer raay o f f e r coverage under raore than one 

HMO. The eraployee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreeraent t o the contrary. 

(f ) Where both husband and wife or other faraily raembers 

e l i g i b l e under one faraily coverage are employed by the Eraployer, 

the Eraployer s h a l l pay f o r only one faraily insurance or faraily 

h e alth plan. 

(g) The current p r a c t i c e p e r m i t t i n g eraployees t o use 

vacation or other time due during an i l l n e s s i n order to keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreeraent. 

(h) Consistent w i t h the terms of the Employer's e x i s t i n g 

Group Health Care Plan, and the a p p l i c a b l e r u l e s thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Eraployees on approved~FMLA 

leave' s h a l l be e n t i t l e d t o continued medical coverage f o r a 

raaxiraum of 12 weeks, subject t o the terras of the Plan and any 

other a p p l i c a b l e provisions of t h i s Agreement. Employees who are 

r e c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terras of the 

Plan and i t s a p p l i c a b l e r u l e s . As a c o n d i t i o n of continued 
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raedical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees must make a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terms of 

the Plan and i t s ap p l i c a b l e r u l e s . I n the event -that an 

employee loses coverage under the Plan, he or she w i l l be 

provided no t i c e thereof, the form of which may include, but i s 

not l i m i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

communication from the Employer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

Section 9.2 ^ Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create maintain a J o i n t Labor Management 

Cooperation Coraraittee ("LMCC") pursuant t o app l i c a b l e s t a t e and 

fed e r a l Law. The purpose of the LMCC i s t o research and make 

recommendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achievement of s i g n i f i c a n t and raeasurable savings i n the 

cost of eraployee health care during the terra of t h i s Agreement. 

The Parties s h a l l memorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreeraent and Declaration of Trust ("Trust 

Agreement") conteraporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 

of Chicago. Said Trust Agreement s h a l l be attached t o t h i s 

Agreement as Appendix C. 

Section 9.3 
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The Trust Agreeraent s h a l l address, without l i r a i t a t i o n , the 

f o l l o w i n g : 

(a) Formation of a Coraraittee t o govern the LMCC c o n s i s t i n g 

of up t o twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointraent by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreeraent. 

(c.) A u t h o r i t y of the LMCC to raake recommendations and 

m o d i f i c a t i o n s i n the health plan expected to r e s u l t i n savings 

and cost containment. 

(d) Establishment of a Trust Fund with contributions 

provided by the City of Chicago and third parties. 

Section 9.4 

For purposes of th i s A r t i c l e , an "eraployee" s h a l l mean a 

City employee represented by signatory labor organizations of 

thi s Agreeraent. A "Coalition Union" means signatories to th i s 

Agreement; which have executed a c o l l e c t i v e bargaining agreement 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design changes 

that w i l l r e s u l t in estimated savings of at l e a s t $3 million (as 

calculated with respect to the Coalition Unions bargaining 

units) by 2020. The parties w i l l work through the LMCC to 

identify changes that w i l l r e s u l t in the required savings. I f , 
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prior to January 1, 2020, the parties have not reached agreement 

upon the proposed changes, each party w i l l soobmit i t s offer of 

proposed changes and the amount proposed to be reduced, 

including the methodology for estimating the value of the 

proposed changes, to a mutually agreed upon arbitrator, who w i l l 

be limited to selecting either , the City's or Coalition Unions' 

offer. The offer selected by the arbitrator w i l l be binding on 

the parties and on the LMCC. 
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Section 9.6 

The City agrees to provide representatives from the 

Cqalition Unions information, such as the claims experience from 

the ' City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing t h e i r own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate con f i d e n t i a l i t y agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an eraployee's 'iraraediate f a r a i l y , 

such employee s h a l l be e n t i t l e d t o a leave of absence up t o a 

raaxiraum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

eraployee s h a l l be e n t i t l e d t o a raa.xiraura of f i v e consecutive 
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days. During such leave, an hourly employee s h a l l receive 

his/her regular s t r a i g h t time pay f o r such time as she/he i s 

required t o be away from work during, his/her r e g u l a r l y scheduled 

hours of work (not t o exceed e i g h t hours per day). Salaried 

employees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The employee's iraraediate faraily s h a l l be defined as: 

raother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, raother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, b r o t h e r - i n - l a w , grandparents and grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whora the eraployee i s 

a court-appointed l e g a l guardian. The Eraployer raay, at i t s 

option, r e q u i r e the employee t o subrait s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 M i l i t a r y Leave 

Any employee who i s a raeraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g prograra or perforra other duties 

under the supervision of the United States or., the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her m i l i t a r y pay f o r a l l days corapensated by the 

Employer w i t h the C i t y Coraptroller. 
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Any employee who i s a meraber of the National Guard of the 

United States or of the State of I l l i n o i s and who i s orcdered by 

the appropriate a u t h o r i t i e s t o attend a tra-ining prograra or 

perforra other d u t i e s under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar'days i n any calendar year, provided t h a t 

the eraployee deposits his/her m i l i t a r y pay f o r a l l days 

compensated by the Employer w i t h the C i t y Comptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r September 11, 2001, 

s h a l l be e n t i t l e d t o f u l l s alary and medical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payment of m i l i t a r y 

pay t o the Coraptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l a u t o r a a t i c a l l y terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Soibpoena 

An eraployee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the eraployee i s a p a r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence wit h pay during the term of 

such absence, provided t h a t the eraployee deposits h i s j u r y duty 

pay with the -City Coraptroller. 
Section 10.4 Sick Leave 

Salaried—eraploycco—whe—are—granted—paid—sick—leave—en—fehe 

execution—ei—this—Agrooracnt'—shall—continue—fee—receive—fehe—sarae 

s i c ]<:—leave—provisions—during—fehe—fee^m—ei—this—Agrocraent,—s-e—long 

a-s—hc/shc—continues—fee—vjor k—undor—a—classification—fehafe—wa-e 
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receiving—oick—leave—afe—fehe—execution—ei—this—Agrocraent. Thio 

p r o v i o i o n — w i l l — n o t affect— a n - y—accumulated—oick—leave—employees 

mey—have—afe—fehe—execution—ei—this—Agreeraent. An—eraployee—shall 

have—fehe—option—fee—u-se—up t o — e i x — d a y s — e i — s i c k — l o a v e — p e r — y e a r — i e r 

the i l l n e s s of an iraraediate—faraily raeraber. 

Notwithotanding—trhe—foregoing, E e f f e c t i v e January 1, 1998 

and t h e r e a f t e r , said s a l a r i e d employees who receive paid s i c k 

time s h a l l accrue s i c k tirae at the ^rate'of one (1) day f o r each 

raonth of eraployraent. Employees may use up t o s i x (6) days of 

si c k time per year f o r the bona f i d e i l l n e s s of f a m i l y members, 

who s h a l l i n clude (or may be expanded upon by the C i t y ) : 

( i ) mother, f a t h e r , husband, wif^e, b r o t h e r or s i s t e r ( i n c l u d i n g 

blood, step or h a l f ) , son or daughter ( i n c l u d i n g blood, step or 

adopted), f a t h e r - i n - l a w , mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic p a r t n e r or 

the domestic partner's mother, f a t h e r , son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department of 

Human Resources. I n the event an eraployee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

A c t , i s — h o s p i t a l i z e d , upon request of the eraployee, the Eraployer 

w i l l raake a v a i l a b l e t o said employee up t o the f u l l amount of 

sick tirae the employee would have accrued f o r the remainder of 

that calendar year as i f he/she were a c t i v e l y eraployed, i n order 

to cover the absence resulting frora the serious health 

47 



c o n d i t i o n , hoopita.lization—and—recovery. Upon his/her r e t u r n t o 

work, the employee w i l l begin t o accrue sick time w i t h the s t a r t 

of the next calendar year. The Employer reserves the r i g h t t o 

requ i r e an eraployee t o provide docuraentation of the i l l n e s s i n 

question. 

Section 10.5 Personal Leaves 

Non-probationary employees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y ' s h a l l accumulate f o r eraployees on said leaves. 

Eraployees who r e t u r n frora said leave s h a l l be r e i n s t a t e d t o 

t h e i r forraer job c l a s s i f i c a t i o n , i f the Eraployer deterraines i t 

i s vacant or i f i t i s then occupied by an eraployee w i t h lower 

s e n i o r i t y . I f the employee's forraer job i s not a v a i l a b l e 

because the eraployee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the eraployee may exercise 

s e n i o r i t y r i g h t s , i n accordance w i t h and subject to the l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreement. 

Eraployees s h a l l be e n t i t l e d to personal leaves of absence 

without pay f o r a period of up t o eight (8) work weeks during 

any twenty-four (24) raonth period f o r any of the f o l l o w i n g 

reasons: 

1. the b i r t h of a c h i l d of the eraployee; 

2. the placeraent of a c h i l d w i t h the eraployee f o r 
adoption or f o s t e r care; or 

3. i n order to care f o r the employee's c h i l d , parent 
or spouse who has a serious health c o n d i t i o n . 
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An employee d e s i r i n g to take f a m i l y leave s h a l l provide 

reasonable advance n o t i c e of the leave t o the Employer, and the 

Eraployer s h a l l grant the eraployee f a m i l y leave provided the 

employee gives reasonable proof of the need f o r , and d u r a t i o n 

of, such leave. An employee raust take such leave i n segraents of 

not less than one (1) week. Such leaves s h a l l be subject t o the 

sarae terras and conditions as a l l other unpaid personal leaves, 

provided t h a t eraployees s h a l l have a r i g h t t o r e t u r n t o the job 

unless the eraployee would have been l a i d o f f as a r e s u l t of the 

norraal operation of s e n i o r i t y . Hourly employees on leave 

pursuant t o t h i s paragraph s h a l l continue ' t o receive raedical 

coverage at the Eraployer's expense. 

Bargaining u n i t eraployees who have corapleted t h e i r f i r s t 12 

raonths of employment and who have worked 1,250 hours i n the 

preceding 12 raonth period s h a l l t h e r e a f t e r be e n t i t l e d t o faraily 

and raedical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an eraployee's c h i l d and t o care f o r 
the newborn c h i l d ; 

(2) f o r the placement w i t h the eraployee of a c h i l d f o r 
adoption or f o s t e r care; 

(3) to care f o r the eraployee's spouse, c h i l d or parent 
w i t h a serious health c o n d i t i o n ; 

(4) due to a serious health c o n d i t i o n a f f e c t i n g the 
eraployee. 

Such leave s h a l l be without pay unless the employee 

determines to s u b s t i t u t e accrued paid leave f o r which the 

eraployee i s e l i g i b l e . During any leave taken under t h i s 
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A r t i c l e , the eraployee's health care coverage s h a l l be raaintained 

and paid f o r by the employer, as i f the eraployee was working and 

s e n i o r i t y s h a l l accrue. 

Any eraployee desiring to ,take leave under t h i s Section 

s h a l l provide reasonable advance notice to the eraployer on a 

form provided by the employer, which form s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no less than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide•notice within 48 hours after the employee 

i s able to do so. Failure to provide the notice provided for in 

thi s Section s h a l l not affect the v a l i d i t y of the leave where 

the employer has actual notice. Except as raay be s p e c i f i c a l l y 

stated in th i s Agreement, employees s h a l l take leave provided 

for as perraitted by the provisions of the Family Medical Leave 

Act, including i t s rules and regulations. Employees s h a l l have 

a right to return to their regular assignment and location. 

Section 10.6 Duty D i s a b i l i t y Leaves 

Any eraployee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer, w i l l 

raail the i n i t i a l Duty D i s a b i l i t y payraent w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e employees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 

denial i s l a t e r reversed, the eraployee s h a l l be paid up t o date 

the araount the eraployee was e l i g i b l e to receive. Eraployees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d to t h e i r forraer job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 
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employee w i t h lower s e n i o r i t y . I f the eraployee's forraer job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the eraployee would have 

been l a i d o f f i f the eraployee had not been on a leave of 

absence, the eraployee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h the subject t o the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreeraent. 

The Employer w i l l raail the i n i t i a l Duty D i s a b i l i t y payment 

within fourteen (14) days of the Employer's designated raedical 

o f f i c e r being advised by the eraployee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the employee's entitlement to Duty D i s a b i l i t y . 

Section 10.7 Medical Leaves 

Non-probationary employees s h a l l be granted raedical leaves 

of absence upon request. Said raedical leaves of absence s h a l l 

be granted f o r up t o 3 raonths, provided said leaves s h a l l be 

renewable f o r l i k e 3 raonth periods. The eraployer raay request 

s a t i s f a c t o r y proof o f raedical leaves of absence. A f t e r the 

f i r s t year, such medical leaves s h a l l be extended i n up t o one-

year segments. Employees on raedical leaves of absence s h a l l 

r e t u r n to work proraptly a f t e r t h e i r doctor releases thera t o 

r e t u r n t o work. 

Eraployees who r e t u r n frora said raedical leaves of absence 

proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d to t h e i r forraer j o b / c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an employee of lower s e n i o r i t y . In 

a d d i t i o n , the Employer w i l l r e t u r n an eraployee t o the sarae 

geographic l o c a t i o n of h i s or her previous job assignraent f o r a 
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period of up t o one year a f t e r the s t a r t of the leave. I f the 

employee's former job i s not a v a i l a b l e because the employee 

would have been l a i d o f f i f the eraployee had not been on a leave 

of absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service p r ovisions i n t h i s Agreeraent. 

A f t e r one year on an approved raedical leave of absence, 

employees who r e t u r n t o work promptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requirements -shall be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) raonths of such reinstatement 

r i g h t s f o r every year of service t o a maxiraura of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not raeet the above e l i g i b i l i t y 

requirements and who retur n s t o work proraptly a f t e r his/her 

doctor's release a f t e r more than one year on a raedical leave of 

absence, s h a l l be returned t o his/her forraer job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the eraployee w i l l be placed on a 

l i s t f o r reinstateraent. 

S e n i o r i t y s h a l l accuraulate f o r eraployees on raedical leaves 

of absence f o r only up to one year. A f t e r one year, an eraployee 

on a raedical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 
Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up to 2 employees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 
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D i s t r i c t Council or Local Organization of the Union f o r the 

dura t i o n of ' his/her appointraent t o the Union, provided 

reasonable, advance n o t i c e i n w r i t i n g i s given t o the eraployer. 

While on such leave t o employee s h a l l not incur a break i n 

continuous service. An eraployee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an eraployee. 

Eraployees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n from medical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during t h e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 
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• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; br 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA.leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 Procedure for Department Review of Disc i p l i n a r y 
Action 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

appl i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more may be appealed t o a r b i t r a t i o n i n l i e u of the 



Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r becorae a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An employee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any irapropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not commence 

u n t i l the Union r e p r e s e n t a t i v e a r r i v e s , provided t h a t the 

Employer does not have t o wait an unreasonable time and the 

Eraployer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An eraployee raay be discharged f o r j u s t cause before the 

Personnel Board hearing, provided t h a t said employee s h a l l be 

guaranteed upon request, a f u l l hearing, before said Board, i n 

accordance w i t h the said Board's r u l e s . 

I t i s f u r t h e r provided t h a t i n the event of non-egregious 

offenses, not t o include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g 

alcohol or t a k i n g i l l e g a l 'drugs on the job, i n s u b o r d i n a t i o n or 

work stoppages, the eraployee w i l l be given t h i r t y (30) days 

advance notice of discharge, and has seven (7) days frora r e c e i p t 

o f t h e n o t i c e t o appeal. I f the employee does not f i l e an 

appeal w i t h i n the seven (7) day appeal period, the employer raay 

then reraove the eraployee frora the p a y r o l l . I f the employee 
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appeals the discharge, the Personnel Board s h a l l be requested t o 

set a hearing date w i t h i n the t h i r t y (30) day n o t i c e period and 

the employee s h a l l reraain on the pay r o l l f o r the f u l l n o t i c e 

period, except i f p r i o r t o completion of the t h i r t y (30)' day 

n o t i c e period; (1) the Hearing O f f i c e r a f f i r m s the discharge; or 

(2) the eraployee continues the discharge hearing; or (3) the 

eraployee withdraws hi s appeal or otherwise engages i n conduct 

which delays the completion of the hearing. However, i n no 

event raay the eraployee re q u i r e the eraployer t o r e t a i n the 

employee on the p a y r o l l beyond the t h i r t y (30) day period. The 

Union s h a l l have the r i g h t to" have i t s representatives present 

at e i t h e r of the Board(s) or the grievance procedure, i n c l u d i n g 

a r b i t r a t i o n , and t o a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the employee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h .the Union and employee. The Employer i s 

not o b l i g a t e d t o meet w i t h the employee , and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n eraergency s i t u a t i o n s . 

Demotions s h a l l not be used as a p art of d i s c i p l i n e . 

Transfer s h a l l not be part of an eraployee's d i s c i p l i n e . 

56 



I n cases of o r a l warnings, the supervisor s h a l l inforra the 

eraployee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's immediate supervisor s h a l l meet w i t h the eraployee and 

n o t i f y him/her of the accusations against the employee and give 

the employee an o p p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the eraployee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Eraployer's f a i l u r e t o 

s a t i s f y Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

reve r s a l of the Eraployer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer t o pay back pay t o the eraployee. I n the event 

d i s c i p l i n a r y a c t i o n i s taken, the eraployee and the Union s h a l l 

be given, i n w r i t i n g , a stateraent of the reasons t h e r e f o r e . The 

eraployee s h a l l i n i t i a l a copy, n o t i n g r e c e i p t only, which s h a l l 

be placed i n the employee's f i l e . The employee s h a l l have the 

r i g h t t o make a response i n w r i t i n g which s h a l l become p a r t of 

the eraployee's f i l e . 

Any record of d i s c i p l i n e raa.y be ret a i n e d f o r a period of 

time not to exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l .be 

defined as at le a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-raonth period. I f an eraployee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Eraployer s h a l l not 
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use said record of the d i s c i p l i n e a c t i o n against the eraployee, 

or i n the case of proraotions or t r a n s f e r s . 

In ' any ' d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Employer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject matter, w i t h i n 30 

calendar days of the eraployer being raade aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the terra 

"non-egregious offense" s h a l l not include i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e - d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the eraployee's reasonable attorney's fees 

which he or she has in c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The eraployee s h a l l subrait a post-appeal fee 

p e t i t i o n t o the Employer, which s h a l l be supported by f u l l 

documentation . of the work performed, the hou.rs expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 
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agree on the proper araount of the fees t o be paid t o the 

employee, e i t h e r p a r t y raay r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s agreeraent. 
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Section 11.2 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1 Within f i v e (5) working days a f t e r an eraployee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not .appealable to the Personnel or Police Board, 

or i n the case of suspensions of 11 or raore days which may 

be appealed t o a r b i t r a t i o n i n l i e u of the Police or 

Personnel Board upon the w r i t t e n request of the Union, the 

Employer s h a l l conduct a raeeting w i t h the union and 

employee. D i s c i p l i n e s h a l l be adrainistered as soon as 

possible a f t e r the eraployer has had a reasonable 

op p o r t u n i t y t o f u r t h e r i n v e s t i g a t e the raatter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 

meeting or f u r t h e r i n v e s t i g a t i o n , the employee may request 

i n w r i t i n g t o the Department Head f o r review of said 

d i s c i p l i n a r y a c t i o n on a forra provided by the Employer. 

Said request f o r review s h a l l be i n w r i t i n g and submitted 

w i t h i n three (3) working days or r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review forra s h a l l be p r i n t e d on the 

back of or attached to the notice or d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e t o submit a 

w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n w i t h i n 

three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the employee's r i g h t to review. 

Step 2 Within three (3) working days or any mutually agreed 

upon extension a f t e r the Department Head or designee 

receives the employee's request f o r review, the Department 
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Head or designee s h a l l conduct a raeeting t o review the 

suspension. F a i l u r e t o conduct said meeting i n three (3) 

days w i l l r e s u l t i n autoraatic advancement t o Step 3 and the 

Union s h a l l so n o t i f y the Eraployer. At the raeeting, the 

Departraent w i l l give the basis f o r i t s a c t i o n and the 

eraployee and Union re p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the op p o r t u n i t y t o ask questions. The 

Department Head or designee s h a l l render a w r i t t e n d ecision 

w i t h i n two (2) working days of the meeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreement or f a i l u r e t o "decide and 

coraraunicate such decision w i l l r e s u l t i n automatic 

advanceraent t o Step 4 and the Union s h a l l so n o t i f y the 

Eraployer. A copy of such decision s h a l l be sent t o the 

eraployee and the Union. 

Step 3 Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the Department Head or 

designee and the eraployee and the Union r e p r e s e n t a t i v e t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said raeeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 meeting, unless otherwise agreed by the 

p a r t i e s . The Departraent Head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

raeeting. A copy of such decision s h a l l be sent to the 

eraployee and the Union. I f the p a r t i e s f a i l to raeet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

subraitted w i t h i n two (2) working days, the appeal s h a l l 
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automatically proceed to Step 4 and the Union s h a l l so 

notify the Employer. Except where otherwise indicated, the 

time limits set forth herein are to encourage the prompt 

reviews of said d i s c i p l i n a r y action and f a i l u r e to comply 

with these tirae liraits w i l l not affect the v a l i d i t y of the 

said d i s c i p l i n a r y action. This procedure s h a l l be the 

employee's exclusive reraedy for a l l said d i s c i p l i n a r y 

action, including suspension for ten (10) days or l e s s , or 

for suspensions of 11 days through 30 days which raay be 

appealed to arbitration in l i e u of the Personnel or Police 

Board upon the written request of the Union. 

Step 4 I f the raatter i s not settled at Steps 2 or 3, the 

Union raay subrait the matter to arbitration under the terms 

of t h i s Agreement. The rules governing procedure for 

arbitration s h a l l be the same as in 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y 'provisions of 11.1 and 11.2 

above, a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r c a l l e d a 

grievance) between the Eraployer and the Union or any of the 

employees of the Employer i t represents, a r i s i n g out of the 

circumstances or conditions of employraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the tirae l i r a i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance therew i t h s h a l l be considered the subject of a 
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grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreement.of both p a r t i e s t o t h i s Agreeraent. 

F a i l u r e of the Eraployer t o answer a grievance w i t h i n the 

tirae l i m i t s herein "shall permit the Union t o advance the case t o 

the next Step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Departraent Head n o t i f y i n g 

him/her of automatic advancement t o the next Step. 

Before a formal grievance i s i n i t i a t e d , the employee raay 

discuss the matter with his/her iraraediate supervisor. I f the 

problera i s not resolved in discussion, the following procedure 

s h a l l be used to adjust the grievance: 

Step I - Immediate Supervisor 

A. The eraployee or the Union s h a l l put the grievance i n 

w r i t i n g on the forra t o be supplied by the Eraployer 

upon request, but i n fehe absence of such a form, 

employee or the Union raay submit the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

eraployee or the Union having knowledge of the event 

which gives r i s e t,o the grievance. The eraployee or 

the Union w i l l i n d i c a t e what Section and part of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

reraedy, and subrait the grievance t o the eraployee's 

iraraediate supervisor. I t i s understood t h a t i f the 

eraployee has knowledge of the grievance raore than 

twelve working days than the Union, the Union s h a l l 
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not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the Union i n w r i t i n g of the decisio n . 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the eraployee s h a l l have the 

r i g h t to raake an appeal i n w r i t i n g t o the Departraent 

Head/or the Departraent Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

iraraediate supervisor. The name of the Department 

Head's designee s h a l l be posted and submitted t o the 

Union. F a i l u r e t o post and so n o t i f y the Union w i l l 

perrait iraraediate advanceraent t o a r b i t r a t i o n unless 

corrected w i t h i n two (2) working days of no t i c e of 

f a i l u r e t o post. 

B. The Departraent Head or the Departraent Head's designee 

s h a l l raeet w i t h the Union's rep r e s e n t a t i v e at l e a s t 

once each raonth to discuss a l l pending grievances t h a t 

have been advanced to Step I I . The purpose of the 

Step I I meeting w i l l be f o r the Department and the 

Union t o share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o arriicably resolve as 

many grievances as possible. The Departraent Head or 
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the Departraent Head's designee shall have the 

requisite authority to resolve grievances during the 

Step II raeeting. No grievances will be discussed at 

raore than one Step II raeeting, unless the City and the 

Union rautually agree that further meeting and 

discussion would be beneficial. Nothing in this 

paragraph shall be construed to relieve the City and 

the Union from their obligations to otherwise process 

and respond to grievances in accordance with this 

Article. \ 

C. The Departraent Head or the Departraent Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 

copy to the Union of his/her decision w i t h i n seven (7) 

working days of the corapletion of the Step I I raeeting. 

The response t o the grievance s h a l l s t a t e the 

Departraent's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f stateraent of the f a c t s and 

reason (s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved eraployee or 

eraployees. Grievances raay be withdrawn without 

prejudice at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Employer raay request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 



other w i t h i n ten (10) working days frora r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

eraployee, i t raay be presented by a s i n g l e selected 

employee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be made app l i c a b l e t o ' a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

ob l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders ., of 

supervisors or the Employer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

employee t h a t i t could cause death or serious p h y s i c a l 

harra. The Eraployer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the eraployee does not waive 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . , 

Step I I I - ARBITRATION . 

I f the raatter i s not s e t t l e d i n Step I I , the Union or the 

Eraployer, but not an i n d i v i d u a l eraployee or eraployees, raay 

submit the dispute to a r b i t r a t i o n - - by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative frora the 

Eraployer's operating department, w i t h copies of the request, t o 

the designated law departraent representative and counsel f o r the 
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C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s rautually raay 

agree, the Union s h a l l have the r i g h t t o convene a raeeting w i t h 

the Eraployer's designated r e p r e s e n t a t i v e i n an atterapt t o 

resolve the grievance p r i o r t o any. f u r t h e r a c t i o n being taken t o 

advance the raatter t o a r b i t r a t i o n . At such raeeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such raeeting t o resolve the 

grievance, the Union and the Eraployer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Ei t h e r party raay submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the ru l e s of t h a t t r i b u n a l w i t h a 

copy t o the other pa r t y . The foregoing s h a l l not prevent the 

Employer and Union frora rautually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s subraitted raust agree as a whole t o 

coraraencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s raust 

be by w r i t t e n consent of the Union and the Eraployer. The 
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f a i l u r e of e i t h e r side t o agree to an extension of time s h a l l 

not be disclosed to the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r to s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

require the production of p e r t i n e n t documents at the request of 

e i t h e r party. 

Each party s h a l l be responsible f o r corapensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 

borne by the pa r t y requesting the r e p o r t e r unless the p a r t i e s 

agree t o share such costs. 

An a r b i t r a b l e raatter must. inv o l v e the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a docuraent incorporated by reference t h e r e t o . The 

pro v i s i o n s of t h i s Agreement and any other document incorporated 

by reference i n t h i s Agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r party raay assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o amend, add t o , subtract from, 

or change the terras of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreement and 

apply them to the s p e c i f i c f a c t s of the grievance or dispute. 
I,. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing shalJ be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 
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s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. Advanced Grievance Step F i l i n g 

Certain issues which by nature are not capable of being 

s e t t l e d at a pr e l i r a i n a r y step of the grievance procedure, or 

which would become raoot due t o the length of tirae necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved raore e x p e d i t i o u s l y , raay be f i l e d at the option 

of the Union at Step I I or Step I I I . 

B. Pertinent Witnesses and Inforraation 

The Union raay request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

frora the Eraployer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and rul e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 

A Union representative, a gr i e v a n t , and Union steward w i l l 

be permitted a reasonable amount of time without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Departraent, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r perraission t o handle grievances on work time, i t 

being understood t h a t the operation of the Departraent takes 
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precedence unless there i s an eraergency, but such permission 

s h a l l not be denied unreasonably. A reasonable number of 

employees may attend the raeeting without loss of pay; such 

raeetings s h a l l be set by rautual agreeraent by the Employer and 

the Union. Where the Eraployer d i r e c t s an employee t o report f o r 

a meeting concerning a grievance at a tirae when the eraployee i s 

not scheduled t o work such tirae s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Eraployer upon request of 

the Union representative, s h a l l provide the use of a roora and 

telephone, t o discuss the grievance, subject t o the Employer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Employer and the Union may mutually agree t o submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually s e l e c t an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed to subrait the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s to the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 
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A representative frora the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of D i s c i p l i n a r y Investigations 

Supplementing a l l r i g h t s and processes due employees 

covered by t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the emplo.yee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the employee's l o c a t i o n of assignment, 

normal department l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the employee . under 

i n v e s t i g a t i o n s h a l l be informed of the person i n 

charge f^f the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a forraal statement i s being taken, 

a l l questions d i r e c t e d to the employee s h a l l be asked 

by and through one i n t e r v i e w e r .at a tirae. 
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D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s permitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be informed of the nature of the matters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y 

a c t i o n , or promised a reward, as an inducement t o 

provide i n f o r m a t i o n r e l a t i n g t o the- matter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the employee's a d m i n i s t r a t i v e r i g h t s , or 

the i m p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

statement the employee has raade. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 

eraployee, said employee w i l l be given the s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r to the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i r a i n a l prosecution raay be probable 

against said employee, the provisions of t h i s Section 

s h a l l be i n a p p l i c a b l e and said employee -v^^ill be 

afforded his c o n s t i t u t i o n a l r i g h t s concerning s e l f -
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i n c r i m i n a t i o n p r i o r t o the coraraenceraent of the 

i n t e r v i e w . An eraployee w i l l not be read his/her 

a d r a i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

eraployee who raay be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union r e p r e s e n t a t i o n 

before commencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e p r e s e n t a t i o n 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Employer does not have the 

i n t e r v i e w unduly delayed. 

J. The Eraployer s h a l l not compel an employee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any nongovernmental agency r e l a t i n g t o 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph exaraination s h a l l not be 

used against an employee i n any forum adverse t o the 

employee's i n t e r e s t s . The Employer w i l l not r e q u i r e a 

polygraph examination i f i t i s i l l e g a l t o do so. I f 

an eraployee i s asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r to 

the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 

any polygraph examination s h a l l be known to the 

eraployee w i t h i n one week. 
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L. This Section s h a l l not apply t o eraployee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e to the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the eraployee has the op p o r t u n i t y t o 

respond t h e r e t o . I f an eraployee i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the media of the charges 

against the employee,' the C i t y w i l l make t h a t f a c t 

a v a i l a b l e t o the raedia where the employee requests i t . 

N. In the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

same forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or in f o r m a t i o n i n c l u d i n g eraployee 

stateraents t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the employee, or i n the case of 

promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the prov i s i o n s of paragraph N 

above, at the option of the Union, a claim that the 
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Inspector General has v i o l a t e d the pr o v i s i o n s of t h i s 

Section may be raised i n a suppression hearing before 

a meraber of the permanent hearing panel l i s t e d herein, 

r a t h e r than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s o p t i o n by 

n o t i f y i n g the eraployee's Department Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreement. The appeal 

s h a l l s p e c ify the p a r t i c u l a r c o n t r a c t p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l sumraary of 

the conduct alleged to have v i o l a t e d the Agreeraent. I t 

i s understood t h a t by e x e r c i s i n g t h i s o p t i o n , any and 

a l l tirae l i r a i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s elect i n order of r o t a t i o n one of the three 

permanent hearing panel members who are chosen as 

fo l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

raerabers must be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any member of the panel resign or be removed 

75 



upon rautual agreeraent of the p a r t i e s during the l i f e 

of t h i s Agreeraent, the p a r t i e s w i l l meet t o reach 

agreement on new panel meraber who raust be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, 

the Employer w i l l request a panel of seven (7) 

a r b i t r a t o r s from FMCS, a l l of whom must be members of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l meet t o s t r i k e naraes frora the l i s t , w i t h 

the Eraployer s t r i k i n g f i r s t , u n t i l one narae reraains, 

which person s h a l l be naraed t o the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel meraber, or at such other time as the p a r t i e s raay 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i m i t e d t o determining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the raerits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2(d) The panel member s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

employee i n question. 
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p. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r more than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreeraent, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i r a i t e d t o 

syrapathy s t r i k e s and s t r i k e s t o p r o t e c t Union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 12.2 Union Ef f o r t s 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s t o 

prevent any -acts forbidden i n t h i s A r t i c l e and t h a t i n the event 

any such acts take place or are engaged i n by any eraployee i n 

the Union's bargaining u n i t , the Union f u r t h e r agrees i t w i l l 

use i t s best e f f o r t s t o cause an iraraediate cessation thereof. 

I f the Union iraraediately takes a l l necessary steps i n good f a i t h 

t o end any stoppages, s t r i k e s , p i c k e t i n g , i n t e n t i o n a l slowdown 

or suspension of work, i n c l u d i n g : (a) p u b l i c l y d i s c l a i m i n g such 

a c t i o n as not c a l l e d or sanctioned by the Union, and (b) posting 

notices i n conspicuous places which n o t i f y involved employees 

th a t the a c t i o n was not c a l l e d or sanctioned by the Union, i n 

a d d i t i o n t o i n s t r u c t i n g eraployees t o imraediately cease such 

a c t i v i t y , the Employer agrees t h a t i t w i l l not b r i n g a c t i o n 
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against the Union to establish r e s p o n s i b i l i t y for such 

unauthorized conduct. 

Section 12.3 . Discipline 

The Employer may terrainate the eraployraent of or otherwise 

d i s c i p l i n e any eraployees who have been found to have engaged in 

any act forbidden in this A r t i c l e . 

Section 12.4 No Lockout 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the terra of t h i s Agreeraent. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a serai-raonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 
•J 

revoked by w r i t t e n n o t i c e t o the Employer and the Union during 

the f i f t e e n (15) day period p r i o r to the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l indemnify, defend and hold the 

Employer harmless against any and a l l clairas, deraands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

act i o n taken or not taken by the Employer f o r the purpose of 

comp.].ying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 
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assignraent furnished under any such p r o v i s i o n s or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union t o the Employer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to -verify union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

The Eraployer s h a l l provide to the Union w i t h i n t h i r t y (30) 

days name, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new employee h i r e d i n t o the Union's bargaining u n i t . 

Section 13.2 F a i r Share 

I t i s further agreed that 30 days after the l a t e r of the 

execution of the Agreeraent or the employee's date of hire, the 

Employer s h a l l deduct from the. earnings of employees who are not 

merabers of the Union, a raonthly amount as c e r t i f i e d by the Union 

and s h a l l rerait such, deductions to the Union at the sarae tirae 

that the dues check-off i s remitted. I t i s understood that the 

amount of deductions from said non-member bargaining unit 

employees w i l l not exceed the regular monthly union dues and 

represents the eraployee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract administration and pursuing matters 

affecting wages, hours and other conditions of employment. 

Section 13.3 Right of Non-Association 
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Nothing in this Agreement s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such employees are members. 

Section 13.4 Condition of Employment 

Each employee who on the - e f f e c t i v e date of t h i s Agreement 

i s a meraber of the union, and each employee who becomes a 

raeraber a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employraent, 

maintain his/her raerabership i n the Union during the terra of t h i s 

Agreeraent. ^ 

Any present eraployee who i s not a raeraber of the Union 

s h a l l , as a c o n d i t i o n of employment, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n . 

A l l eraployees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreeraent and who have not made a p p l i c a t i o n f o r raembership s h a l l 

be required, t h i r t y (30) days a f t e r the l a t e r of the execution 

of t h i s Agreeraent or t h e i r h i r e date, to pay a f a i r share of the 

cost of the c o l l e c t i v e bargaining process and c o n t r a c t 

a d r a i n i s t r a t i o n and pursuing raatters a f f e c t i n g wages, hours and 

other conditions of eraployment. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Eraployer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Employer makes any s u b s t a n t i a l change i n job 

duties i t v j i l l discuss such changes w i t h the Union p r i o r 
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t h e r e t o . I f the Employer changes a job t i t l e without 

s u b s t a n t i a l l y changing the duties of the job, the Union w i l l 

r e t a i n i t s e x i s t i n g j u r i s d i c t i o n over the new job t i t l e . The 

Eraployer w i l l not perraanently assign bargaining u n i t work t o the 

j u r i s d i c t i o n of another bargaining u n i t without the rautual 

agreeraent of the Unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y perforraed by 

eraployees who are represented by the Union s h a l l continue t o be 

perforraed by said employees, except where non-unit employees 

have i n the past performed u n i t work, or i n emergencies, t o 

t r a i n or i n s t r u c t employees, t o do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , t o do troubleshooting, or where 

special knowledge i s required, provided however, where employees 

do not report t o work because of vacations, or other absences 

or t a r d i n e s s , or f o r personal reasons during the course of the 

day, or because a l l of the eraployees are or w i l l be occupied 

w i t h assigned d u t i e s , or to complete a rush assignment, 

eraployees of any other u n i t represented by another Union s h a l l 

not perform the work of said employees. For exaraple, i f an 

Asbestos Worker i s on vacation, a Pluraber s h a l l not be assigned 

as a replaceraent Asbestos Worker. The Eraployer s h a l l not 

a r b i t r a r i l y extend the period of any eraergency beyond the need 

f o r t h a t eraergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

shall' not be a v i o l a t i o n of t h i s Agreement i f the f o l l o w i n g 

functions are perforraed by merabers of manageraent, regardless of 
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whether they are also performed by the bargaining unit: (a) crew 

assignment and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipraent and raaterials frora vendors. Nothing 

herein s h a l l deprive raembers of the bargaining unit of the right 

to perforra h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit employee for the purpose of 

replacing that person with a raeraber of raanageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

In the event t h a t the Union f i l e s a grievance claiming t h a t 

the Employer has v i o l a t e d the • terms of t h i s Agreement by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Employer receives a grievance frora another 

union p r o t e s t i n g the assignraent of work t o eraployees covered 

under t h i s Agreeraent, the Eraployer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This notice s h a l l describe the nature of the 

work i n dispute. 

I n the event t h i s dispute reraains unresolved and i s 

submitted to a r b i t r a t i o n , the provisions of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n to the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y to p a r t i c i p a t e i n the 

hearing and to present evidence, but " s h a l l not be bound to the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work :i n dispute, and i f , i n t h a t event, the other 

82 



a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreeraent 

of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding deterraine t h a t the Eraployer's reassignraent 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreeraent, 

thereby r e q u i r i n g the Employer to comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as to which of the unions i s e n t i t l e d t o 

perform the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Eraployer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the provisions of ' the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreeraent, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l select the a r b i t r a t o r . The Eraployer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

directecl by the f i r s t a r b i t r a t o r s h a l l be f o llowed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreeraent and of the c o l l e c t i v e bargaining agreeraent of the 

a f f e c t e d union ( s ) . No other evidence or testiraony s h a l l be 
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adraitted i n th a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s to 

the dispute, and none of the p a r t i e s to the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forura. 

Nothing herein s h a l l preclude a l l parties to the dispute 

frora voluntarily resolving i t at any tirae. 

Section 14.4 Deferred Compensation 

The Eraployer's p o l i c y which i s i n e f f e c t at the execution 

bf t h i s Agreeraent, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded to' a l l employees of the Employer without change during 

the term of t h i s Agreeraent. 

The Employer w i l l make contributions, on a dol l a r - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximum t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the to t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing their own r e t i r e e health plan separate and 
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independent from the City's plans that could cover certain City 

r e t i r e e s i n the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-

Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

employees to d i s c i p l i n e , the Employer s h a l l transrait four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Employer w i l l raeet with the Union within twenty (20) calendar 

days of the receipt of the proposals to receive the Union's 

comments. Absent an emergency, the Employer w i l l not impleraent 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and' discuss the 

proposals with the Employer. No such 'changes or additions s h a l l 

be implemented without prior publications and notice to the 

affected employees. 

Section 14.6 Safety 
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(a) The Employer s h a l l provide a safe and h e a l t h f u l 

working environment f o r employees covered by t h i s agreement 

i n c l u d i n g i n accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e 

occupational safety and health laws, and s h a l l maintain i n good 

and safe working c o n d i t i o n a l l equipment necessary f o r the safe 

and proper performance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t s a f ety 

committee s h a l l be established which -shall be composed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Employer. The purpose of the coraraittee 

s h a l l be t o discuss, exaraine and t o raake recoramendations 

concerning occupational safety and health issues a f f e c t i n g 

employees. A l l recoraraendations of the coraraittee w i t h respect t o 

safety and he a l t h issues s h a l l be submitted i n w r i t i n g t o the 

appropriate Departraent Head w i t h a copy t o the Union and the 

Dir e c t o r of Labor Relations. The Department Head s h a l l promptly 

issue a w r i t t e n response t o the comraittee concerning the 

Department's views regarding the committee's recoraraendations. 

The p a r t i e s raay decide, frora tirae to tirae, t o r e f e r c e r t a i n 

safety issues and .concerns to the personnel of the a f f e c t e d 

Departraent(s) responsible f o r safety raatters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 

safety personnel w i l l meet and confer w i t h a re p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and r e p o r t back t o the 

Committee on any decisiions or recommendations concerning them. 

(c) The j o i n t safety comraittee s h a l l meet at l e a s t once a 

month, or otherwise by mutual agreement. 
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(d) The p a r t i e s agree and understand t h a t i f an eraployee 

i s faced w i t h an unsafe working c o n d i t i o n , the eraplo^yee i s 

required to perforra the task i n question unless the eraployee's 

performance of an assigned task presented the strong l i k e l i h o o d 

of s u b j e c t i n g the employee t o imrainent danger of death or 

serious i n j u r y . I f the employee, w i t h no reasonable 

alternative, refuses in good fai t h to perforra that task and 

expose himself to that dangerous condition, he w i l l not be 

subject to d i s c i p l i n e . In order to avoid d i s c i p l i n e under thi s 

paragraph, the condition must be of such a nature that a 

reasonable person, under the circurastances, would conclude that 

there i s a real, substantial, and irarainent danger of death or 

serious injury. • In addition, the employee must also have sought 

from the Eraployer, and have been unable to obtain, correction of 

the situation before refusing to perforra the task in question. 

Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimum, the following information: 

• Payroll period 

• Payroll Noamber 

• Employee noamber 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

87 



• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the s a f e t y and s e c u r i t y of the infoonnation the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

t o receive the i n f o r m a t i o n , -en—a raonthly b a s i s — a — b a r g a i n i n g — u n i t 

report—ef—current—active—eraployoco ,—fehe—list—fee—include—eraployee 

narae, address, s o c i a l — s e c u r i t y — n u r a b e r , t i t l e , pa-y—schedule, 

g r a d o , — c u r r e n t — p a y — r a t e , — s t a t u s , — c o n t i n u o u o — s e r v i c e — d a t e , — t i r a e 

i n t i t l e , — d a t e of b i r t h , — r a c e and oex. 

The—Eraployor—shall—also—provide—fee—fehe—Union—en—a—raonthly 

b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — e i — c u r r e n t — a c t i v e 

e m p l o y e e s — t h a t — v j i l l l i s t — C a r e e r — S e r v i c e — R c t i r e r a e n t o ; Career 

Service Resignations; Career Service Discharges; Non-Career 

Service " Terrainations; Leaves e i Absence; Suspensions; 

Reinstatements;—Reappointments;—Transfers—(change—ei—department 

end change ef p a y r o l l ) ; Appointracnto (which also includco 

proraotions and deraotions);—and Deaths. 

Each—raonth—fehe—Employer—wiil—provide—fee—fehe—Union—fehe 

current—raonth ' s — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d — f e h e — u p d a t e d 

report—frora tho previous raonth. 
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Section 14.8 Soabcontracting 

The Eraployer s h a l l not contract or subcontract out 

bargaining u n i t work to any person, c o n t r a c t o r or eraployer who 

i s not i n corapliance w i t h the area standards established under 

and pursuant t o the forraula used by the United States Departraent 

of Labor i n adrainistering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

no t i c e s h a l l be i n w r i t i n g and s h a l l contain the name and 

address of the p a r t y who w i l l perforra the work, a d e s c r i p t i o n of 

the work t o be perforraed and any other relevant data t o enable 

the Union t o determine compliance w i t h t h i s Section. I n the 

event such p a r t y i s deterrained not t o be i n compliance w i t h the 

said area standards, the Employer s h a l l w i t h h o l d payouts and 

s h a l l not contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Employer receive a w r i t t e n and 

enforceable assurance of corapliance. 

In the event t h a t the Eraployer deterraines t o subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

perraanent jobs which the Eraployer has declared t o be vacant i n 

the a f f e c t e d Departraent, or other departraents, as the case raay 

be, i n t h a t order, provided the l a i d o f f eraployees have, the then 

present a b i l i t y to perforra the required work without f u r t h e r 

t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n to allow him or her t o perform 

the work. 
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Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the eraployraent of employees subject to layoff. During 

that meeting the Eraployer w i l l request and urge that the sub

contractor hire l a i d off eraployees. 

Section 14.9 Automobile Reimbursement 

Eraployees who are required by the Employer t o use t h e i r own 

autoraobiles i n the performance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaximum of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

^ r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraura reiraburseraent w i l l 

increase t o $350.00 per raonth. E f f e c t i v e February 1, 2008, the 

maxiraura reiraburseraent w i l l increase t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the raaxiraura reiraburseraent w i l l 

increase t o $550.00 per raonth. Thereafter, the maxiraura 

reiraburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consuraer Price Index f o r A l l Urban Consuraers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Eraployees seeking raileage reiraburseraent 

raust submit t h a t request on a form provided by the Eraployer. 

Payraent f o r mileage expenses w i l l be made on a raonthly basis. In 

the event t h a t during the l i f e of t h i s Agreeraent the Employer 

s h a l l implement f o r any group of employees an automobile expense 

reimbursement prc^gram which i s raore favorab.le t o employees than 

the provisions of t h i s paragraph, upon notice from the Union, 
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the Eraployer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new prograra t o employees 

covered by t h i s Agreement. / 

Upon request by e i t h e r p a r t y made no e a r l i e r than January 

1, 2010, the p a r t i e s s h a l l meet to discuss any proposed changes 

to t h i s Section 14.9. 

ARTICLE 15 
LAYOFFS/RECALL 

Section 15.1 Layoffs/Recall 

Probationary eraployees w i t h raore than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior eraployee 

i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t , 

provided the a b i l i t y , q u a l i f i c a t i o n s t o perforra the required 

work, and the employee's job performance are r e l a t i v e l y equal 

araong the other eraployees i n the job. " S e n i o r i t y " s h a l l raean, 

f o r purposes of t h i s Section, the eraployee's service i n the job 

t i t l e ( t i r a e - i n - t i t l e ) City-Wide. 

ARTICLE 16 
SEPARABILITY 

Section 16.1 Separability 

In the event any of the provisions of this Agreeraent s h a l l 

be or becorae in v a l i d or unenforceable by reason of any f i n a l and 

binding court decision, as well as any Federal or State Law or 

Local Ordinance now existing or hereinafter enacted, such 

i n v a l i d i t y or unenforceability s h a l l not affect the reraainder of 

the provisions hereof, which s h a l l remain in f u l l force and 

e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n s h a l l be soabject 
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t o r e - n e g o t i a t i o n by the Pa r t i e s w i t h i n a reasonable p e r i o d of 

time. The p a r t i e s agree t o raeet and adopt revised p r o v i s i o n s 

which would be i n conformity w i t h the law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Employer i n w r i t i n g , of the names 

of the Stewards i n each Department or area agreed upon w i t h the 

Eraployer and s h a l l n o t i f y the Eraployer promptly of any changes. 

Stewards w i l l be permitted to handle and pro.cess grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of tirae, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors i n advance of t h e i r i n t e n t i o n 

t o handle and process grievances. Supervisors may not 

unreasonably withhold permission to the Stewards t o engage i n 

such a c t i v i t i e s . 

Employees a c t i n g as Union Stewards s h a l l not be 

discrirainated against nor be t r a n s f e r r e d frora t h e i r job 

c l a s s i f i c a t i o n s or Departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards frora t h e i r 

job c l a s s i f i c a t i o n s or Departraents, other than i n an emergency, 

w i l l be discussed wi t h the Union i n advance of any such 

t r a n s f e r s . 



Section 17.2 Union Rights 

The Union s h a l l have the r i g h t and r e s p o n s i b i l i t y t o 

represent the i n t e r e s t s of a l l employees i n the Unit, t o present 

i t s views t o the C i t y on raatters of concern, e i t h e r o r a l l y or i n 

w r i t i n g , and t o consult and be consulted w i t h , i n respect t o the 

forraulation, developraent and irapleraentation of p o l i c i e s and 

prograras a f f e c t i n g working c o n d i t i o n s . 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be perraitted 

during norraal working hours, t o enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not to i n t e r f e r e w i t h norraal operations. The 

employer raay be able t o change or set r u l e s of access, provided 

t h a t any change i n current p r a c t i c e s must be reasonable and 

subject t o the grievance procedures. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services t o i t s c i t i z e n s i n a safe and economic manner. The 

p a r t i e s t o t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 
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C i t y and the employees under t h i s Agreeraent serve. Furtherraore, 

the econoraic cost of p r o v i d i n g health care services t o eraployees 

who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 

The Employer and the Union maintain a strong coramitraent to 

pr o t e c t people and property, and t o provide a safe working 

environraent. To t h i s end, the Eraployer has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r employees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreement urge employees who • have such 

problems to u t i l i z e the Program's services. 

To maintain a workplace which provides a safe and health 

work environment for a l l eraployees, the following drug and 

alcohol prograra i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

eraployee on the job or the preraises of the Eraployer. 

(c) Eraployer Premises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other vehicles 

owned, leased or used by the Employer as job s i t e s or work 
r 

l o c a t i o n s and over which the Employer has a u t h o r i t y as Employer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y to a person 

r e q u i r i n g medical attent.ion or causing s i g n i f i c a n t damage t o 
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property t o which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

eraployee, i n c l u d i n g but not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or al c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or p h y s i c a l impairraent due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

saraple, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e raanner, f o r the purpose of i d e n t i f y i n g , 

raeasuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l employees must report t o work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable- them to perform t h e i r jobs i n a safe 

raanner. Further, eraployees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

preraises, nor s h a l l they report to work under the i n f l u e n c e of 

drugs and/or alcohol. 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Eraployer has reasonable cause to believe t h a t 

an eraployee i s under the i n f l u e n c e of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t t o subject t h a t employee to a 

drug and alcohol t e s t . At the Eraployer's d i s c r e t i o n , the 

eraployee may be placed on a d m i n i s t r a t i v e ,leave .with pay u n t i l 
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t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the employee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Eraployer w i l l terminate a l l eraployees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs 
or alcohol while on duty and on the 
Employer's premises; 

(i v ) are found i n possession of alcohol; drugs or 
drug paraphernalia, or are found s e l l i n g - or 
d i s t r i b u t i n g drugs or drug paraphernalia, on 
the Employer's preraises. 

(c) A l l adverse employraent a c t i o n taken against an 

employee under t h i s program s h a l l be subject t o the grievance 

and a r b i t r a t i o n procedures of thi.s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer may require drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be adrainistered i n the event t h a t 
two supervisors have reasonable cause t o 
believe t h a t an employee has reported t o 
work under the in f l u e n c e of or i s at work 
under the in f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t may be required i f an em'ployee i s 
involved i n • a workplace accident or 
f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a f o l l o w -
up to counseling or r e h a b i l i t a t i o n f o r 
substance abuse f o r up t o a one year period. 

(b) Eraployees t o be tested w i l l be required t o sign a 

consent forra and chain of custody forra, assuring proper 

docuraentation and accuracy. I f an employee refuses to sign a 
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consent form a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

ter r a i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and raay consist of e i t h e r blood or urin e t e s t s , or both. 

The Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g prograras, dated A p r i l 11, 1988 and as raay 

be araended her e a f t e r by the relevant agency of the Departraent of 

Health and Huraan Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they raay be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the in f l u e n c e of drugs. 

( f ) I n i t i a l and confirraatory (or breathalyzer) t e s t 

r e s u l t s which raeet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the in f l u e n c e of alc o h o l . 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be 

borne by the Eraployer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be ,reported t o the 

Coramissioner of Personnel or his designee i n the manner to be 
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prescribed by the Coramissioner. The applicant or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Coraraissioner w i l l inforra the applicab l e Department Head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at his or her expense, t o be 

retes t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Commissioner of Personnel,' provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r trans'mitting said s.araple t o the 

second la b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as to the presence of alcohol or drugs. The f a i l u r e 

to take a s u f f i c i e n t sample, or to preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal from 

e l i g i b i l i t y of an applicant • or personnel a c t i o n , i n c l u d i n g 

discharge, of any eraployee. 

( j ) No lab o r a t o r y report or te s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are part of a 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

special locked f i l e maintained by the Coramissioner of Personnel, 

except as such discl o s u r e may be required by t h i s p o l i c y , law or 

ordinance. 



Section 18.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y raatter and 

raay p a r t i c i p a t e i f they wish i n the v o l u n t a r y Eraployee 

Assistance Prograra. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i r a i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose . -pf the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

and t r a i n i n g prograras and t o provide expanded post-

apprenticeship and t r a i n i n g eraployraent o p p o r t u n i t i e s f o r such 

graduates. In conjunction w i t h the execution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreeraent w i t h the C i t y of 

Chicago, the Parties s h a l l enter i n t o a supplemental meraorandum 

of understanding regarding the s t r u c t u r e , irapleraentation, 

raonitoring and enforceraent of t h i s I n i t i a t i v e . Said memorandum 

s h a l l be attached t o t h i s Agreeraent as Appendix D. 
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Section 19.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A corara'itraent by each C o a l i t i o n Union to e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A coramitraent by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g programs. In p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors to p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and t o expand post-

apprenticeship and t r a i n i n g employraent o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps to f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and suppleraental meraorandura attached hereto. 
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ARTICLE 20 
RATIFICATION AND TERMINATION 

The terras of t h i s Agreement s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance forra. The Eraployer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t from said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f frora year t o 

year unless at l e a s t 60 days and not raore than 120 days p r i o r t o 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e t o the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o amend, add t o , subtract frora, or 

terminate t h i s Agreement. 

In the event such not i c e of a desire to araend, add t o , or 

subtract from the terras of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time thei r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreeraent before the 30th day of June 

f o l l o w i n g the date on which no t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreeraent. The notices r e f e r r e d to s h a l l be 

considered to have been given as of the date shown on the 
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postraark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of notice s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e contract between the 

Eraployer and the Union and s e t t l e s a l l deraands and issues w i t h 

respect t o a l l raatters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d to bargain 

c o l l e c t i v e l y w i t h respect t o any matter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 

r e f e r r e d to herein, and even though such raatter may not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid tirae o f f , or 

v o l u n t a r y unpaid tirae o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreement, such a d d i t i o n a l time o f f s h a l l be granted to a l l 

employees covered by t h i s Agreement. 
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ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be effective from the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l remain in effect 

through 11:59 p.ra. on June 30, -^#i^ 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the app l i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care program mandating s i g n i f i c a n t changes 

i n h e a l t h insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the terra of t h i s Agreement; 

2. The lack of achievement of health care cost 

containraent as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishraent and a d r a i n i s t r a t i o n 

of the Labor-Management Cooperation Comraittee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC wi t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containraent or savings, as raeasured by a 

proj e c t e d increase of costs f o r any 
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i n d i v i d u a l plan of no raore than 8% i n Fi s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when corapared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustments i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase from exceeding 8% as measured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p arty may e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Coraposition of the LMCC; 

• Funding of the LMCC. 
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provided, however,—each—party—reserves—the—right—fee—reopen—this 

Agrooracnt—in-—order—fee—negotiate—the H e a l t h — P l a n — s - e f e — f o r t h — i n 

Article—9—ne—later—than—June—3-0-?—2011—and—June—2 0 - ,—2015,—er—in 

the—event the—City—ef—Chicago—is—awarded—fehe—2016—Olyrapic—Caracs, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of t h i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

either party to this Agreeraent has t h i r t y (30) days to notify 

the other party of i t s intent to reopen t h i s Agreeraent in order 

to negotiate the Health Plan set forth in A r t i c l e 9. Should 

either party elect to reopen negotiations pursuant to th i s 

provision, i t s h a l l subrait written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreeraent on the A r t i c l e . I f the parties f a i l to reach 

agreeraent at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreement. 

Non-Prevailing Wage Rate Reopener 

Four-Yoar : This—Agrcomcnt—may—be reopened—fee—further 

nogotiato—fehe—non-prevailing—wa-ge—rates—governing—fehe—second 

five year feer^m (07/01/2012 fee 06/30/2017) under—Article 4-r 

Section 4'-rA-, in—feh-e event t h a t (-â  t h e — C i t y — n o t i f i e s fehe 

Coalition—that—-irfe—hae—nefe—reached—a—successor—agreeraent—fee—a 
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t h e n — c u r r e n t four-year—..agreeraent—expiring—on June—3-07 2011 

regarding an—acroos-tho-board—pcrcontago increase f e r — o t h e r 

unionized—eraployees—in—non-prevailing—wage r a t o — c l a o s i f i c a t i o n o 

defined i n tho—"Me Too Clauoc" by March—31, 2012; or—fb^—fehe 

Coalition—notifies—fehe—City—ei—ifee—intent—fe-e—terrainate—fehe—^^Me 

Too Clauoc" by March 31, 2012. 

Fivo-Yoar: This—Agrocraent—m a y—be—reopened—fee—further 

negot iato—fehe—non-prevailing—wage—ratco—governing—fehe—second 

fivc' year feerro (07/01/2012 fee 06/30/2017) under—Article 4-r 

Soction 4.4, in—fehe—event—fehafe fe-̂  fehe—City—notifies—fehe 

C o a l i t i o n — t h a t — i f e — h e e — n e f e — r e a c h e d a—successor—agroeraont—fee—a 

t h e n — c u r r e n t — f i v e - y e a r — a g r e e r a e n t — e x p i r i n g — e n — J u n e — 3 - 0 7 20 1 2 

r e g a r d i n g — e n — a c r o s s - t h e - b o a r d — p c r c o n t a g o — i n c r e a s e i e r — o t h e r 

u n i o n i z e d — e m p l o y e e o — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the "Mc Too Clause" by October 31,—2012;—er—fb^—fehe 

Coalition—notifies—fehe—City—ei—ife-s—intent—fee—terminate—fehe—^^Me 

Too Clauoc" by October 31, 2012. 

if— a n y—ene—ei—fehe—foregoing—events—occurs,—cither—party—fee 

this—Agreement—hae—thirty—(-3-0-)—days—fee—notify—feh-e—other—party—ei 

ifee—intent—fee—reopen—thio—Agreement—in—order—fee—negotiate—fehe 

non-prevailing—wage—rates—governing—fehe—second—five—year—terra 

(07/01/2012 to 06/30/2017)—oct f o r t h i n A r t i c l e 4,—Section 4.4. 

S h o u l d — c i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n e g o t i a t i o n s — p u r s u a n t — f e e 

t h i s — p r o v i o i o n , i f e — s h a l l — s u b m i i t — v j r i t t e n — n o t i c e — f e e — t h e — o t h e r 

party—and—fehe—C i t y—shall—nefe—be—obligated—fee—malce—fehe—vjage 
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ad j u o t r a e n t o — s e f e ^ — f o r t h — i n — A r t i c l e — 4 - , — S o c t i o n — 4 . 4 . Thereafter, 

fehe p a r t i e s have n i n e t y (-9-0-) days VvFlthin which fee— reach 

agreeraent—^-en—fel^e—Article . i i — f e h e — p a r t i e s — f a i l — f e e — r e a c h 

agrooracnt—afe—fehe—conclusion—ef—that—ninety—( 90)—day period,—each 

party reserves—fehe—right—fee—reopen the entire Agreeraent. 

Other Reopener 

I n the event of an eraergency, cataclysraic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreeraent. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed th i s docuraent as of 

the day of , 2 ^ ^ 2018. 

CITY OF CHICAGO THE CEMENT MASONS' XWJION LOCAL 502 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and Tra i n i n g Prograra I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 t o explore and recommend ' the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and Tra i n i n g Prograra I n i t i a t i v e , i n c l u d i n g , but 

not l i r a i t e d t o : 

a. A m u l t i - p r o j e c t labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o n t r actors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum number of apprentices on the p r o j e c t as 

permitted under the terms and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement (s) ; and ( i i ) a l l con t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h 

the U.S. Department of Labor's Bureau of Apprenticeship and 

Tra i n i n g . 
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FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive health care model and w i l l r e s u l t i n 

design improveraents, cost containraent or savings, i n c l u d i n g but 

not l i r a i t e d t o the f o l l o w i n g areas: 

• Expanded Disease Manageraent Prograra 

• HRA and Bio-raetric Screening 

• Health Fairs 

• Weight Manageraent Prograra 

• Iraaging Review Service 

• L i f e t i r a e Maximum 

• Subscriber Share f o r Hospital B i l l s and Co-insurance 

• Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 
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Comprehensive Coraraunication and Outreach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

SEASONAL EMPLOYMENT - "EQUAL DIGNITY" 

Agree to the following in a Side Letter to th i s Agreeraent: 

Effective upon r a t i f i c a t i o n , in the event the Eraployer iraposes a 

uniforra d i s c i p l i n a r y suspension on a l l raembers of a crew 

(including both career service and seasonal employees) for a 

d i s c i p l i n a r y infraction (s) committed by that crew, and the 

Employer subsequently reduces the suspension imposed on the 

career service members of the crew to a lower, uniform l e v e l of 

d i s c i p l i n e , and where the seasonal eraployee meraber(s) of the 

crew i s not more culpable than the career service employees 

whose d i s c i p l i n e was reduced, considering any prior relevant 

d i s c i p l i n e , then the Employer s h a l l reduce the d i s c i p l i n e 

imposed on the seasonal employee(s) to the sarae amount as 

imposed on the career service eraployee crew raerabers. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreeraent: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Meraorandura of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o araending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreeraent by the Unions t o waive sorae or a l l of the raonetary 

raake whole reraedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o araend Section 3(a) as requested 

by the Unions i n order t o conclude neg o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreeraent wit h the C i t y t o waive 

some or a l l of the monetary make whole reraedies. U n t i l such an 

agreeraent i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be o b l i g a t e d t o implement the raonetary raake whole 

reraedies i n the Award. In a d d i t i o n , i f such an agreeraent i s not 
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reached by Deceraber 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed amendment t o Section 3(a) t o . r e f l e c t the 

Unions' p r e f e r r e d approach to the four 10-hour workweek and the 

City's proposed r e l i e f frora the raonetary raake whole reraedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 

114 



COLLECTIVE 
BARGAINING 
AGREEMENT 

BETWEEN 

GLAZIERS, ARCHITECTURAL METAL AND GLASS WORKERS 
LOCAL UNION NO. 27, CHICAGO AND VICINITY 

And 

CITY OF CHICAGO 

Eff e c t i v e July 1, 20^17 
Through 

June 30, 20i^22 

R a t i f i e d by City Council on: Docomber 12, 2007 ,2018 

2454990 4 



CITY OF CHICAGO 
AGREEMENT WITH 

GLAZIERS, ARCHITECTURAL METAL AND GLASS WORKERS 
LOCAL UNION NO. 27, CHICAGO AND VICINITY 

TABLE OF CONTENTS 

Page 

ARTICLE 1 - RECOGNITION 1 
Section 1.1 1 

ARTICLE 2 - MANAGEMENT RIGHTS 2 
Section 2.1 2 

ARTICLE 3 - NON-DISCRIMINATION 3 
Section 3.1 Equal Employment Opportunities 3 
Section 3.2 No Dis c r i r a i n a t i o n 3 
Section 3.3 3 
Section 3.4 Reasonable Accommodation 4 

ARTICLE 4 - WAGES 4 
Section 4.1 P r e v a i l i n g Wage Rates 4 
Section 4.2 P r e v a i l i n g Rate Adjustments '. 5 
Section 4.3 Non-Prevailing Wage Rates Governing F i r o t 

Five-Years of t h i o Agreement (07/01/2007 . 
to 06/30/2012) 5 

Section 4. 4 Non-Prevailing Wage Ratoo Governing 
Second Five 'Year Term (07/01/2012 t o 
06/30/2017) . 6 

Section 4.5 R e t r o a c t i v i t y 7 
Section 4.6 Out of Grade Pay 8 
Section 4.7 Payraent of Wages 9 

ARTICLE 5 - HOURS OF WORK 12 
Section 5.1 12 
Section 5.2 Overtime 13 
Section 5.3 Overtirae E q u a l i z a t i o n 14 
Section 5.4 Reporting Pay 14 
Section 5.5 C a l l - i n Pay 15 
Section 5.6 Emergency C a l l Pay 15 
Section 5.7 Corapensatory Time 16 

ARTICLE 6 - HOLIDAYS 17 
Section 6.1 17 
Section 6.2 Payment f o r Holiday 18 

2454990.4 



Section 6.3 F a i l u r e t o Report t o Work on Scheduled 
Holiday 19 

Section 6.4 Holiday Observance 19 

ARTICLE 7 - VACATIONS 20 
Section 7.1 20 
Section 7.2 Pro Rata Vacation 21 
Section 7.3 F o r f e i t of Vacation 21 
Section 7.4 Employee Laid Off or Discharged 23 
Section 7.5 Rate of Pay 23 
Section 7.6 Selection 24 
Section 7.7 Re c i p r o c i t y With Other Aoocrablico 25 
Section 7.8 Non-Consecutive Vacation Days 26 

ARTICLE 8 - CONTINUOUS SERVICE 28 
Section 8.1 28 
Section 8.2 I n t e r r u p t i o n i n Service 28 
Section 8.3 Re c i p r o c i t y 29 
Section 8.4 Break i n Service 30 
Section 8.5 Probationary Employment 31 

ARTICLE 9 - GROUP HEALTH, VISION CARE, DENTAL, LIFE AND 
ACCIDENT BENEFITS 33 

Section 9.1 33 
Section 9.2 J o i n t Labor Management Cooperation 

Comiraittee On Health Care 37 
Section 9.3 '. . 37 
Section 9.4 38 
Section 9.5 38 
Section 9.6 39 

ARTICLE 10 - LEAVES OF ABSENCE 40 
Section 10.1 Bereaveraent Pay •. . 40 
Section 10.2 M i l i t a r y Leave 41 
Section 10.3 Jury Duty Leave/Subpoena 42 
Section 10.4 Sick Leave 42 
Section 10.5 Personal Leave 43 
Section 10.6 Duty D i s a b i l i t y Leave 45 
Section 10.7 Medical Leave 46 
Section 10.8 Union Leave 48 
Section 10.9 Paid Parental Leave 49 

ARTICLE 11 - DISCIPLINE AND GRIEVANCE/ARBITRATION 50 
Section 11.1 50 
Section 11.2 Procedure For Departraent Review of 

D i s c i p l i n a r y Action I n c l u d i n g Suspension . . 55 
Section 11.3 Grievance and A r b i t r a t i o n 58 
Section 11.4 Conduct of D i s c i p l i n a r y I n v e s t i g a t i o n s 68 

1.1 
2454990.4 



ARTICLE 12 
Section 12.1 
Section 12.2 
Section 12 

NO STRIKES-NO LOCKOUT 75 
75 
75 

3 76 
Section 12.4 76 

ARTICLE 13 
Section 13.1 
Section 13.2 
Section 13 
Section 13 

DUES CHECK-OFF AND FAIR SHARE 7 6 
76 
78 

3 78 
4 78 

ARTICLE 14 -
Section 
Section 
Section 
Section 
Section 
Section 
Section 
Section 
Section 
Section 
Section 

MISCELLANEOUS 79 
14.1 Job T i t l e s 79 
14.2 T r a d i t i o n a l Work 80 
14.3 J u r i s d i c t i o n a l Disputes 81 
14.4 Deferred Corapensation 83 
14.5 Rules of Conduct Changes 84 
14.6 Safety 84 
14.7 Information t o Union 86 
14.8 Subcontracting 88 
14.9 Automobile Reiraburseraent 89 
14.10 F i l l i n g of Permanent Vacancies 91 
14.11 Fitness f o r Duty . . . 92 

ARTICLE 15 - LAYOFF AND RECALL 93 
Section 15.1 93 

ARTICLE 16 SEPARABILITY 94 
Section 16.1 94 

ARTICLE 17 - UNION 
Section 17.1 
Section 17.2 
Section 17.3 

REPRESENTATION 94 
Union Stewards 94 
95 
Right of Access 96 

ARTICLE 18 - DRUG AND ALCOHOL PROGRAM 96 
Section 18 . 1 96 
Section 18.2 D e f i n i t i o n s 97 
Section 18 . 3 D i s c i p l i n a r y Action • 98 
Section 18 . 4 Drug and Alcohol Testing 99 
Section 18 . 5 Employee Assistance Prograra 102 

ARTICLE 19 - JOINT A-PPRENTICESHIP AND TRAINING PROGRAM 
INITIATIVE 102 

Section 
Section 

19. 1 102 Section 
Section 19.2 . . . 103 

1 1 1 
2454990.4 



ARTICLE 20 - RATIFICATION AND TERMINATION , 104 

ARTICLE 21 - TERM OF AGREEMENT 'l06 

SIDE LETTER - JOINT APPRENTICESHIP AND TRAINING PROGRAM 

INITIATIVE: LMCC REFERRAL 112 

SIDE LETTER - HEALTH CARE PLAN: LMCC REFERRAL 93 

SIDE LETTER - FOUR 10-HOUR DAY WORKWEEK 94 

IV 
2454990.4 



CITY OF CHICAGO 
AGREEMENT WITH 

GLAZIERS, ARCHITECTURAL METAL AND GLASS WORKERS 
LOCAL UNION NO. 27, CHICAGO AND VICINITY 

AGREEMENT 

This Agreeraent i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and Local 27, Glaziers, A r c h i t e c t u r a l Metal and 

Glass Workers ( h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose 

of e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages, and other terms 'and 

conditions of employment f o r the employees represented by the 

Union. 

I n r e c o g n i t i o n of the above, the Eraployer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent- f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Glazier Foreraan 
Glazier 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

eraployees w i t h respect t o rates of pay, wages, hours and other 

terras and conditions of eraployment. The term "eraployee" as used 

herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d to the contrary. 

1 
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ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y to and are e x c l u s i v e l y vested i n 

the Employer, except only as they may be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Araong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the management of the 

Employer's operations and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or or g a n i z a t i o n of the Employer's operations, or other 

econoraic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o make and enforce reasonable r u l e s 

and r e g u l a t i o n s , to maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipment and raaterials to be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i r a i t e d to) the r i g h t to contract out or subcontract; 

the r i g h t t o deterraine the nuraber of employees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required t o ensure raaxiraum e f f i c i e n c y of operations; 

to e s t a b l i s h and enforce f a i r production standards; and t o 
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determine the size, nuraber and l o c a t i o n of i t s departraents and 

f a c i l i t i e s . A l l of the p r o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Eraployer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreeraent. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Eraployer to 

insure equal employraent opportunities as required by law in a l l 

aspects of the Eraployer's personnel p o l i c i e s , and nothing in 

thi s Agreeraent s h a l l be interpreted to cause a negative effect 

on said efforts. I t i s understood and agreed that th i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect 

a f f e c t the seniority provisions of t h i s Agreeraent. 

Section 3.2 No Discrimination 

Neither the Eraployer nor the Union s h a l l discriminate 

against any employee covered by t h i s Agreement in a manner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, marital status, raental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 

Grievances by eraployee a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

t h i s Agreeraent, but s h a l l not be subject to a r b i t r a t i o n unless 

rautually agreed by the p a r t i e s . 
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Section 3.4 Reasonable Accommodation 

I n the event the Employer s h a l l be required t o make a 

reasonable accoraraodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incumbent 

eraployee t h a t raay be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreeraent, the Employer s h a l l b r i n g t h i s matter t o 

.the a t t e n t i o n of the union. The pro v i s i o n s of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r may 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreeraent and the eraployee's r i g h t s under t h i s Agreeraent, 

provided t h a t no incumbent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July 1, 20-0-17, employees covered by t h i s 

agreeraent s h a l l continue t o receive the hourly r a t e being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing s i r a i l a r kinds of work i n 

Cook County pursuant t o the forraula c u r r e n t l y used by the United 

States Department of Labor i n adrainistering the Davis-Bacon Act 

as c u r r e n t l y being paid t o said employees as set f o r t h i n 

Appendix A appended to and raade a pa r t of t h i s Agreeraent. 
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Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreeraent 

beginning in 20-9-17, • through the period ending June 30, 20i^22, 

the wage ra t e r e f e r r e d t o i n the iraraediately preceding s e c t i o n 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i r a i l a r work i n Cook County pursuant t o the forraula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are esta b l i s h e d at an e f f e c t i v e date l a t e r than 

July 1, then such r a t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 4.3 Non-Prevailing Wage Rates Governing F i r o t Fa^ve— 
Yoaro of thia Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustraents below f o r a l l employees who are i n non-p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1-̂-

• Effective 07/01/2007 1% 01/01/2018 - 2.00% 

• Effective 01/01/2008 2.25°o 01/01/2019 - 2.25% 

Year 2: 

• E f f e c t i v e 01/01/2009 '-2r%r 01/01/2020 - 2.00% 
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Year 3-̂  

• Effective 01/01/2010 3% 01/01/2021 - 2.25% 

Year 4: 

• Effective 01/01/2011 3 . 2 5 °o 01/01/2022 - 2.00% 

Year S-h 

• — E f f e c t i v e 01/01/2012 3-v^ 

Section—4-^r4 Non-Provailing—Wage—Rate a—Governing—Second—Five-

Yoar Torm (07/01/2012 to 06/30/2017) 

Effective—fehe—f ollovjing—datco,—the—City—vjill—make—fehe—wage 

ad j uotraento—below—fer— a U—craployceo—whe—ar^e—in—non-prevailing 

r a t e — c l a o s i f i c a t i o n o — a n d who a r c — e i t h e r on the payroll—a-s—of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t o : 
Year 6-̂  

•—Effective 01/01/2013 2%-

Year 7: 

• — E f f e c t i v e 01/01/2014 • 2°o 

Year 8: 

•—Effective 01/01/2015 2% 

Year 9: 

•—Effective 01/01/2016 2% 
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Year 10: 

•—Effective 01/01/2017 2^ 

"Me Too" Clause: I f a raajority of C i t y unionized eraployees 

i n n o n -prevailing wage ra t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n n o n - p r e v a i l i n g r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreeraent s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a raajority of C i t y unionized 

employees i n non-prevailing wage r a t e c l a s s i f i c a t i o n s * * receive 

a lump sum payment i n any contract year, 'eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the sarae lump sum payraent i n any such year. The p a r t i e s 

agree t o confer regarding the t i m i n g , araount and irapleraentation 

of any wage adjustment or lurap sura payraent under t h i s Section 

p r i o r t o such adjustraent being paid. 

**Exclusive of sworn employees of the Chicago Police Department 

and uniformed raerabers of the Chicago Fire Department. 

Section 4.5 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected employees who, as of August—2r-,—2007, the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 
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Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal employees who 

are e l i g i b l e for rehire, or are former employees who re t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the City Council, inclusive. 

Section 4.6 Out of Grade Pay 

An employee covered by t h i s Agreeraent who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s - of a higher ra t e d job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such time from the f i r s t 

day of the assignment. The Employer .agrees t h a t i t w i l l make 

such assignments f o r not less than an employee's f u l l work day. 

Such payraent s h a l l be raade on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period in.which the payraent was earned. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days, except where a regular 

incumbent i s on leave of absence, i n which case the time l i m i t 

for acting into such position may not exceed one (1) year, and 

no individual employee can act up into that position for more 

than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the parties. I f the one hundred eighty (180) day 

l i m i t i s extended to one (1) year due to a regular incumbent on 
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leave of absence or by mutual agreement of the par t i e s , 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein, 

the position s h a l l be treated as a "permanent vacancy" within 

the meaning of Section - of th i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" subject to 

the applicable provisions of that Section. 

Section 4.7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o eraployees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtirae or 

preraiura pay s h a l l be paid t o eraployees not l a t e r than . the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e araount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an eraployee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or premiura pay t o which he/she i s 

e n t i t l e d , the Departraent w i l l c o r r e c t that shortage 

provided the eraployee proraptly n o t i f i e s the Departraent's 
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tiraekeeper i n w r i t i n g . Eraployees s h a l l subrait a p a y r o l l 

dispute to the Departraent tiraekeeper on the "Eraployee 

P a y r o l l I n q u i r y Forra" attached hereto as Appendix B. The 

eraployee's submission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Departraent concludes t h a t there 

i s a shortage i n the eraployee's paycheck, and i f the araount 

i n question exceeds $100.00, the Departraent w i l l submit a 

supplemental p a y r o l l t o the Coraptroller t o cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the eraployee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an eraployee not receive t h i s supplemental check ( f o r 

a sura greater than $100.00) w i t h i n the aforeraentioned 

check/deposit advice d e l i v e r y date period, the Eraployer 

w i l l pay to the employee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood that pay shortages r e l a t i n g to newly-hired 

eraployees, persons r e t u r n i n g frora leaves of absence 

( i n c l u d i n g but not l i r a i t e d t o duty d i s a b i l i t y ) , overtirae 

earned under the City's emergency snow removal program, and 
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inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect t o the payments r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreeraent. 

(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

forra a Labor Manageraent Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The C i t y ' s raerabers of the Coraraittee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives t o serve as members of the Coraraittee. The 

Coraraittee w i l l meet not less than q u a r t e r l y , or more 

fr e q u e n t l y as the need may a r i s e , t o review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of rautual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreement. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from time-to-tirae a 

representative of the C o a l i t i o n at the Coraptroller's weekly 

s t a f f raeetings w i t h Departraent heads to review and address 

pending p a y r o l l i n q u i r i e s frora bargaining u n i t eraployees. 
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ARTICLE 5 
HOURS OF WORK 

Section 5.1 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The normal work week s h a l l c onsist of f i v e (5) consecutive 

8-hour days and two (2) consecutive days o f f , except where the 

Employer's operations require d i f f e r e n t scheduling needs. The 

Eraployer'will n o t i f y the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one rainute a f t e r 11:59 p.m. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. The normal work day s h a l l begin at 8:00 a.m. and end at 

4:30 p.ra. as determined by the Eraployer. 

Notwithstanding ' the foregoing, i t i s agreed t h a t the 

Eraployer raay change the established s t a r t i n g tirae of the Monday 

through Friday work day f o r a departraent, bureau, work u n i t , 

crew or i n d i v i d u a l upon fourteen (14) days w r i t t e n n o t i c e t o the 

Union and a f f e c t e d employees, and discussion w i t h the Union. 

Said s t a r t i n g tiraes s h a l l not be scheduled raore than two (2) 

hours before the regular s t a r t i n g tiraes c u r r e n t l y i n e f f e c t i n 

t h i s Agreeraent. A l l such changes, unless otherwise agreed t o by 

the p a r t i e s , s h a l l be i n 'effect f o r a rainiraura of one (1) week, 

and s h a l l p.rovide f o r the sarae s t a r t i n g times each day of t h a t 
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period. No employee s h a l l be placed on a s p l i t s h i f t without 

agreement by the Union. Failure to comply with . t h i s provision 

s h a l l result in the payraent of appropriate premium time to 

affected employees. 

Section 5.2 Overtime 

A l l work performed i n excess of 40 hours worked per week; 

or i n excess of 8 hours worked per day where the employee has 40 

hours of work or excused absences, s h a l l be paid f o r at one and 

one-half (1 1/2) times the regular s t r a i g h t tirae hourly r a t e of 

pay f o r the f i r s t 2 hours of overtime work; a l l other overtime 

work s h a l l be paid f o r at 2 tiraes the regular s t r a i g h t tirae 

hourly r a t e of pay. Work perforraed on Saturday, when Saturday i s 

not part of the eraployee's regular work week; or the s i x t h 

consecutive day worked, s h a l l be paid f o r at one and one-half (1 

1/2) tiraes the regular hourly r a t e of pay f o r the f i r s t e i g h t 

hours of overtirae work; a l l other overtirae work s h a l l be paid 

f o r at two (2) tiraes the regular s t r a i g h t tirae hourly r a t e of 

pay. 

A l l work perforraed on Sunday, when Sunday i s not p a r t of 

the eraployee's regular work week; or the seventh consecutive day 

worked, s h a l l be paid f o r at two (2) times the regular hourly 

rate of pay. Such overtime s h a l l be coraputed on the basis of 

completed f i f t e e n rainute segraents. Eraployees exempt from the 

Fair Labor Standards Act s h a l l not be e l i g i b l e f o r overtime 
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under t h i s Section. There s h a l l be no pyramiding of overtirae 

and/or preraiura pay. Daily and/or weekly overtirae and/or preraiura 

pay s h a l l not be paid f o r the same hours worked. 

A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 

Section 5.3 Overtime Equalization 

A reasonable amount of overtirae and/or preraiura time s h a l l 

be a condition of continued eraployraent. Overtirae and/or premium 

time referred to in th i s Agreement, s h a l l be offered f i r s t to 

the employee doing the job. A l l overtime w i l l be distributed as 

equally as feasible over a reasonable period of time among the 

employees within the same c l a s s i f i c a t i o n and within the same 

work location. 

Section 5.4 Reporting Pay 

When an employee reports, f o r his or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a ' rainiraura of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 

or her norraal s t a r t i n g time hot to report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Departraent of h i s of her current telephone 

number. 
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I f the employee works more than two (2) hours, he or she--

s h a l l receive a miniraura of four (4) hours work or pay for that 

day. I f the employee works more than four (4) hours, he s h a l l 

be guaranteed eight (8) hours work or pay for that day. An 

employee who does not coraplete a norraal eight (8) hour s h i f t 

because he or she i s sent horae by the Eraployer s h a l l have the 

option of using a portion of accrued vacation, personal or 

compensatory tirae for that day upon notice to the Employer. 

Section 5.5 C a l l - I n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a rainiraura 

of two (2) hours pay at the appropriate overtirae r a t e frora the 

time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an eraployee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 

In the event a General Foreraan or Foreraan i s d i r e c t e d by 

the Employer to respond t o emergency c a l l s from home and outside 

of his or her regular working hours, he or she w i l l be granted 

compensatory tirae at the appropriate r a t e f o r a l l v e r i f i e d time 
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spent responding to the emergency frora home, with a rainiraum of 

15 rainutes of corapensatory time to be granted in any calendar 

day on which any such eraergency responses were required, up to a 

maximum of two hours of compensatory time in any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and/or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may acctimulate such time up to a maximum of 160 hours. 

Use of compensatory time s h a l l be subject t o the 

op e r a t i o n a l needs of the Employer. A l l accximulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be p a i d t o employees i n the 

form of cash a t t h e i r c u r r e n t r a t e o f pay. Nothing herein s h a l l 

be construed as t o allow the Employer t o fo r c e an employee t o 

use accrued compensatory time. 
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ARTICLE 6 
HOLIDAYS 

Section 6.1 

(a) F u l l tirae hourly eraployees s h a l l receive e i g h t hours 

s t r a i g h t tirae pay f o r the holidays set f o r t h below: 

1. New Years Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Columbus Day 
8. Thanksgiving Day 

9. Christraas Day 

(b) F u l l - t i r a e s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r r egular salary: 

1. New Years Day 

2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Memorial Day 
7. Independence Day 
8. Labor Day 
9. Columbus Day 

10. Veteran's Day 
11. Thanksgiving Day 

12. Christmas Day 

(c) Employees covered _ by t h i s Agreeraent i n c l u d i n g 

probationary eraployees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreeraent. At the employee's 

option, the personal day raay be scheduled i n accordance wit h the 

vacation s e l e c t i o n procedures set f o r t h i n ' A r t i c l e 7 of t h i s 

Agreeraent. I f the eraployee e l e c t s not to schedule said personal. 
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day i n advance under the' vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the eraployee and 

s h a l l not be denied by the Eraployer. I f the eraployee i s required 

or allowed to work on such designated day, the employee s h a l l 

receive the appropriate holiday premiura r a t e . An employee may 

el e c t to carry over, the personal day to the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees may not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Eraployer. New employees who 

commence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. ' 

(d) The benefits set forth in (a) , (b) and (c) above s h a l l 

be paid provided the employee i s in pay status the f u l l 

scheduled work day imraediately preceding and the f u l l scheduled 

work day immediately following such holiday, or i s absent from 

work on one or both of those days with the Employer's 

permission; such permission s h a l l not be unreasonably denied. 

Section 6.2 Payment for Holiday 

I f an eraployee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1, he/she s h a l l be paid at the ra t e of 

18 
2 4 54 9 9 0.4 



two (2) times (which includes holiday pay) his/her norraal hourly 

rate f o r a l l hours worked. 

I f the employee i s not required t o work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such eraployee s h a l l be paid 

eight hours at s t r a i g h t tirae f o r such holiday. 

A l l holiday tirae s h a l l be considered tirae worked f o r the 

purposes of computing overtime except where the holiday f a l l s on 

the employee's day o f f . 

Section 6.3 Fail u r e to Report to Work on Scheduled Holiday 

I f an eraployee i s scheduled to work on a holiday and f a i l s 

to report to work, the employee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other emergency. 

Section 6.4 Holiday Observance 

Except f o r eraployees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on that day. 

Whenever said holiday f a l l s during an employee's vacation 

period the Employer - s h a l l have the o p t i o n of g r a n t i n g the 

eraployee an extra day's pay or an extra day of vacation at a 
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time mutually agreed upon between the employee and. the 

department head, provided the employee works the f u l l scheduled 

workday iraraediately preceding and the f u l l scheduled workday 

immediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Employer f i n d s t o be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 

Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An eraployee w i l l earn the f o l l o w i n g amounts of paid 

vacation, based on such employee's continuous service as of July 

1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous 

Service P r i o r t o ' J u l y 1 Vacation 

Less than 6 years 13 days 

6 years or more, but less 

than 14 years 18 days 

14 years or raore 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 
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Section 7.2 Pro Rata Vacation 

An eraployee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The eraployee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the. current calendar year; or 

2. The eraployee was separated from employment, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 

The araount of pro r a t a vacation i s deterrained by d i v i d i n g 

the number of months of continuous service the f u l l - t i m e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

araount of paid vacation f o r which the eraployee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole nuraber of days. Eraployee separated from eraployraent, other 

than f o r cause, w i l l be paid on a supplemental p a y r o l l as soon 

as p r a c t i c a b l e f o l l o w i n g t h e - l a s t day worked. 

Part-tirae eraployee who work at least 80 hours per raonth 

earn vacation on a pro rata basis calculated in accordance with 

the forraula used by the Employer in accordance with past 

practice. •; 

Section 7 3 F o r f e i t of Vacation 

A l l earned vacation leave s h a l l be f o r f e i t e d unless 

(1) the employee was denied vacation by the employer, or (2) the 
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employee i s on an approved leave of absence, or (3) the employee 

el e c t s i n w r i t i n g to carry over vacation days (up t o three (3) 

ouch vacation days o f accrued and unused vacation days f o r 

employees w i t h less than ten (10) years of s e r v i c e , and up t o 

f i v e (5) days of accrued and unused vacation days f o r employees 

w i t h ten (10) or more years of service) f o r use i n d i v i d u a l l y or 

consecutively during the next vacation year, provided t h a t 

notice of such e l e c t i o n .-^shall be given t o the employer before 

December 15 of the vacation ., year. Carry over days s h a l l not 

count against an employee's maximiim ntimber of s i n g l e use 

vacation days provided f o r under t h i s Agreement. Such carry over 

vacation days must be scheduled i n the then c u r r e n t year f o r use 

i n the next year. Cancellation or re-scheduling o f c a r r y over 

days s h a l l be c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the 

Agreement under Vacation Picks , upon—mutual—agreeraent—e^—fehe 

oraploycr,—which—agreeraent—shall—net—be—unreasonably—denied—e^ 

with h e l d , and such carry over days must be taken on or before 

A p r i l June 30 of the next vacation year (or w i t h i n s i x (6) 

raonths, i n the case of an employee's r e t u r n frora an approved 

leave of absence). Nothing herein s h a l l l i m i t or p r o h i b i t the 

Employer from a l l o w i n g the employee t o reschedule c a r r y over 

before June 30̂ *̂ , or approving the rescheduling of c a r r y over 

days beyond June 30^^. Employees on duty d i s a b i l i t y s h a l l r e t a i n 

any vacation leave earned p r i o r t o being placed on duty 
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d i s a b i l i t y leave, together with a l l vacation time earned during 

the period of duty d i s a b i l i t y for the twelve (12) months 

following the date in which the person became disabled, and 

s h a l l be entitled to use such vacation tirae within twelve (12) 

raonths following their return to work. 

Section 7.4 Employee Laid Off or Discharged 

Eraployees who are terminated for cause are not e n t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay i n th e i r 

bank at the time of resignation. Employees s h a l l not earn 

vacation credit for any period during which they are on layoff 

or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of t h i s Agreeraent. 

In the event of the death of an e l i g i b l e eraployee, the surviving 

widow, widower or estate s h a l l be e n t i t l e d to any vacation' pay 

to which the deceased eraployee was enti t l e d . 

Section 7.5 Rate of Pay 

The r a t e of vacation pay s h a l l be computed by m u l t i p l y i n g 

the employee's s t r a i g h t time hourly r a t e of pay i n e f f e c t f o r 

the employee's regular job at the tirae the vacation i s being 

taken, times 8 hours per day, times the nuraber of days' vacation 

to which the employee i s e n t i t l e d . S a l a r ied eraployees s h a l l 
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receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l ; have the r i g h t t o 

deterraine the nuraber and scheduling of crews and employees who 

can be on vacation at any one time without hindering the 

operation of the Departraent. The Department w - i l l not designate 

any time or period during the calendar year when e l i g i b l e 

employees would be p r o h i b i t e d from scheduling and t a k i n g 

vacation time. 

Employees s h a l l raake vacation picks at a tirae and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

Departraent w i l l respond to the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of tirae a f t e r the 

request i s raade, but not raore than fourteen (14) days from the 

date the request i s received by the Department, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe raanpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable t o the immediate performance of a 
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Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payraent of the vacation pay (thereby 

reducing the t o t a l of the eraployee's accrued vacation tirae) plus 

payraent t o the eraployee of the appropriate pay ra t e f o r a l l 

hours worked as i f i t were a norraal work day, or f o r a norraal 

work day, whichever;is greater, unless the eraployee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an eraployee s h a l l 

occur only in the raost extrerae eraergencies. In the event of 

such cancellation, the Eraployer w i l l reimburse the employee for 

reasonable losses incurred as a direct r e s u l t of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Soction 7.7 Reciprocity With Othor Aaaemblies 

Any—erapioycc ef fehe C i t y — e f Chicago h i r e d — p r i o r fee 

February 13, 198 6—whe—ha-s—rendered—service—fee—fehe—County—e-f 

Cook,—fehe—Chicago—Park—Diotrict,—fehe—Chicago—Housing—Authority, 

fehe—Forest—Preserve—District,—fehe—Metropolitan—Sanitary—Diotrict 

ef—Greater—Chicago,—fehe—State—ef—Illinois,—^fehe—Chicago—Board—ei 

Education, the C i t y — C o l l e g e s ef Chicago, Coraraunity College 

D i s t r i c t — 5 0 8 ,—the Chicago Tranoit Authority,—fe-he—Public B u i l d i n g 

Coraraiooion ef Chicago, fehe Chicago Urban Transportation 

District,—and—fe-he—Regional—Trans port a t i o n — A u t h o r i t y , — s h a l l — h a v e 
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fehe—right—fee—have—fehe—period—ef—ouch—service—credited—and 

counted—fer—fehe—purpose—ef—coraputing—fehe—nurabcr—ef—years— e i 

service—a-s—an—employee of—fehe—City—fer—vacations,—provided—t-hat 

ouch—service—ha-s—been—continuouo service. Hovjcvor,—vacation 

t i m e — a c c r u e d — w h i l e — w o r k i n g — f - e r — a n o t h e r — p u b l i c — a g e n c y — i - s — n e f e 

t r a n s f e r a b l e . Eraploycco—hired—after—February— 1 2 r - , 198 6—whe 

render—service—fer—any other eraployer—ae—stated above—shall—have 

fehe—right—fee—have—fehe—period—ef^—ouch—service—credited—and 

counted—f-er—fehe—purpose—e-f—coraputing—fehe—number—ef^—years—ef^ 

service—as—an—employee—e-f—fehe—City—fer—vacations,—provided—a 

raajority of other eraployees of the Eraployer receive ouch credit. 

Section 7.8 Non-Consecutive Vacation Days 

Eraployees raay receive up to five s i x of thei r vacations 

days one or raore days(s) at a tirae as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such days(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the eraployee seeks such days so late 

in the vacation year that the eraployee's supervisor cannot 

reasonably grant the eraployee's request, such days s h a l l be 

scheduled by the Eraployer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 
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scheduled f o r the week w i l l be considered consecutive vacation 

days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side of the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees may designate and use at t h e i r o p t i o n up t o f i v e 

(5) s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as sick., days t o cover periods of bonafide raedical 

i l l n e s s or the i l l n e s s o f f a m i l y members, who s h a l l i n c l u d e (or 

may be expanded upon by the C i t y ) : ( i ) mother, f a t h e r , husband, 

w i f e , b rother or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

p a r t n e r i s r e g i s t e r e d w i t h the Department of Human Resources. 
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The Employer reserves the r i g h t t o ask the employee t o f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g to use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inform the 

representative of the Employer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . Salaried employees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreement s h a l l be i n e l i g i b l e 

t o use vacation days as sick days while they have a v a i l a b l e 

unused sick days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 

Continuous service means continuous paid employment from 

the eraployee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployraent. I n a d d i t i o n , an eraployee 

earns continuous service c r e d i t even though he • or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or less; or 

2. An absence where the eraployee i s adjudged 

e l i g i b l e f o r duty d i s a b i l i t y compensation. 

Section 8.2 Interruption i n Service 

a) Non-seasonal employees who work a rainiraura of ei g h t y 

(80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 
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f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

1) absences without leave 

2) absences due t o suspension 

3) unpaid leaves of absence f o r more than 30 days or 

l a y o f f f o r raore than 30 days, unless eraployees 

are allowed t o accuraulate s e n i o r i t y under t h i s 

Agreement. 

b) Seasonable employraent of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the tirae worked. 

c) Seasonable eraployraent in excess of 120 days in any 

calendar year s h a l l be credited toward continuous service. 

Section 8.3 Rociprocity 

Eraployees h i r e d p r i o r fee February—-12-, 1986 whe have 

rendered—service—fee—fe-he—County—ef—Cook, fehe—Chicago Park 

D i s t r i c t , fehe—Foreot—Preserve—District, fehe—Chicago—Housing 

A u t h o r i t y , the M e t r o p o l i t a n — Sanitary D i o t r i c t ef Greater 

Chicago,—fehe—State—ef—Illinois,—fehe—Chicago—Board—ef^—Education, 

City—Collcgco—ef—Chicago,—Coraraunity—College—Diotrict—508,—fehe 

Chicago T r a n s i t Authori t y , Public B u i l d i n g Coraraission ef^ 

Chicago, fehe Chicago Urban Tranoportation D i o t r i c t and the 

R e g i o n a l — T r a n o p o r t a t i o n — A u t h o r i t y — s h a l l — h a v e — t h e — p e r i o d — e f — s u c h 

service—credited—and—countod—fer—fehe—purpose—e-f—advanceraent 
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w i t h i n — l o n g o v i t y — s a l a r y — s c h e d u l e s . However,—eraploycco—hired 

a f t e r February—12- , 1986—whte—render—sorvice f - e r — a n y — o t h e r 

eraployer as—stated abovo—shall—have—fehe—right—to have—the period 

ef ouch service c r e d i t e d and counted f-er fehe purpooo ef-

advanccmcnt v j i t h i n l o n g e v i t y salary schcdulco provided a 

majority of other eraployees of the Eraployor receive ouch credit. 

Section 8.4 Break in Service 

Notwithstanding the provisions of any ordinance or r u l e t o 

the contrary, continuous service of an employee i s broken, the 

employment r e l a t i o n s h i p i s terminated, and the employee s h a l l 

have no r i g h t t o be r e h i r e d , i f the employee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

days without n o t i f y i n g the employee's authorized Employer 

representative unless the circumstances preclude the Employee, 

or someone on his behalf, from g i v i n g such n o t i c e , does not 

a c t i v e l y work f o r the Employer f o r twelve (12) raonths (except 

f o r approved f u l l tirae Union representative leaves or raedical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on l a y o f f 

f o r more than twelve (12) consecu-five months i f the employee has 

less than f i v e (5) years of service at the time of the l a y o f f , 

or i s on l a y o f f f o r more than two (2) years i f the employee has 

f i v e (5) or more years of service at the time of t'he l a y o f f . 
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Section 8.5 Probationary Employment 

New eraployees, hired after r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary eraployees f o r the f i r s t -s4r^—(-&f 

twelve (12) months of t h e i r employment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Eraployer a f t e r -s-irx (-^ twelve (12) raonths s h a l l be career 

service eraployees and s h a l l have t h e i r s e n i o r i t y date made 

r e t r o a c t i v e t o the date of t h e i r o r i g i n a l h i r i n g . Probationary 

employees may be d i s c i p l i n e d or discharged as e x c l u s i v e l y 

deterrained by the Employer and such Employer a c t i o n s h a l l not be 

subject t o the grievance procedures, provided t h a t , (1) a f t e r the 

f i r s t s i x (6) months of the probationary p e r i o d , i f the Employer 

intends t o impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

p r i o r t o imposing the suspension, except i n emergency or where 

the employee i s una v a i l a b l e , the Employer s h a l l n o t i f y the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting w i t h the Union and the employee t o discuss 

and allow the employee t o respond t o the accusations, and/or (2) 

i f the Employer, w i t h i n i t s d i s c r e t i o n , r e h i r e s a former 

eraployee who d i d not coraplete his/her probationary period w i t h i n 

one year frora the employee's t e r m i n a t i o n , and said former 

employee had served 90 days or more of his/her probationary 
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period, a l l tirae previously served in the probationary period 

s h a l l be counted for purposes of deterraining when the said 

eraployee corapletes his/her probationary period. A probationary 

employee who has served 90 days or more of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for employraent in the same job t i t l e in the 

department frora which he/she was l a i d off, so' long as he/she 

does not refuse an offer of employment, and does not suffer a 

break in service under Section 8.4 of this Agreeraent. Seasonal 

employees who have worked without a break i n service or who have 

worked more than twelve (12) consecutive months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed si x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary employees s h a l l be corapensated at. the 

same rate as career service employees. 
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ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS LIFE AND ACCIDENT BENEFITS 

Section 9.1 

a) The Employer s h a l l provide t o employees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a raajority of 

other eraployees of the C i t y under the sarae terras and conditions 

applicable t o said other eraployees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost to employees and t h e i r e l i g i b l e 

dependents. 

Employees who participate in the Employer; medical care 

plan or an HMO s h a l l make the following contributions toward 

their health care coverage, based on the applicable percentage 

of the i r base salary, subject to the then-applicable salary cap: 

i ^ eraployee raedical c o n t r i b u t i o n s are based en a 

corapooito—1. 6°o—ef—base—salary—fer—oingle,—eraployoo—and—one,—a^d 

farai l y — l e v e l s — e f — c o v e r a g e — a e — s p e c i f i e d — b e l o w . Fer—exaraple,—fehe 

c o n t r i b u t i o n s — a f e — o c l c c t c d — s a l a r y — l e v e l s — p e r — p a y — p e r i o d — a r e — a - s 
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$80,000 34 .27 52. 66 65. 68 
$89,999 38 . 55 59.24 73.89 
$90,000 + 38 . 60 59. 30 73 . 95 

S i n g l e Employee + 1 F a m i l y 

J u l y 1, 2017 1.2921% 1.9854% 2.4765 

J u l y 1, 2018 1.7921% 2.4854% 2.9765% 

J u l y 1, 2019 2.2921% 2.9854% 3.4765% 

J u l y 1, 2020 2.7921% 3.4854% 3.9765% 

Salary 

Cap 

$90,000 

$100,000 

$115,000 

$130,000 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

2ri e f f e c t i v e — J u l y — h , — 2 0 0 6 — e m p l o y e e — m e d i c a l — c o n t r i b u t i o n o 

e r e — b a s e d — e n — a — c o m p o s i t e — 2 . 0 % — e f ^ — b a s e — s a l a r y — f e r — s i n g l e , 

employee—and—one,— a n d—family—levels—e-f—coverage—a-s—opecificd 

below.—Fer—example,—fehe—contributiono—afe—selocted—salary—levels 

per pay period are as—follows: 

ANNUAL SINGLE EMPLOYEE t-l FAMILY 
— SALARY 1.2 921"o 1.9854% 2 . 4 7 6 5 % 

nnHr-r ^n nnn =11 "^1 c o o QQ <̂  7 fi S 
UllClCX Cf ^ \J , \J \J \J 

* 3 0 0 0 1 
V -L vJ . IX 

SI I S 
Cf iL 3 . O O 

CO A OO 

Cf iL 1 . 3 3 

'ion nc 
Cf 3 3 , 3 3 X 

'i AO 000 
.f X 3 . X 3 

1 S 4 COO n n 

Cf 3 3 . J 3 

•C A-] OO 
V *1 CJ , CJ CJ CJ 

c cn nnn 
c? i.^ X . 3 i 

COC n o 

Cf 3 3 . 3 J 

'i Al f 
Cf X . iL O 

S 1 S Q 
Cf 3 3 , 3 3 3 

&fO 000 
Cf iL 3 . J) i~ 

COO o n 

Cf H X . 3 3 

"^^AO fA 
Cf 3 X . 3 J 

<̂  fii 0 1 
V CJ CJ , U CJ u 

'i'^o nnn 
Cf 3 i^ . 3 3 

c o n fCi 

Cf *i J . 3*i 

S T n 1 
y O J- . J X 

cno oo 
V 1 3 , U CJ CJ 

c; Q n nnn 
Cf 3 1 . 3 3 

S /) 0^ 
Cf 3 1 . y X 

1 ° 
Cf 1 iL . iL 3 

' ^9" ' SS 
Cf 3 3 , CJ CJ CJ 

on onn 
V J . CJ / 

CAO AC 

Cf 3 3 . X3 

* 7 d A^ 
Cf O i^ . 3 3 

cno on 
V J ' CJ , CJ CJ CJ 

$100,000 $53. 8d 
Cf i "t . '^ 3 

$ 8 2 . 7 3 
Cf Jl iL . 3 1 

$ 1 0 3 . 1 9 

Aii—contributions—shall—be—made—en—a—pre—t-ax—basis— a n d—are 

payable on a per pay period basis. 
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c) The b e n e f i t s provided herein s h a l l be provided through 

a self-insurance plan or under a group insurance p o l i c y , 

selected by the Eraployer. A l l b e n e f i t s are subject t o standard 

provisions of insurance p o l i c i e s between Eraployers and insurance 

companies. 

d) A dispute between an eraployee (or his/her covered 

dependent) and the processor of clairas s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreeraent between 

the Eraployer and the Union. 

e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e t o q u a l i f i e d 

employees. The Employer raay o f f e r coverage under raore than one 

HMO. The eraployee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreeraent t o the contrary. 

f ) Where both husband and w i f e or other faraily raembers 

e l i g i b l e under one faraily coverage are eraployed by the Eraployer, 

the Eraployer s h a l l pay f o r only one faraily insurance or f a m i l y 

health plan. 

g) The current p r a c t i c e p e r m i t t i n g eraployees t o use 

vacation or other tirae due during ,an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreeraent. 
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h) Consistent w i t h the terras of the Eraployer'.s e x i s t i n g 

Group Health Care Plan, and the applicable r u l e s thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d to continued raedical coverage f o r a 

maxiraura of 12 weeks, subject t o the terras of the Plan and any 

other applicable provisions of t h i s Agreement. Employees who 

are r e c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o 

receive continued raedical coverage as provided under the terras 

of the Plan and i t s applicable r u l e s . As a c o n d i t i o n of 

continued medical coverage, during any such suspension, or FMLA 

or duty d i s a b i l i t y leaves, employees raust raake a l l i n d i v i d u a l 

medical c o n t r i b u t i o n s as required under t h i s A r t i c l e and the 

terms of the Plan and i t s appl i c a b l e r u l e s . I n the event t h a t 

an employee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the forra of which raay include, but i s 

not l i r a i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

comraunication frora the Eraployer or i t s insurance c a r r i e r , or 

sorae other s i m i l a r advisory. 

E f f e c t i v e January 1, 2019, prescription drug benefits s h a l l 

be subject to an annual deductible of $35 per household. 

Ef f e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

subject to an annual deductible of $75 per household. 
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Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each ' C o a l i t i o n Union (the 

"Parties") agree to create a J o i n t Labor Management Cooperation 

Committee ("LMCC") pursuant t o applicabl e and st a t e and f e d e r a l 

law. The .purpose of the LMCC i s to research and make 

recoraraendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achieveraent of s i g n i f i c a n t and measurable savings i n the 

cost of eraployee health care during the terra of t h i s Agreeraent. 

The Parties s h a l l memorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreeraent and Declaration of Trust ("Trust 

Agreeraent") conteraporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreeraent w i t h the C i t y 

of Chicago. Said Trust Agreeraent s h a l l be attached t o t h i s 

Agreeraent as Appendix C. 

Section 9.3 

The Trust Agreeraent s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

a. Formation of a Coraraittee t o govern the LMCC 

con s i s t i n g of up t o twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be appointed 

by the C o a l i t i o n Unions. 
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b. Appointraent by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Cochair as designated i n the Trust 

Agreeraent. 

c. A u t h o r i t y of the LMCC to make recoraraendations and 

raodifieations i n the health plan expected t o r e s u l t 

i n savings and cost containraent. 

d. Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of this A r t i c l e , an "eraployee" s h a l l raean a 

City employee represented by signatory labor organizations of 

this Agreement. A "Coalition Union" means signatories to t h i s 

Agreeraent which have executed a c o l l e c t i v e bargaining agreeraent 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 

million (as calculated with respect to the Coalition Unions) by 

2020. The parties w i l l work through the LMCC to identify changes 

that w i l l r e s u l t i n the required savings. I f , prior to 

January 1, 2020, the parties have not reached agreement upon the 

proposed changes, each party w i l l submit i t s offer of proposed 

changes and. the amount proposed to be reduced, including the 

methodology for estimating the value of the proposed changes, to 
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a mutually agreed upon arbitrator, who w i l l be limited to 

selecting either the City's or the Coalition Unions' offer. The 

offer selected by the arbitrator w i l l be binding on the parties 

and on the LMCC. 
/ 

Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing their own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate con f i d e n t i a l i t y agreements necessary for the 

release of such information. The parties understand and agree 

that ' the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 
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ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an eraployee's immediate faraily 

such employee s h a l l be e n t i t l e d to a leave of absence up to a 

maximum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a maxiraura of f i v e consecutive 

days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such tirae as she/he i s 

required t o be away frora work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed eight ' hours per day) . Salaried 

employees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The employee's immediate f a m i l y s h a l l be defined as: 

raother, f a t h e r , husband, wi f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, raother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whora the employee i s 

a court-appointed l e g a l guardian. The Eraployer may, at i t s 

option, require the employee to submit s a t i s f a c t o r y proof of 
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death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 Milit a r y Leave 

Any employee who i s a meraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g prograra or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her railitary pay f o r a l l days corapensated by the 

Employer w i t h the C i t y Comptroller. 

Any eraployee who i s a raeraber of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s t o attend a t r a i n i n g program or 

perform other duties under the supervision of the United States 

or the State of. I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the employee deposits his/her m i l i t a r y pay f o r a l l days 

corapensated by the Eraployer w i t h the C i t y Comptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r Septeraber 11, 2001, 

s h a l l be e n t i t l e d t o f u l l s alary and raedical b e n e f i t s , provided 

41 
24 54 990.4 



t h a t paid leave s h a l l be conditioned upon payraent of railitary 

pay t o the Coraptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l autoraatically terrainate upon terraination of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the eraployee's 

vacation or other leave b e n e f i t s . 

Section 10.3 Jury Duty Leave/Subpoena 

An eraployee who serves on a jury or i s subject to a proper 

subpoena (except i f the eraployee i s a party to the l i t i g a t i o n ) 

s h a l l be granted a leave of absence with pay during the term of 

such absence, provided that the employee deposits his jury duty 

pay with the City Comptroller. 

Section 10.4 Sick Leave 

The—City propoocs—fee—change—fehe—salaried—erapioycc—oick 

pay provisiono of the'Agrocraent as—follows: 

Salaried—eraployees—whe—are—granted—paid s i c k — l e a v e — a - s — e i 

t h e — e x e c u t i o n — e f — t h i s — A g r o e r a o n t — s h a l l — c o n t i n u e — f e e — r e c e i v e — t h e 

same—oick—leave—provisions during—fehe—terra of—thio—Agreeraent,—ae 

long—a-s—ho / o h e—continued—fee—work—under—a—classification—that—wa-s 

r e c e i v i n g — o i c k leave at—fehe—execution of t h i o Agreeraent. 

Notwithotanding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and t h e r e a f t e r , said s a l a r i e d eraployees who receive paid s i c k 

tirae s h a l l accrue sick tirae at the r a t e of one (1) day f o r each 

month of employment. Employees may use up t o s i x (6) days of 

s i c k time per year f o r the bona f i d e i l l n e s s of f a m i l y members, 
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who s h a l l include (or may be expanded upon by the City) : ( i ) 

I. 

mother, f a t h e r , husband, w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g 

blood, step or adopted), f a t h e r - i n - l a w , mother-in-law, daughter-

in-law, son-in-law, grandparents or grandchildren; or ( i i ) 

domestic p a r t n e r or the domestic partner's mother, f a t h e r , son 

or daughter ( i n c l u d i n g blood, h a l f , step or adopted), provided 

t h a t the employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the 

Department of Hioman Resources. In the event an employee 

experiences a serious h e a l t h c o n d i t i o n w i t h i n the meaning of the 

Family Medical Leave Act, i e — h o o p i t a l i z e d , upon request of the 

employee, the Employer w i l l make a v a i l a b l e to said employee up 

to the f u l l amount of s i c k time the eraployee would have accrued 

f o r the remainder of t h a t calendar year as i f he/she were 

a c t i v e l y employed, i n order t o cover the absence r e s u l t i n g frora 

the h o s p i t a l i z a t i o n and recovery. Upon his/her r e t u r n t o work, 

the eraployee w i l l begin t o accrue s i c k tirae w i t h the s t a r t of 

the next calendar year. The Employer reserves the r i g h t t o 

req u i r e an eraployee t o provide documentation of the i l l n e s s i n 

question. 

Section 10.5 Personal Leave 

Non-probationary eraployees may apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leave s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accuraulate f o r eraployee-s on said leaves. 
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Eraployees who r e t u r n frora said leave s h a l l be r e i n s t a t e d t o 

t h e i r former job c l a s s i f i c a t i o n , i f the Employer determines i t 

i s vacant or i f i t i s then occupied by an eraployee w i t h lower 

s e n i o r i t y . I f the employee's former job -is not a v a i l a b l e 

because the employee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the eraployee raay exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service provisions of t h i s Agreement. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

raonths of eraployraent and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and raedical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an employee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placement w i t h the eraployee of a c h i l d f o r 

• adoption or f o s t e r care; 

(3) t o care f o r the employee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due to a serious health c o n d i t i o n a f f e c t i n g the 

employee. 

Such leave s h a l l be without pay unless the eraployee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 
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eraployee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's health care coverage s h a l l be raaintained 

and paid f o r by the employer, as i f the eraployee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee desiring to take leave under thi s Section 

s h a l l provide reasonable advance notice to the employer on a 

form provided by the employer, which forra s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no less than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide notice within 48 hours after the employee 

i s able to do so. Failure to provide the notice provided for in 

thi s Section s h a l l not affect the v a l i d i t y of the leave where 

the employer has actual notice. Except as raay be s p e c i f i c a l l y 

stated in t h i s Agreeraent, eraployees s h a l l take leave provided 

for as perraitted by the provisions of the Faraily Medical Leave 

Act, including i t s rules and regulations. Eraployees s h a l l have 

a right to return to their regular assignraent and location. 

Section 10.6 Duty D i s a b i l i t y Leave 

Any eraployee who i s absent from work due to an i n j u r y on 

duty s h a l l be granted a leave of absence. The Eraployer w i l l 

raail the i n i t i a l Duty D i s a b i l i t y payraent w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n frora the approving 

a u t h o r i t y . Subsequent payraent f o r e l i g i b l e employees w i l l be 

raade twice a 'raonth. I f duty d i s a b i l i t y i s denied, and such 
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denial i s l a t e r reversed, the eraployee s h a l l be paid up to date 

the araount the eraployee was e l i g i b l e t o receive. Eraployees who 

r e t u r n frora said leaves s h a l l be r e i n s t a t e d to t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

eraployee w i t h lower s e n i o r i t y . I f the employee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employe.e may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h the subject t o the l a y o f f , r e c a l l and break-in-

service provisions of t h i s Agreeraent. 

The Eraployer w i l l raail the i n i t i a l Duty D i s a b i l i t y payraent 

within fourteen (14) days of the Eraployer's designated raedical 

o f f i c e r being advised by the eraployee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to eraployee's entitleraent to Duty D i s a b i l i t y . 

Section 10.7 Medical Leave 

Non-probationary eraployees s h a l l be granted raedical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up t o 3 months, provided said leaves s h a l l be 

renewable f o r l i k e 3-raonth periods. The Employer may request 

s a t i s f a c t o r y proof of raedical leaves of absence. A f t e r the 

f i r s t year, such raedical leaves s h a l l be extended i n up t o one 

year segraents. Employees on medical leaves of absence s h a l l 
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r e t u r n t o work promptly a f t e r t h e i r doctor releases thera t o 

r e t u r n t o work. 

Employees who r e t u r n from said raedical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r forraer job c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an employee of lower s e n i o r i t y . I n 

a d d i t i o n , the Eraployer w i l l r e t u r n an employee to the sarae 

geographic l o c a t i o n of h i s or her previous job assignraent f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f 'the 

employee's forraer job i s not a v a i l a b l e because the employee 

would have been l a i d o f f i f the employee had not been on a leave 

of absence, the eraployee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in-

service p rovisions of t h i s Agreement. 

A f t e r one year on an approved raedical leave of absence, 

employees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requireraents s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g forraula: three (3) months of such reinstatement 

r r i g h t s f o r every year of service t o a maxiraura of f i v e (5) years 

reinstateraent r i g h t s . 

An eraployee who does not raeet the above e l i g i b i l i t y 

requireraents and who returns to work promptly a f t e r his/her 

doctor's release a f t e r raore than one year on a medical leave of 
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absence, s h a l l be returned t o his/her forraer job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstateraent. 

S e n i o r i t y s h a l l accuraulate f o r eraployees on medical leaves 

of absence f o r only up t o one year. A f t e r one year, an employee 

on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Eraployer s h a l l grant request f o r leaves of absence f o r 

up to eraployees f o r the purpose of service as Laborer 

Representative or o f f i c e r w i t h the I n t e r n a t i o n a l State D i s t r i c t 

Council or Local Organization of the Unipn f o r the d u r a t i o n of 

his/her appointment to the Union, provided reasonable advance 

no t i c e i n w r i t i n g i s given t o the employer. While on such leave 

the eraployee s h a l l not include a break i n continuous service. 

An eraployee on said leave of absence s h a l l not be e l i g i b l e f o r 

any b e n e f i t s as an eraployee. 

Eraployees who r e t u r n frora Union leaves of absence s h a l l 

have the sarae r i g h t s as eraployees who r e t u r n from medical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 
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granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during their regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for fl4LA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 
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Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximvim amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

app l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more raay be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel of Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted frora a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r becorae a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procecdure provisions herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 
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(b) An eraployee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any irapropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative to be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable tiraes and .-places and s h a l l not coraraence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Eraployer does not have t o have the i n t e r r o g a t i o n unduly delay. 

An employee may be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said eraployee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i r a i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance n o t i c e of discharge, and 

has 7 days from r e c e i p t of the n o t i c e t o appeal. I f the 

employee does not f i l e an appeal w i t h i n the 7-day appeal period, 

the Eraployer may then remove the employee from the p a y r o l l . I f 

the eraployee appeals the discharge, the Personnel Board s h a l l be 

requested t o set a hearing date w i t h i n the 30-day not i c e period 

and the eraployee s h a l l reraain on the p a y r o l l f o r the f u l l n o t i c e 

period, except i f p r i o r t o completion of the 30-day not i c e 

period (1) the Hearing O f f i c e r a f f i r m s the discharge; or (2) the 

employee continues the discharge hearing; or (3) the employee 
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withdraws hi s appeal or otherwise engages i n conduct which 

delays the corapletion of the hearing. However, i n no event raay 

the eraployee ̂. require the eraployer t o r e t a i n the eraployee on the 

p a y r o l l beyond the 30-day period. The i n t e r r o g a t i o n s h a l l take 

place at reasonable times and places and s h a l l not commence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Eraployer does not have to wait an unreasonable tirae and the 

Employer does not have to have•the i n t e r r o g a t i o n unduly delayed. 

The Union s h a l l have the r i g h t t o have ' i t s representatives 

present at e i t h e r of the Board(s) or the grievance procedure, 

i n c l u d i n g a r b i t r a t i o n , and t o a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may deterraine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 

be adrainistered as soon as p r a c t i c a l a f t e r the Eraployer has had 

a reasonable op p o r t u n i t y t o f u l l y i n v e s t i g a t e the raatter and 

conduct a meeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d to raeet w i t h the employee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the emiployee i s unavailable or 

i n emergency s i t u a t i o n s . 

Deraotions s h a l l not be used as a p art of d i s c i p l i n e . 

Transfer s h a l l not be part of an employee's d i s c i p l i n e . 
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I n cases of o r a l warnings, the supervisor s h a l l inform the 

employee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

eraployee's iraraediate supervisor s h a l l raeet w i t h the employee and 

n o t i f y him/her of the accusations against the eraployee and give 

the 'employee an (Opportunity to answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and raake a v a i l a b l e copies of p e r t i n e n t 

docuraents the eraployee or Union i s l e g a l l y e n t i t l e d t o receive, 

to. the extent then known and a v a i l a b l e . Eraployer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

rev e r s a l of the Eraployer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union s h a l l be given, i n w r i t i n g , a statement of the reasons 

th e r e f o r e . The employee s h a l l i n i t i a l a copy, noting r e c e i p t 

only, which s h a l l be placed i n the employee's f i l e . The 

employee s h a l l have the r i g h t to raake a response i n w r i t i n g 

which s h a l l become -part of the' eraployee's f i l e . 

Any record of d i s c i p l i n e may be ret a i n e d f o r a period of 

time not to exceed eighteen (-18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 
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said 18-month period. I f an eraployee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Eraployer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the eraployee, 

or i n the case of proraotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Employer s h a l l n o t i f y the employee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 30 

calendar days of the eraployer being raade aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the term 

"non-egregious offense" s h a l l not include i n d i c t a b l e c r i r a i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the eraployee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged eraployee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r to the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or reraanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the eraployee's reasonable attorney's fees 
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which he or she has i n c u r r e d i n connection w i t h the court 

proceeding, excluding fees in c u r r e d before the Personnel or 

Police Board. The eraployee s h a l l submit .a post-appeal fee 

p e t i t i o n t o the Employer, which s h a l l be supported by f u l l 

docuraentation of the work perforraed, the hours expended, and the 

rates paid by the eraployee. Should the p a r t i e s be unable t o 

agree on the proper amount of the fees t o be paid t o the 

eraployee, e i t h e r p a r t y may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s agreement. 

Section 11.2 Procedure For Department Review of Di s c i p l i n a r y 
Action Including Suspension 

Step 1. Within f i v e (5) working days a f t e r an eraployee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not appealable t o the Personnel or Police Board, 

or i n the case of suspensions of 11 or raore days which raay 

be appealed t o a r b i t r a t i o n i n l i e u of the Police or 

Personnel Board upon the w r i t t e n request of the Union, the 

Eraployer s h a l l conduct a raeeting w i t h the Union and 

employee. D i s c i p l i n e s h a l l be administered as soon as 

possible a f t e r the Eraployer has had a reasonable 

op p o r t u n i t y t o f u r t h e r i n v e s t i g a t e the raatter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 

meeting or f u r t h e r i n v e s t i g a t i o n , the eraployee may request 
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i n w r i t i n g t o the department head f o r review of said 

d i s c i p l i n a r y a c t i o n on a form provided by the Employer. 

Said request f o r review s h a l l be i h w r i t i n g and submitted 

w i t h i n three (3) working days of r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review forra s h a l l be p r i n t e d on the 

back of or attached to the notice of d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e to submit a 

w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n w i t h i n 

three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the employee's r i g h t to review. 

Step 2. Within three (3) working days or any mutually agreed 

upon extension a f t e r --the department head or designed 

receives the eraployee's request f o r review, the department 

head or designed s h a l l conduct a meeting t o review the 

suspension. F a i l u r e t o conduct said meeting i n three (3) 

days w i l l r e s u l t i n automatic advancement to Step 3 and the 

Union s h a l l so n o t i f y the Employer. At the raeeting, the 

Departraent w i l l give the basis f o r i t s a c t i o n and the 

employee and Union representative, i f any, w i l l be heard 

and provided the o p p o r t u n i t y to ask questions. The 

department head or designed s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the raeeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreeraent or f a i l u r e to decide and 
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coraraunicate such decision w i l l r e s u l t i n autoraatic 

advanceraent t o Step 4 and the Union s h a l l so n o t i f y the 

Eraployer. A copy of such decision s h a l l be sent to the 

eraployee and the Union. In any d i s c i p l i n a r y i n v e s t i g a t i o n 

of a non-egregious offense conducted by the i n v e s t i g a t i v e 

s t a f f of the O f f i c e of Budget and Management, the Employer 

s h a l l n o t i f y the employee who i s the subject of the 

d i s c i p l i n a r y i n v e s t i g a t i o n of the pendency of the 

i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 30 days of the 

eraployer being raade aware of the alleged r u l e v i o l a t i o n . 

For the purposes of t h i s Section, the terra "non-egregious 

offense" s h a l l not include i n d i c t a b l e c r i r a i n a l offenses, 

gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be 

granted a p r e d i s c i p l i n a r y hearing i f requested w i t h i n 

t h i r t y (30) days. Any d i s c i p l i n e given i n v i o l a t i o n of 

t h i s n o t i c e p r o v i s i o n s h a l l be n u l l and void. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held between the departraent head or 

designed and the eraployee and the Union representative t o 

discuss the r e s u l t s , of the i n v e s t i g a t i o n . Said raeeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 raeeting, unless otherwise agreed by the 

p a r t i e s . The departraent head or designed s h a l l render a 
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w r i t t e n decision w i t h i n two (2) working days of the second 

meeting. A .copy of such decision s h a l l be sent t o the 

employee and the Union. I f the p a r t i e s f a i l t o raeet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

autoraatically proceed t o Step 4 and the Union s h a l l so 

n o t i f y the Eraployer. Except where otherwise i n d i c a t e d , the 

tirae l i m i t s set f o r t h herein are t o encourage the prompt 

reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e to comply 

w i t h these time l i m i t s w i l l not a f f e c t the v a l i d i t y of the 

said d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the 

employee's exclusive remedy f o r a l l said d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g suspension f o r ten (10) days or less, or 

f o r suspensions of 11 days through 30 days which may be 

appealed t o a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the w r i t t e n request of the Union. 

Step 4. I f the raatter i s not s e t t l e d i n Steps 2 or 3, the 

Union raay subrait the matter to a r b i t r a t i o n under the terms 

of t h i s Agreement. The rules governing procedure f o r 

a r b i t r a t i o n s h a l l be the same as i n 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o visions of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Employer and the Union or any of 
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the eraployees of the Employer i t represents, a r i s i n g out of the 

circurastances or conditions of employment, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Employer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or raatter not i n 

corapliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s t o t h i s Agreement. 

F a i l u r e of the Employer t o answer a grievance w i t h i n the 

tirae l i r a i t s herein s h a l l perrait the Union t o advance the case t o 

the next step. The Union w i l l be inforraed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Department Head n o t i f y i n g 

him/her of advanceraent t o the next Step. 

Before a formal grievance i s i n i t i a t e d , ' the eraployee raay 

discuss the raatter w i t h his/her immediate supervisor. I f the 

problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used to adjust the grievance: 

Step I - Iraraediate Supervisor 

A. The eraployee or the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by the Employer 

upon request, but i n the absence of such a form, 

employee or the Union may subrait the grievance i n 
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l e t t e r form, w i t h i n twelve working days of e i t h e r the 

, employee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and part of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fa c t s underlying the grievance, and the requested 

remedy, and submit the grievance to the employee's 

immediate supervisor. I t i s understood t h a t i f the 

eraployee has knowledge of the grievance raore than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning th a t sarae 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the employee s h a l l have the 

r i g h t to make an appeal i n w r i t i n g to the Department 

Head or the Department Head's designee w i t h i n seven 

(7) working - days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

immediate supervisor. The name of the Department 

Head's designee s h a l l be posted f o r employees i n areas 
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where employee notices are norraally posted and 

subraitted t o the Union. F a i l u r e t o post and so n o t i f y 

the union w i l l permit iraraediate advanceraent t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of n o t i c e of f a i l u r e t o post. 

B. The Departraent Head or the Departraent Head's designee 

s h a l l meet w i t h the Union's representative at l e a s t 

once each raonth t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I raeeting w i l l be f o r the Departraent and the 

Union t o share relevant inforraation and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o araicably resolve as 

many grievances as possible. The Departraent ' Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

raore than one Step I I raeeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed to r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s t o otherwise process 

and respond to grievances i n accordance w i t h t h i s 

A r t i c l e . 
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C. The Departraent Head or the Departraent Head's' designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the corapletion of the Step I I raeeting. 

The response to the grievance s h a l l s t a t e the 

Departraent's p o s i t i o n w i t h respect to the grievance 

together w i t h a b r i e f stateraent of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settleraent at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved employee or 

employees. Grievances may be withdrawn without 

p r e j u d i c e at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second step, 

the Union or the Employer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

eraployee, i t may be presented by a s i n g l e selected 

eraployee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon ...as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 
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s h a l l be made applicab l e t o a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

ob l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous to the 

eraployee t h a t i t could cause death or serious p h y s i c a l 

harra. The "Eraployer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the eraployee does not waive 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Employer, but not an i n d i v i d u a l eraployee or employees, may 

submit the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative from the 

Eraployer's operating departraent, w i t h copies of the request to 

the designated law department representative and counsel f o r the 

C o a l i t i o n Unions,• s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually raay 
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agree, the Union s h a l l have the r i g h t to convene a meeting w i t h 

the Employer's designated representative i n an - attempt t o 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the raatter t o a r b i t r a t i o n . At such raeeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the raatter i n dispute 

and the r e l i e f requested. The Eraployer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such meeting t o resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

E i t h e r p a r t y may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the r u l e s of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Employer and Union from mutually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted raust agree as a whole t o 

coraraenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing.- ' Any extension of those tirae l i r a i t s must 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side to agree t o an extension of tirae s h a l l 

not be disclosed t o the a r b i t r a t o r . 
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A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Eraployer. The 

a r b i t r a t o r s h a l l have the r i g h t to subpoena witnesses and 

require the production of p e r t i n e n t docuraents at the request of 

e i t h e r p a r t y . Each p a r t y s h a l l be responsible f o r corapensating 

i t s own representative and witnesses. The cost of a t r a n s c r i p t 

s h a l l be borne by the p a r t y requesting the r e p o r t e r unless the 

p a r t i e s agree t o share such costs. 

An a r b i t r a b l e raatter raust involve the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreeraent or a document incorporated by reference t h e r e t o . The 

prov i s i o n s of t h i s Agreement and any other document incorporated 

by reference i n t h i s agreeraent s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y raay assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o amend, add t o , subtract from, 

or change the terms of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t , t h e e x i s t i n g p r o v i s i o n s of t h i s Agreement and 

apply them to the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguraents presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 
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s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure or 

which would become moot due to the length of tirae necessary to 

exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the option 

of the grievant/union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union raay request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conforraance w i t h a p p l i c a b l e 

laws and rul e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 

A Union representative, a gr i e v a n t , and Union steward w i l l 

be perraitted a reasonable amount of time without loss of pay 

during working hours to i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Departraent, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 
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representatives. The steward s h a l l n o t i f y his/her immediate 

supervisor f o r perraission t o handle grievances' on work tirae, i t 

being understood t h a t the operation of the Departraent takes 

precedence unless there i s an eraergency, but such perraission 

s h a l l not be denied unreasonably. A reasonable nuraber of 

eraployees raay attend the raeeting without loss of pay; such 

raeetings s h a l l be set by mutual agreement by the Eraployer and 

the Union. Where the Eraployer d i r e c t s an eraployee t o report f o r 

a raeeting concerning a grievance at a tirae when the eraployee i s 

not scheduled t o work such tirae s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Employer, upon request of 

the Union r e p r e s e n t a t i v e , , s h a l l provide the use of a roora and 

telephone, t o discuss the grievance, subject t o the Eraployer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Eraployer and the Union raay rautually agree t o submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , , the p a r t i e s s h a l l rautually select an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreeraent, the 
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a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the-. close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s to the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

Supplementing a l l r i g h t s and processes due employees 

covered by t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w - w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The in t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the eraployee's l o c a t i o n of assignraent, 

normal department l o c a t i o n or other appropriate 

l o c a t i o n . 
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C. P r i o r t o an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be inforraed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a forraal stateraent i s being taken, 

a l l questions d i r e c t e d t o the eraployee s h a l l be asked 

by and through one i n t e r v i e w e r at a tirae. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s perraitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be inforraed of the nature of the raatters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent t o 

provide i n f o r m a t i o n r e l a t i n g t o the matter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreeraent, provided, however, t h a t t h i s 

Section s h a l l not" p r o h i b i t or prevent an accurate 

reading of the "eraployee's a d r a i n i s t r a t i v e r i g h t s , or 

the i m p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 
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G. An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

stateraent the eraployee has raade. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recoramendation f o r d i s c i p l i n e i s probable against the 

employee, said eraployee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

coramenceraent of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution raay be probable 

against said eraployee, the provisions of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

a fforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r t o the coraraenceraent of the 

i n t e r v i e w . An employee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

employee who may be subject to d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e v j by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union representation 

before coraraenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l representation 

can be obtained, provided the suspension i s not f o r an 
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unreasonable tirae and the Eraployer does not have the 

in t e r v i e w unduly delayed. 

J. The Eraployer s h a l l not compel an eraployee. under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governraental agency r e l a t i n g t o 

any raatter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an employee i n any forura adverse t o the 

employee's i n t e r e s t s . The Employer w i l l not requ i r e a 

polygraph examination i f i t i s i l l e g a l t o do so. I f 

an employee i s asked t o take a polygraph exaraination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d r a i n i s t r a t i o n of the exaraination. The r e s u l t s of 

any polygraph examination s h a l l be known t o the 

eraployee w i t h i n one week. 

L. This Section s h a l l not apply t o eraployee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e to the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Eraployer and the employee has the oppo r t u n i t y t o 

respond t h e r e t o . I f an eraployee i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the raedia of the charges 

against the employee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e t o the raedia where the employee requests i t . 
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N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

• sarae forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the eraployee f o l l o w i n g the conclusion of the 

Inspector General's ' i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inforraation i n c l u d i n g eraployee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the employee, or i n the case of 

promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the p r o v i s i o n s of paragraph 

N above, at the option of the Union, a claim t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section may be raised i n a suppression hearing before 

a member of the permanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 
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(2) (b) (1) The Union may exercise t h i s o ption by 

n o t i f y i n g the eraployee's Department Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing p r o v i s i o n s of t h i s Agreeraent. The 

appeal s h a l l s p e c ify the p a r t i c u l a r contract 

p r o v i s i o n s a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l 

suraraary of the conduct alleged' to have v i o l a t e d the 

Agreement. I t i s understood t h a t by e x e r c i s i n g t h i s 

o p t i o n , any and a l l time l i r a i t s set f o r t h i n Chapter 

2-74-060 of the Municipal Code of the C i t y of Chicago 

regarding the Personnel Board hearing s h a l l be t o l l e d 

u n t i l the a r b i t r a t o r renders a decision as provided 

below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s e l e c t i n order of r o t a t i o n one of the three 

permanent hearing panel raerabers who are chosen as 

fo l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

merabers raust be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any member of the panel resign or be removed 

upon rautual agreeraent of the p a r t i e s during the l i f e 
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of t h i s Agreement, the p a r t i e s w i l l raeet t o reach 

agreeraent on new panel raeraber who must be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, 

the Employer w i l l request a panel of seven (7) 

a r b i t r a t o r s from FMCS, a l l of whom raust be raembers of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l meet t o s t r i k e naraes frora the l i s t , w i t h 

the Eraployer s t r i k i n g f i r s t , u n t i l one narae reraains, 

which person s h a l l be naraed t o the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or at such other tirae as the p a r t i e s raay 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i r a i t e d t o deterraining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y to 

r u l e on the merits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2 (d) The panel meraber s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l attack 
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i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r raore than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 

The Union agrees that during the l i f e of t h i s Agreeraent, 

there s h a l l be no s t r i k e s (including, but not liraited to 

syrapathy s t r i k e s and s t r i k e s to protect union or third party 

conduct), work stoppages, slowdowns, picketing, delays of work 

of any kind. 

Section 12.2 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s t o 

prevent any acts forbidden i n t h i s A r t i c l e and... t h a t i n the event 

any such acts take place or are engaged i n by any eraployee or 

group of employees i n the Union's bargaining u n i t , the Union 

f u r t h e r agrees i t w i l l use i t s best e f f o r t s t o cause an 

irmnediate cessation thereof. I f the Union imraediately takes a l l 

necessary steps i n good f a i t h to end any stoppages, s t r i k e s . 
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picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclairaing such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to immediately cease - such a c t i v i t y , the Employer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 

The Employer may terminate the eraployment of or otherwise 

d i s c i p l i n e any eraployee or employees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 

The Employer w i l l not lock out bargaining u n i t employees 

during the term of t h i s Agreeraent. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-raonthly basis to the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 
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revoked by w r i t t e n n o t i c e t o the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l indemnify, defend and hold the 

Employer harraless against any and a l l clairas, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

a c t i o n taken or not taken by the Eraployer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3 and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignraent furnished under any of such pr o v i s i o n s or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union t o the Employer. 

The Employer s h a l l provide t o the Union w i t h i n t h i r t y (30) 

days' narae, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new eraployee h i r e d i n t o the Union's bargaining u n i t . 

The City and the Coalition Unions w i l l create a committee 

to review and explore the f e a s i b i l i t y of using electronic 

records and/or electronic signatures consistent with state and 

federal law which allows the City and the Union to use 

electronic authorization to v e r i f y union membership and/or 

authorize voluntary deduction of Union dues and fees from wages 

or payments for remittance to the Union. 
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Section 13.2 

I t i s further agreed that 30 days after the la t e r of the 

execution of the Agreeraent or the employee's date of hire, the 

Eraployer s h a l l deduct from the earnings of eraployees who are not 

raerabers of the Union, a raonthly araount as c e r t i f i e d by the Union 

and s h a l l rerait such deductions to the Union at the sarae tirae 

that the dues check-off i s reraitted. I t i s understood that the 

araount of deductions frora said . non-raeraber bargaining unit 

eraployees w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract administration and pursuing matters 

affecting wages, hours and other conditions of employraent. 

Section 13.3 

Nothing in th i s Agreeraent s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of ~hon-association of eraployees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are merabers. 

Section 13.4 

Each eraployee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a meraber of the Union, and each eraployee who becomes a meraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employraent, raaintain 

his/her raembership i n the Union during the term of t h i s 

Agreement. 
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Any present employee who i s not a meraber of the Union 

s h a l l , as a c o n d i t i o n of eraployraent, be required t o pay a f a i r 

share (not t o exceed the araount of Union dues) of the' cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n . 

A l l - employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not made a p p l i c a t i o n f o r merabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours- and other conditions 

of employraent. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Eraployer makes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Eraployer changes a job t i t l e .without 

s u b s t a n t i a l l y changi-ng the duties of the job, the Union w i l l 

r e t a i n i t s e x i s t i n g j u r i s d i c t i o n over ' the new job t i t l e . The 

Employer w i l l not permanently assign bargaining u n i t work t o the 

j u r i s d i c t i o n of another bargaining u n i t without the rautual 

agreeraent of the unions involved. 
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Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y perforraed by 

employees who are represented by the Union s h a l l continue t o be 

performed by said employees, except where non-unit employees 

have i n the past performed u n i t work, or i n eraergencies, t o 

t r a i n or i n s t r u c t eraployees, t o do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , to do troubleshooting or where 

special knowledge i s required, provided however, where eraployees 

do not report t o work because of vacations, or other absences or 

tardine s s , or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o complete a rush assignment, employees of 

any other u n i t represented by another Union s h a l l not perform 

the work of said employees. For example, i f a Glazier i s on 

vacation, a Clerk s h a l l not be assigned as a replacement 

Glazier. The Employer s h a l l not a r b i t r a r i l y extend the period 

of any emergency beyond the need f o r t h a t emergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n of t h i s Agreeraent i f the f o l l o w i n g 

functions are performed by merabers of raanageraent, regardless of 

whether they are also performed by the bargaining u n i t : (a) crew 

assignment and scheduling; (b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; 

(d) ordering of equipment and ma t e r i a l s from vendors. Nothing 

herein s h a l l deprive members of the bargaining u n i t of the r i g h t 
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to perform h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit eraployee for the purpose of 

replacing that person with a raeraber of raanageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance clairaing t h a t 

the Eraployer has "violated the terms of t h i s Agreeraent by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or .. where the Employer receives a grievance frora another 

union p r o t e s t i n g the assignraent of work t o eraployees covered 

under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

(•' 
work i n dispute. 

I n the event t h i s dispute remains unresolved and i s 

subraitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n to the Eraployer and the Union/ the other affected, 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound to the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 81 2454990.4 



the reassignment of the work i n dispute v i o l a t e s the Agreeraent 

of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

t o t h a t claira as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreeraent, 

thereby r e q u i r i n g the Eraployer t o coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Employer s h a l l have the r i g h t to invoke a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l s e l e c t the a r b i t r a t o r . The Eraployer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 
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Agreement and of the c o l l e c t i v e bargaining agreeraent of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testiraony s h a l l be 

adraitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d r a i n i s t r a t i v e 

forura. 

Nothing herein s h a l l preclude a l l parties to the dispute 

frora voluntarily resolving i t at any tirae. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded t o a l l employees of the Employer without change during 

the term of t h i s Agreement. 

The Employer w i l l make c o n t r i b u t i o n s , on a d o l l a r - f o r -

d o l l a r b a s i s , under a 401(a) Plan (or any s i m i l a r successor Plan 

agreed t o by the C o a l i t i o n Unions) up t o the maximum t o t a l 

amounts per year shown below based on amounts defe r r e d by each 

employee i n those same years t o t h a t employee's 457 Plan, as 

f o l l o w s : 
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a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions at l e a s t semi-annually, of the 

t o t a l contributions i t has made. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

Eraployees to d i s c i p l i n e , the Eraployer s h a l l transrait four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Eraployer w i l l meet with the Union within twenty (20) calendar 

days of the receipt of the proposals to. receive the Union's 

comraents. Absent an eraergency, the Eraployer w i l l not irapleraent 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Eraployer. No such changes or additions s h a l l 

be implemented without prior publication and notice to the 

affected Employees. 

Section 14.6 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l 

working environment f o r employees - covered by t h i s agreement 

i n c l u d i n g i n accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e 

occupational safety and health laws, and s h a l l raaintain i n good 
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and safe working c o n d i t i o n a l l equipraent necessary f o r the safe 

and proper performance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t s a f e t y 

coraraittee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union . C o a l i t i o n and s i x (6) 

representatives of the Employer. The purpose of the committee 

s h a l l be t o discuss, examine and t o make recommendations 

concerning occupational safety and. he a l t h issues a f f e c t i n g 

employees. A l l recommendations of the committee w i t h respect to 

safety and health issues s h a l l be subraitted i n w r i t i n g t o the 

appropriate Departraent Head w i t h a copy t o the Union and the 

Di r e c t o r of Labor Relations. The Department Head s h a l l proraptly 

issue a w r i t t e n response t o the coraraittee as t o the Departraent's 

views regarding the coraraittee's recoraraendations. 

The p a r t i e s raay decide, from time t o tirae, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Departraent(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 

safety personnel w i l l raeet and confer w i t h a representative of 

the a f f e c t e d Union about such issues and report back t o the 

Coraraittee on any decisions or recoramendations concerning them. 

(c) The j o i n t safety coraraittee s h a l l raeet at l e a s t once a 

raonth, or otherwise by rautual agreeraent. 
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(d) The p a r t i e s agree and understand t h a t i f an eraployee 

i s faced w i t h an unsafe working c o n d i t i o n , the eraployee i s 

required to perforra the task i n question unless.the employee's 

performance of an assigned task presents the strong l i k e l i h o o d 

of s u b j e c t i n g the eraployee to- imrainent danger of death or 

serious i n j u r y . I f the employee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perforra t h a t task and 

expose hiraself t o t h a t dangerous c o n d i t i o n , the eraployee w i l l 

not be subject t o d i s c i p l i n e . I n order t o avoid d i s c i p l i n e 

under t h i s paragraph!, the c o n d i t i o n raust be of such a nature 

t h a t a reasonable person, under the circurastances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and imminent danger 

of death or serious i n j u r y . I n a d d i t i o n , the employee must also 

have sought frora the Eraployer, and have been unable t o obt a i n , 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g t o perforra the task 

i n question. 

Section 14.7 Information to Union 
/ 

The Eraployer w i l l provide to the Union Bargaining 

Unit, Dues and Hours reports for i t s bargaining unit employees, 

which w i l l contain, at the minimum, the following information: 

• Payroll Period 

• Payroll Nxamber 

• Employee Number 
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• Name 

• T i t l e Code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . , address, phone, email, i f 

available) 

• Date of hi r e and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the s a f e t y and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured f i l e t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the 

Union t o receive the i n f o r m a t i o n . 

e n — a — r a o n t h l y — b a s i s — a — b a r g a i n i n g — u n i t — r e p o r t — e f — c u r r e n t — a c t i v e 

eraploycco,—fehe—list—fee—include—erapioycc—narae,—address,—social 

s e c u r i t y — n u r a b c r , — t i t l e , — p a - y — o c h c d u l e , — g r a d e , — c u r r e n t — p a y — r a t e , 

s t a t u s , — c o n t i n u o u s — o e r v i c c — d a t e , — t i r a e — i n — t i t l e , — d a t e — e f — b i r t h , 

race and oe.x. 

¥ h e—Eraployer—shall—also . provido—fee—fe-he—Union—en—a—raonthly 

basis a bargaining uni t a c t i v i t y r e p o r t e i current a c t i v e 

eraploycco—tha t — w i l l — l i s t — C a r e e r — S e r v i c e — R c t i r e r a e n t o ; Career 

Service Resignations; Career— Service Discharges; Non-Carccr 

Service Terminations; Leaves ef Absence; Suspensions; 

87 
2454990.4 



Reinstatements ;—Reappointments;—Transfers—(change—ef^—department 

a-ftd change ef p a y r o l l ) ; Appointments (which also includes 

promotiono and demotions);—and Deaths. 

Each—month—fehe—Eraployor—will—provide—fee—fehe—Union—fehe 

current—raonth ' s—bargaining—unit—activity—report—and—fehe—updated 

report—frora the previous month. 

Section 14.8 S\ibcontracting 

The Employer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, co n t r a c t o r or employer who 

i s not i n compliance w i t h the area standards established under 

and pursuant to the forraula used by the United States Departraent 

of Labor i n administering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

n o t i c e s h a l l be i n w r i t i n g and s h a l l contain the name and 

address of the p a r t y who w i l l perform the work, a d e s c r i p t i o n of 

the work t o be performed and any other relevant data t o enable 

the Union t o deterraine corapliance w i t h t h i s Section. In the 

event such party i s deterrained not t o be i n corapliance w i t h the 

said area standards, the Eraployer s h a l l w i t h h o l d payouts and 

s h a l l not contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Eraployer receive a w r i t t e n and 

enforceable assurance of corapliance. 
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In the event t h a t the Employer determines t o subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

eraployees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

perraanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Department, or other departments, as the case raay 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her t o perform 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor s h a l l raeet 

to discuss the eraployraent of eraployees subject to layoff. During 

that raeeting the Eraployer w i l l request and urge that the sub

contractor hire l a i d off eraployees. 

Section 14.9 Automobile Reimbursement 

Eraployees who are required by the Employer t o use t h e i r own 

autoraobiles i n the perforraance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaximum of $250 per month. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maxiraura reiraburseraent w i l l 

increase t o $350.00 per raonth. E f f e c t i v e February 1, 2008, the 
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maximum reimbursement w i l l increase t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the maxiraura reiraburseraent w i l l 

increase t.o $550.00 per month. Thereafter, the raaxiraura 

reiraburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the -Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consuraers (CPI-U) : 

U.S. C i t y Average f o r the .previous year, as rounded to the 

nearest $5 increraent. Eraployees seeking raileage reiraburseraent 

must submit t h a t request on a form provided by the Employer. 

Payment for'mileage expenses w i l l be raade on a raonthly basis. In 

the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l impleraent f o r any group of employees an automobile expense 

reiraburseraent prograra which i s raore favorable t o eraployees than 

the p r o v i s i o n s of t h i s paragraph, upon not i c e frora the Union, 

the Eraployer w i l l meet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program t o employees 

covered by t h i s Agreement. 

Upon request by e i t h e r p a r t y made no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l raeet to discuss any proposed 

changes to t h i s Section. 
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Section 14.10 F i l l i n g of Permanent Vacancies 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

posting. Said vacancy s h a l l be posted for 14 days on the CAREERS 

website. The posting s h a l l contain at l e a s t the following 

information: job t i t l e , q u a l i f i c a t i o n s , days off, s h i f t , hours, 

work location, i f known, and rate of pay. The posting s h a l l also 

identify the naimber of positions to be f i l l e d . I f the number to 

be f i l l e d changes, the Employer s h a l l promptly notify the Union. 

Prior to the commencement of the selection process, the Employer 

w i l l provide the Union with a l i s t of q u a l i f i e d bidders. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of dociaments considered during the hir i n g process, 

including documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information summary, and hir i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such doc\aments to the Union. Bidders who are not selected s h a l l ' 
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be so n o t i f i e d by the Department Head and informed o f the 

reasons f o r non-selection. 

The successful bidder f o r any jobs under t h i s Section s h a l l 

have an ev a l u a t i o n p e r i o d , not t o exceed s i x t y (60) days, t o 

demonstrate t h a t he/she can perform the j o b . I f the Employer has 

j u s t cause based on the employee's job performance a t any time 

du r i n g t h a t p e r i o d t h a t the successful bidder cannot perform the 

jo b , then the successful bidder s h a l l be returned t o the job 

he/she he l d j u s t p r i o r t o the awarding of the b i d , d i s p l a c i n g , 

i f necessary, any employee who has been placed i n t o s a i d job. 

Section 14.11 Fitness f o r Duty 

I f the Employer observes and has reasonable cause t o 

b e l i e v e the employee has a medical c o n d i t i o n or s i g n i f i c a n t 

l i m i t a t i o n t h a t prevents the employee from being able t o perform 

the e s s e n t i a l d u t i e s of the p o s i t i o n , an employee may be sent 

f o r a Fitness f o r Duty examination a t the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's ph y s i c i a n 

c e r t i f i e s t h a t the employee i s f i t f o r duty, the employee may 

e l e c t or the Employer may r e q u i r e the employee, a t the 

Employer's sole expense, t o be subject t o an independent medical 

examination ("IME") t o determine i f the employee i s f i t f o r 

duty. The Union s h a l l s e l e c t an examining independent p h y s i c i a n 
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who w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the independent 

physician and the IME s h a l l be f i n a l and binding. The employee 

s h a l l execute a l l HIPAA waivers and other forms necessary i n 

order to permit access to a l l medical records related to his/her 

condition, and the City s h a l l agree to secure and maintain the 

confidential nature of a l l medical records obtained through t h i s 

process. 

ARTICLE 15 
LAYOFF AND RECALL 

Section 15.1 

Probationary eraployees w i t h more than 90 days of service 

•'shall be l a i d o f f f i r s t . Thereafter, the l e a s t senior employee 

i n the a f f e c t e d job c l a s s i f i c a t i o n i n the department s h a l l be 

l a i d o f f f i r s t , provided the a b i l i t y , q u a l i f i c a t i o n s t o perform 

the required work, and the employee's job perforraance are equal 

among the other eraployees i n the job i n the department. 

" S e n i o r i t y " s h a l l mean, f o r purposes of t h i s Section, the 

employee's continuous service i n any bargaining u n i t t i t l e ( s ) 

c i t y - w i d e . 
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A l a i d - o f f employee raay displace (burap) the lea s t senior 

employee, i f any, in- the raost recent lower job- t i t l e the 

employee t o be l a i d o f f has held, provided the employee t o be 

l a i d o f f has the then present a b i l i t y t o perform the job to the 

Employer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Eraployees s h a l l be r e c a l l e d i n the reverse order i n which 

they were l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

In the event any ef—fehe p r o v i s i o n e of t h i s Agreeraent s h a l l 

be or becorae i n v a l i d or unenforceable.by reason of any f i n a l and 

b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such 

i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the reraainder of 

the provisions hereof, which s h a l l remain i n f u l l force and 

effect. The i n v a l i d or unenforceable provision s h a l l be subject 

to re-negotiation by the Parties within a reasonable period of 

time . , The—parties—agroc—fee—raeet—a^^d—adopt—revised—provisions 

which would be—in—conforraity w i t h the—law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 
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The Union w i l l advise the Employer i n w r i t i n g , of the names 

of the Stewards i n each department or area agreed upon w i t h the 

Eraployer and s h a l l n o t i f y the Eraployer proraptly of any changes. 

Stewards w i l l be perraitted t o handle and process grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of time, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors i n advance of t h e i r i n t e n t i o n 

to handle and process grievances. Supervisors raay not 

unreasonably withhold perraission t o the stewards t o engage i n 

such a c t i v i t i e s . 

Eraployees acting as Union Stewards s h a l l not be 

discrirainated against nor be transferred frora their job 

c l a s s i f i c a t i o n s or departraents because of the i r a c t i v i t i e s on 

behalf of the Union. Any transfers of Union Stewards frora their 

job c l a s s i f i c a t i o n s or departraents, other than in an emergency, 

w i l l be discussed with the Union in advance of any such 

trans.f ers. 

Section 17.2 

The Union s h a l l have the r i g h t and r e s p o n s i b i l i t y t o 
^ 

represent the i n t e r e s t of a l l employees i n the u n i t , t o present 

i t s views to the C i t y on raatters of concern, e i t h e r o r a l l y or i n 

w r i t i n g , and t o consult and be consulted w i t h , i n respect to the 
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formulation, development and iraplementation of po l i c i e s and 

programs affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal working hours, t o enter Eraployer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which eraployees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not to i n t e r f e r e w i t h normal operations. The 

Employer may change or set ru l e s of access, provided t h a t any 

change i n current p r a c t i c e s raust be reasonable and subject t o 

the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y ' of Chicago's e s s e n t i a l mission i s t o provide 

services t o i t s c i t i z e n s i n a safe and econoraic raanner. The 

p a r t i e s t o t h i s Agreement recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t of the hea l t h and 

safety of employees, as w e l l as t h e i r raorale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y and tho eraployees covered by t h i s Agreeraent serve. 

Furtherraore, the economic cost of pr o v i d i n g health care services 
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t o employees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The Employer and the Union maintain a strong coraraitraent t o 

p r o t e c t people and property, and t o provide a safe working 

environraent. To t h i s end, the employer has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreeraent urge eraployees who have such 

probleras t o u t i l i z e the Prograra's services. 

To raaintain a workplace which provides a safe and health 

work environraent for ' a l l eraployees the following drug and 

alcohol prograra i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, and 

employee on the job or the premises of the Eraployer. 

(c) Employer Premises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, trucks and other vehicles 

owned, leased or used by the Employer as job s i t e s or work 

l o c a t i o n s and over the Employer has a u t h o r i t y as eraployer. 

(d) Employees: a l l persons covered by t h i s Agreement. 
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(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage to 

property t o which an eraployee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

( f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

eraployee, i n c l u d i n g but not l i r a i t e d t o noticeable irabalance, 

incoherence and . d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s to conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or p h y s i c a l impairment due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

raeasuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l employees must report t o work i n a physical 

c o n d i t i o n that w i l l enable them t o perform t h e i r jobs i n a safe 

manner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d iteras or substances on or at the Eraployer's 

premises, nor s h a l l they report to work under the i n f l u e n c e of 

drugs and/or a l c o h o l . 
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(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an employee i s under the in f l u e n c e of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t t o subject t h a t employee t o a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

eraployee raay be placed on a d r a i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the eraployee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Eraployer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the- i n f l u e n c e of drugs 

or alcohol while on duty and on the Employer's preraises; 

( i v ) are found i n possession of a l c o h o l , drugs or 

drug paraphernalia, or are found s e l l i n g or d i s t r i b u t i n g drugs 

or drug paraphernalia, on the Eraployer's premises. 

(c) A l l adverse employment a c t i o n taken against an 

employee under t h i s program s h a l l be subject t o the grievance 

and a r b i t r a t i o n procedures of t h i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer raay re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two 

supervisors have reasonable cause t o believe t h a t an employee 
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has reported t o work under the i n f l u e n c e -of or i s at work under 

the i n f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t may be required i f an employee i s 

involved i n a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a follow-up 

t o counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up t o a 

one year period. 

(b) Employees to be t e s t e d w i l l be required t o sign a 

consent form and chain of custody form, assuring proper 

documentation and accuracy. I f an eraployee refuses t o sign a 

consent form authorizing, the t e s t , he or she w i l l be subject t o 

t e r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and raay consist of e i t h e r blood or u r i n e t e s t s , or both. 

The Employer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alcohol, i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g prograras, dated A p r i l 11, 1988 and as may 

be amended he r e a f t e r by the relevant agency of the Department of 

Health and Huraan Services. 
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(e) I n i t i a l and- confirraatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they raay be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively established t h a t the t e s t e d 

eraployee was under the i n f l u e n c e of drugs. 

(f ) I n i t i a l and confirraatory (or breathalyzer) t e s t 

r e s u l t s which raeet or exceed the l e v e l of blood alcohol 

established- i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the i n f l u e n c e of a l c o h o l . 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be 

borne by the Employer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Comraissioner of Personnel or his designed in., the raanner to be 

prescribed by the Commissioner. The a p p l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Comraissioner w i l l inform the a p p l i c a b l e departraent head of any 

eraployee who t e s t s p o s i t i v e f o r alcohol or drugs,, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

te s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, to be 
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r e t e s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Coraraissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said saraple to the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

to take a s u f f i c i e n t sample, or to preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal from 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, or any employee. 

( j ) No l a b o r a t o r y report or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are pa r t of a 

personnel a c t i o n under t h i s prograra, but s h a l l be placed i n a 

special locked f i l e maintained by the Coraraissioner of Personnel, 

except as such d i s c l o s u r e may be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

program before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y raatter and 

raay p a r t i c i p a t e i f they wish i n the volu n t a r y Eraployee 

Assistance Program. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 
The C i t y of Chicago and each C o a l i t i o n Union (the 
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"Parties") agree to create a Joint Apprenticeship and Training 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) in conjunction with certain 

third parties including, but without liraitation, the Chicago 

Public Schools ("CPS"), the City Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 

and training prograras and to provide expanded post-

apprenticeship and training eraployment opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreement with the City of 

Chicago, the Parties s h a l l enter into a supplemental raeraorandura 

of understanding regarding the ^ structure, irapleraentation, 

raonitoring and enforcement of this I n i t i a t i v e . Said meraorandura 

s h a l l be attached to t h i s Agreeraent as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l g e n e r a l l y include the f o l l o w i n g : 

a. A commitment by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of' t h i s Agreement. 
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b. A comraitment by the C o a l i t i o n and the C i t y t o 

co l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

"Colleges students t o enter Union apprenticeship and 

t r a i n i n g programs. In p a r t i c u l a r , the C o a l i t i o n and the 

Ci t y w i l l cooperate w i t h tl i e Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and .trades apprenticeship and t r a i n i n g 

prograras and subsequent careers; to consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and t o expand post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps t o f u l f i l l the commitments set f o r t h i n 

t h i s A r t i c l e and supplemental memorandum attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Cc^uncil and s h a l l remain i n f u l l force 

and e f f e c t from said date to June 30, 2017 2022, both i n c l u s i v e . 
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Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f frora year t o 

year unless at l e a s t 60 days and not raore than 120 days p r i o r to 

the t e r r a i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o araend, add t o , subtract frora, or 

terminate t h i s Agreement. 

In the event such n o t i c e of a desire t o amend, add t o , or 

subtract from the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreeraent before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d t o s h a l l be 

considered t o have been given as of the date shown on the 

postmark. W r i t t e n notices may be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date of r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e contract between the 

Employer and the Union and s e t t l e s a l l deraands and issues w i t h 

respect t o a l l raatters subject to c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any m.atter which i s subject to 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 
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r e f e r r e d t o herein, and even though such matter may not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

time t h i s Agreeraent was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid tirae o f f , or 

volun t a r y unpaid tirae o f f w i t h any other bargaining., u n i t 

(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

Agreeraent, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

eraployees covered by t h i s Agreeraent. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreeraent s h a l l be e f f e c t i v e frora the date upon which 

i t i s r a t i f i e d by the C i t y Council of the C i t y of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l reraain i n e f f e c t 

through 11:59 p.ra. on June 30, 2017 2022. 

Health Plan Reopener 

Each p a r t y reserves the r i g h t t o reopen t h i s Agreeraent i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the applicable l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care program raandating s i g n i f i c a n t changes 

i n h ealth insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e ciuring the term of t h i s Agreement; 
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The lack of achieveraent of hea l t h care cost 

containraent as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishraent and a d m i n i s t r a t i o n 

of the Labor-Management Cooperation Committee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 

pro j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l make such adjustments t o the 

Plan as are necessary, i n c l u d i n g but not 

l i m i t e d t o adjustments i n deductibles, co-

pays and co-insurance, to prevent the cost 

increase from exceeding 8% as measured i n 

subsection (a) above. 
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(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 
) 
! 

p a r t y raay e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—eaeh—party—reserves—fehe—right—t-e—reopen—this 

Agreement—i^^^—.order—fee—negotiate—fehe—Health—Plan—sefe—forth—in 

Article 9—ne—later—than—June—3^-^^—2011—and—June—3-0-^—2015,—er—in 

the event the City of Chicago is—awarded the 2016 Olyrapic Garaco, 

June 30, 201^. 

id) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of this 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r party t o t h i s Agreeraent has t h i r t y (30) days t o n o t i f y 

the other p a r t y of i t s i n t e n t to reopen t h i s Agreement i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

108 
2454990.4 



e i t h e r p a r t y e l e c t t o reopen n e g o t i a t i o n s pursuant t o t h i s 

p r o v i s i o n , i t s h a l l submit w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ninety (90) days w i t h i n which t o 

reach agreeraent on the A r t i c l e . I f the p a r t i e s f a i l t o reach 

agreeraent at the conclusion of t h a t n i n e t y (90) day period, each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreeraent. 

Non-Prevailing Wage Rate Reopener 

Four-Year : Thio—Agreeraent—ma^^'—be—reopened—fee—further 

negotiate—fehe—non-prevailing—wage—rates—governing—fef^e—oecond 

f i v e - y e a r fee^fR (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e 4, 

Section— 4 - ,—in the—event—that—fe^—fehe—City n o t i f i e s — t h e C o a l i t i o n 

that—ife—ha-s—nefe—reached—a—successor—agreeraent—fee—a—then—current 

four-year—agreeraent—expiring—en—June—3-0-7 2 0 1 1 — r e g a r d i n g — a n 

across—tho-board percentage increase fer^ other unionized 

eraployees—ift—non-prevailing w a g e — r a t e — c l a o o i f i c a t i o n o — d e f i n e d — i n 

fehe—^Me—Tee—Clauoo"—by M a r c h — — 2 0 1 2 ; — e r — — f e h e — C o a l i t i o n 

n o t i f i e s — f e h e — C i t y of—ife-s—intent—fee—terrainate—fehe—^44e—Too Clauoc" 

by March 31, 2012. 

Fivc-Ycar : Thio—- Agrcoracnt—m a y—be—rcoponod—fee—further 

negotiate—fehe—non-prevailing—wa-ge—rates—governing—fehe—second 

five- y e a r fee^ft (07/01/2012 fee 06/30/2017) under A r t i c l e 4, 

Section— 4 - ,—in the—event—that—(e-)—fehe—City n o t i f i e s — f e h e — C o a l i t i o n 

tha t—ife—ha-s—nefe—reached—a—successor—agreement—fee—a—then—current 

f i v e — y e a r — a g r c c m o n t — e x p i r i n g — e n — J u n e 3-0-7 2012 r e g a r d i n g — a n 
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across-the-board percentage increase f e r other unionized 

employees—in—non-prevailing w a g e — r a t e — c l a s s i f i c a t i o n s — d e f i n e d — i n 

tho "Me Too Clause" by October 31,—2012;—er—ffe^—the C o a l i t i o n 

n o t i f i e s — f e h e — C i t y o f — i f e - s — i n t e n t — t o terminate—fei^e—^^Me—Too Clauoc" 

by October 31, 2012. 

a— a n y—ene—ef^—fehe—foregoing—events—occurs,—either—party—fee 

t h i o Agrooracnt h a s — t h i r t y — ( 30)—days—to n o t i f y tho—othor p a r t y of 

ife-s—intent—fee—reopen—thio—Agrocraent—in—order—fe-e—negotiate—trhe 

non-pre v a i l i n g — w a g e — r a t e s — g o v e r n i n g — t h e — o o c o n d — f i v o - y c a r — t e r r a 

(07/01/2012—fee—06/30/2017)—sefe—forth—in A r t i c l e 4,—Section—4-^ 

S h o u l d — c i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n c g o t i a t i o n o — p u r o u a n t — f e e 

t h i s — p r o v i o i o n , i f e — s h a l l — s u b r a i t — w r i t t e n — n o t i c e — f e e — t h e — o t h e r 

party—and—fehe—City—shall—nefe—be—obligated—fee—raake—fehe—wage 

adj uotracnts—s-e-t—forth—in—Article— 4 - ,—Section— 4 - . Thereafter,—fehe 

parties—have—ninety—(-9-9-)—days—within which—fee—reach agreeraent—en 

t h e — A r t i c l e . H—fe^ie—parties—fail—fee—reach—agreeraent—afe—fehe 

c o n c l u s i o n — e i — t h a t — n i n e t y — ( 90)—dey—period,—each—party—reserves 

fe-he—right—fee—reopen—fehe—entire Agreeraent. 

Other Reopener 

I n the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t to reopen the e n t i r e Agreeraent. 
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IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed t h i s docuraent as of 

the day of , 2^0^ 2018. 

CITY OF CHICAGO GLASIERS, ARCHITECTURAL METAL 

AND GLASS WORKERS LOCAL UNION 
NO. 27, CHICAGO AND VICINITY 

By: By: 

PAINTERS' DISTRIC COUNCIL 
LOCAL 14 

By: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The p a r t i e s recognize t h a t the success of the Jo i n t 

Apprenticeship and Tra i n i n g Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Manageraent Cooperation Coraraittee established 

under A r t i c l e 19 t o explore and recommend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the Ci t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and Tra i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i m i t e d t o : 

a. A raulti-project labor agreeraent. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o n t r actors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the raaxiraura nuraber of apprentices on the p r o j e c t as 

perraitted under the terras and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship prograra r e g i s t e r e d w i t h 
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U.S. Departraent of Labor's Bureau of Apprenticeship and 

Tra i n i n g . 

FOR COUPE; FOR THE CITY OF CHICAGO: 

qj^i^ Wig 
'Xmk^fm) Mt) 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: ' 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r to t h i s Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t ' the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive health care model and w i l l r e s u l t i n 

design improveraents, cost containraent or savings, i n c l u d i n g but 

not l i m i t e d t o the fol l o w i n g , areas: 

Expanded Disease Management Program 

HRA and Bio-metric Screening 

Health Fairs 

Weight Manageraent Program 

Imaging Review Service 

L i f e t i m e Maximum 

Subscriber Share for Hospital B i l l s and Co-insurance 

Exclusion for S e l f - i n f l i c t e d I n j u r i e s . 

Comprehensive Communication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

S I D E L E T T E R 

FOUR 10-HOUR DAY WORKWEEK 

Agree to the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Meraorandura of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o araending Section 

3(a) to r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreeraent by the Unions t o waive sorae or a l l of the monetary 

make whole reraedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o araend Section 3(a) as requested 

by the Unions i n order t o conclude n e g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreeraent w i t h the C i t y t o waive 

some or a l l of the raonetary raake whole remedies. U n t i l such an 

agreeraent i s reached, the a f f e c t e d Unions agree th a t the C i t y 

s h a l l not be ob l i g a t e d t o impleraent the raonetary make whole 

reraedies i n the Award. In a d d i t i o n , i f such an agreeraent i s not 
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reached by Deceraber 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed amendment t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f from the monetary make whole reraedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE C I T Y OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

THE WINDOW CLEANERS UNION 
LOCAL 73, SEIU 

This Agreeraent i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and the Window Cleaners Union, Service Eraployees 

I n t e r n a t i o n a l Union, Local 73 ( h e r e i n a f t e r c a l l e d "the Union"), 

f o r the purpose of e s t a b l i s h i n g , through the process of 

c o l l e c t i v e bargaining c e r t a i n p r o v i s i o n s covering wages, and 

other terras and con d i t i o n s of eraployraent f o r the eraployees 

represented by the Union. 

In r e c o g n i t i o n of the above, the Eraployer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g j ob 

c l a s s i f i c a t i o n s : 

Window Washer 

Window Waohor—(Sub Foreman) 

Foreman of Window Washers 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect t o rates of pay, wages, hours and other 

terras and conditions of employment. The term "eraployee" as used 



herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d to 'the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Eraployer, except only as they may be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

raatters concerning or r e l a t e d t o the raanageraent of the 

Eraployer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause: 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or o r g a n i z a t i o n of the Employer's operations, or other 

econoraic reason: t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l : t o raake and enforce reasonable 

ru l e s and r e g u l a t i o n s , t o maintain order and e f f i c i e n c y : t o 

schedule the hours of work, t o deterraine the services, 

processes, and extent of the Eraployer's operation, the types and 

q u a n t i t i e s of raachinery, equipraent and raaterials t o be used, the 

nature, extent, d u r a t i o n , character and method of operation, 

i n c l u d i n g (but not l i m i t e d to) the r i g h t t o contract out or 

subcontract: the r i g h t to determine the number of eraployees and 



how they s h a l l be employed, and the q u a l i t y and q u a n t i t y of 

workmanship and work required t o insure maxiraura e f f i c i e n c y of 

operations: t o e s t a b l i s h and enforce f a i r production standards: 

and t o deterraine the siz e , nuraber and l o c a t i o n of i t s 

departraents and f a c i l i t i e s . A l l of the pr o v i s i o n s of t h i s 

A r t i c l e are vested e x c l u s i v e l y i n the Employer, except as 

expressly abridged by a s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal employment opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s and nothing in th i s 

agreement s h a l l be interpreted to cause a negative effect on 

said efforts. I t i s understood and agreed, that t h i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect the 

seniority provisions 'of t h i s Agreeraent. 

Section 3.2 No Discrimination 

Neither the Eraployer nor the Union s h a l l discrirainate 

against any employee covered by th i s Agreement in a raanner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, marital status, mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 

Grievances by eraployees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 



this Agreeraent, but s h a l l not be subject to arbitration unless 

rautually agreed by the parties. 

Section 3.4 Reasonable Accommodation 

I n the event the Eraployer s h a l l be required t o raake a 

reasonable accoraraodation under the Araericans w i t h D i s a b i l i t i e s 

Act "ADA" t o the d i s a b i l i t y of an app l i c a n t or incumbent 

employee t h a t raay be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreeraent, the Eraployer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the union. The p r o v i s i o n s of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Eraployer's o b l i g a t i o n s under the ADA and t h i s 

Agreeraent and the eraployee's r i g h t s under Agreement, provided 

t h a t no incurabent eraployee s h a l l be displaced by such decision 

of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July 1, 20-9-17, eraployees covered by t h i s 

Agreeraent s h a l l continue to receive the hourly r a t e being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing s i m i l a r kinds of work i n 

Cook County pursuant to the formula c u r r e n t l y used by the United 

States Department of Labor i n adrainistering the Davis-Bacon Act 



as currently being paid to said eraployees as set forth in 

Appendix A appended to and raade a part of t h i s Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 2O-0-17, through the period ending June 30, 20i^22, 

the wage r a t e r e f e r r e d t o • i n the immediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are e s t a b l i s h e d at an e f f e c t i v e date l a t e r than 

July 1, then such r a t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Eraployer adjust said 

wage rates raore than one tirae i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—First—Fivo-
Yoaro of thia Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustraents below f o r a l l eraployees who are i n n o n - p r e v a i l i n g 

rate c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1H-

• Effective 07/01/2007 i % 01/01/2018 - 2.00% 

• Effective 01/01/2008 2.25?; 01/01/2019 - 2.25% 



Year 2-r-

• Effective 01/01/2009 2^ 01/01/2020 - 2.00% 

Year 3: 

• Effective 01/01/2010 - 3% 01/01/2021 - 2.25% 

Year 4: 

• Effective 01/01/2011 3 . 2 5 °c 01/01/2022 - 2.00% 

Year 5-H 

•—Effective 01/01/2012 2-^ 

Soction—4-r4 Non-Prevailing—Wage—Rates—Govorning—Second—Five-

Yoar Torm (07/01/2012 to 06/30/2017) 

Effective—the—following—dates,—t-he—City—will—make— t h e—wage 

adj ustments—below—f-&r—aU—employees—whe—anee—in—non-pre v a i l i n g 

r a t e — c l a o s i f i c a t i o n o — a n d \ < i h o—a^e—cither—en—the—payroll—a^s—ef—the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 6-T-

• Effective 01/01/2013 2^ 

Year 7: 

•—Effective 01/01/2014 2^ 

Year 8: 

•—Effective 01/01/2015 2^ 

Year 9: 

• — E f f e c t i v e 01/01/2016 

Year 10: 

O o, 
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•—Effective 01/01/2017 2^ 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized eraployees 

i n n o n -prevailing wage ra t e c l a s s i f i c a t i o n s * ' * ' receive an across-

the-board percentage increase i n t h e i r regular base r a t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, eraployees i n non - p r e v a i l i n g r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreeraent s h a l l have t h e i r wage adjustraent set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

eraployees i n non - p r e v a i l i n g wage r a t e c l a s s i f i c a t i o n s * ' * ' receive 

a lurap sum payment i n any con t r a c t year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the sarae lump sum payraent i n any such year. The p a r t i e s 

agree t o confer regarding the t i m i n g , araount and irapleraentation 

of any wage adjustraent or lurap sura payment under t h i s Section 

p r i o r t o such adjustraent being paid. 

**Exclusive of sworn eraployees of the Chicago Police Departraent 

and uniforraed raerabers of the Chicago Fire Departraent. 

Section 4.5 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected employees who, as of Auguot—2-7—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 



Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal employees who 

are e l i g i b l e for rehire, or are forraer eraployees who re t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the City Council, inclusive. 

Section 4.6 Out of Grade Pay 

An employee covered' by t h i s Agreeraent who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher \ rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such time frora the f i r s t 

day 'of the assignraent. The Eraployer agrees t h a t i t w i l l raake 

such assignments f o r not less than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days, except where a regular 

inciambent i s on leave of absence, i n which case the time l i m i t 

for acting into such position may not exceed one (1) year, and 

no individual employee can act up into that position for more 

than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the , pa r t i e s . I f the one hundred eighty (180) day 



l i m i t i s extended to one (l)year due to a regular incumbent on 

leave of absence or by mutual agreement of the par t i e s , 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein, 

the position s h a l l be treated as a "permanent vacancy" within 

the meaning of Section - of th i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" siabject to 

the applicable provisions of that Section. 

Section ,4 . 7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o eraployees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtime' or 

premiura pay s h a l l be paid t o eraployees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e araount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an eraployee's pay check, at the tirae s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtirae and/or preraiura pay to which he/she i s 



e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the employee proraptly n o t i f i e s the Department's 

tiraekeeper i n w r i t i n g . Employees s h a l l subrait a p a y r o l l 

dispute t o the Departraent timekeeper on the "Employee 

Pa y r o l l I n q u i r y Forra" attached hereto as .Appendix B. The 

eraployee's submission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Departraent concludes t h a t there 

i s a shortage i n the eraployee's paycheck, and i f the araount 

i n question exceeds $100.00, the Departraent w i l l subrait a 

suppleraental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the eraployee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check, 

'c) Should an employee not receive t h i s supplemental check ( f o r 

a sum greater than $100.00) w i t h i n the aforeraentioned 

check/deposit advice d e l i v e r y date p e r i o d , the Eraployer 

w i l l pay t o the eraployee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 
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(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

eraployees, persons r e t u r n i n g frora leaves of absence 

( i n c l u d i n g but not l i m i t e d t o duty d i s a b i l i t y ) , overtime 

earned under the C i t y ' s eraergency snow reraoval program, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payraent o b l i g a t i o n s 

w i t h respect t o the payraents r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreeraent. 

(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l form a 

Labor Management Coraraittee c o n s i s t i n g of four (4) persons 

appointed r e s p e c t i v e l y by the C i t y and by the C o a l i t i o n . The 

City's raerabers of the Coraraittee w i l l c onsist of representatives 

from the Department of Personnel, the O f f i c e of Budget and 

Management, the Comptroller and the D i r e c t o r of Labor Relations. 

The C o a l i t i o n , as i t s h a l l determine, s h a l l select four (4) 

representatives t o serve as merabers of the Coraraittee. The 

Coraraittee w i l l meet not less than q u a r t e r l y , or more f r e q u e n t l y 

as the need raay a r i s e , t o review ongoing issues regarding 

p a y r o l l , corapliance w i t h t h i s Section, or other issues of rautual 

concern which may a r i s e during the l i f e of the p a r t i e s ' 

Agreement. In a d d i t i o n , at the request of the C o a l i t i o n , the 
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c i t y may include frora tirae-to-tirae a representative of the 

Coalition at the Coraptroller's weekly s t a f f meetings with 

Department heads to review and address pending payroll inquiries 

from bargaining unit eraployees. 

Section 4.7 Window Washer Pay 

Eff e c t i v e 1/1/2018, new hires into the Window Washer job 

c l a s s i f i c a t i o n w i l l receive the prevailing rate as described i n 

paragraph 2(a) of the September 5, 2012 Memorandum of Agreement 

between the par t i e s . Current employees in the Window Washer job 

c l a s s i f i c a t i o n w i l l be red-circled at their current rate of pay. 

Increases w i l l not be provided to the wage rate of the red-

c i r c l e d employees u n t i l such time as the prevailing rate 

eclipses the red-circled rate. At that time, the red- c i r c l e d 

rate w i l l be brought up to match the prevailing rate i n 

accordance with A r t i c l e 4 of the CBA. Thereafter, any future 

increases w i l l also be applied i n accordance with A r t i c l e 4 of 

the CBA. \ 

ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. The normal 

work week s h a l l consist of f i v e (5) .consecutive eight (8) hour 

and two (2) consecutive days o f f , except where the Employer's 
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operations require d i f f e r e n t scheduling needs. The- Eraployer w i l l 

n o t i f y the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one minute a f t e r 11:59 p.m. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. The s t a r t i n g tirae of employees s h a l l be between the hours 

of 5:00 a.m. and 7:00 a.m., as deterrained by the Employer. The 

Employer may change the time of i t s normal work day or work week 

upon reasonable not i c e t o , and upon request, discussion w i t h the 

Union. 

The Department of Aviation w i l l make reasonable eff o r t s to 

provide a posting of anticipated assignments weekly i n advance 

for t h e i r Window Washing crews. The intention of the posting i s 

to provide notice to employees when the Department anticipates 

s p e c i f i c Indoor/Outdoor job duties that w i l l need to be 

performed. I t i s understood by the parties that posted 

anticipated assignments are siibject to change in response to 

weather, emergencies, and other unforeseen circiamstances or 

operational needs. 

Section 5.2 Overtime 

All work performed in excess of forty (40) hours worked per 

week: or in excess of eight (8) hours worked per day when the 

eraployee has forty (40) hours of work or excused absences: or on 

Saturday as such when Saturday is not part of the eraployee's 

regular work week: or on the sixth consecutive day worked in the 

Eraployer's work week, shall be paid for at one and one-half (1 H) 
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tiraes the regular straight tirae hourly rate of pay. A l l work 

perforraed on Sunday, when Sunday i s not part of the eraployee's 

regular work week: or the seventh consecutive day worked in the 

Eraployer's work week s h a l l be paid . for at two (2) times the 

regular hourly rate of pay. Such overtime s h a l l be coraputed on 

the basis of completed fift e e n (15) rainute segraents. Eraployees 

exerapt from the Fair Labor Standards Act s h a l l not be e l i g i b l e 

for overtirae under thi s section. There s h a l l be no pyraraiding of 

overtirae and/or preraium pay. Daily and/or weekly overtime and/or 

preraiura pay s h a l l not be paid for the same hours worked. A l l 

overtime earned under t h i s Section s h a l l be paid to employees, 

not l a t e r than the second regular payday following the end of the 

payroll period i n which i t i s earned. 

Section 5.3 Overtime Distribution 

(a) Overtime and/or premiura tirae r e f e r r e d to i n t h i s 

Agreeraent s h a l l be o f f e r e d f i r s t t o the eraployee perforraing the 

job and t h e r e a f t e r by s e n i o r i t y t o the raost senior eraployee i n 

the c l a s s i f i c a t i o n at the work l o c a t i o n being given the 

opp o r t u n i t y t o work, provided the eraployee has the present 

a b i l i t y t o perform the work t o the s a t i s f a c t i o n of the Employer 

without f u r t h e r t r a i n i n g . A reasonable araount of overtirae s h a l l 

be a c o n d i t i o n of continued eraployraent, provided however, t h a t i n 

the event such o f f e r s of overtime are not accepted by such 

employees, the Employer may mandatorily assign such overtirae by 

reverse s e n i o r i t y . 
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(b) Eraployees in the c l a s s i f i c a t i o n at the work location 

who have been given the option to work the overtirae and/or 

preraium tirae, whether the option was accepted or rejected, w i l l 

not be afforded the option to work subsequent overtime and/or 

premiura tirae u n t i l a l l eraployees in the c l a s s i f i c a t i o n at the 

work location have been reasonably afforded the opportunity to 

work the overtirae and/or preraiura time, subject to the same 

provisions as in Section 5.3(a). 

Section 5.4 Reporting Pay 

When an eraployee repo r t s f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainiraura of two (2) hours work 

or pay at the eraployee's regular s t r a i g h t tirae hourly r a t e , 

unless the eraployee was t o l d at l e a s t three hours p r i o r t o h i s or 

her norraal s t a r t i n g tirae hot t o r e p o r t f o r work, except f o r 

reasons beyond the Eraployer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , eraployees raust advise the designated person 

w i t h i n the Departraent of h i s or her current telephone number. 

I f the eraployee works raore than two (2) hours, he or she 

s h a l l receive a minimum of four (4) hours work or pay f o r t h a t 

day. I f the' employee works more than four (4) hours, he s h a l l be 

guaranteed eight (8) hours work or pay f o r t h a t day. An employee 

who does not coraplete a norraal e i g h t (8) hour s h i f t because he or 

she i s sent horae by the Eraployer s h a l l have the option of using a 

p o r t i o n of accrued vacation, personal or compensatory tirae f o r 

t h a t day upon notice to the Employer. 
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Section 5.5 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , eraployees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a rainiraura of 

two (2) hours pay at the appropriate overtime r a t e frora the tirae 

t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an eraployee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

eraployee i s brought i n t o work or required to stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 

In the event a General Foreraan or Foreraan i s directed by 

the Employer to respond to.emergency c a l l s from horae and outside 

of his or her regular working hours, he or she w i l l be granted 

corapensatory time at the appropriate rate for a l l v e r i f i e d tirae 

spent responding to the eraergency frora horae, with a rainiraura of 

15 rainutes of compensatory tirae to be granted in any calendar 

day on which any such eraergency responses were required, up to a 

raaxiraura of two hours of corapensatory tirae in any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have acctimulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 
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Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accumulate such time up to a maximiim of 160 hours. 

Use of compensatory time s h a l l be siibject to the 

operational needs of the Employer. A l l acciimulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees in the 

form of cash at their current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 

(a) F u l l - t i r a e s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Meraorial Day 
7. Independence Day 
8. Labor Day 
9. Colurabus Day 
10. Veteran's Day 
11. Thanksgiving Day 

12. Christmas Day 

(b) The b e n e f i t s set f o r t h i n (a) above s h a l l be paid 

provided the employee i s i n pay status the f u l l scheduled work 
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day immediately preceding and the f u l l scheduled work day 

imraediately f o l l o w i n g such holiday, or i s absent frora work on one 

or both of those days w i t h the Employer's permission: such 

permission s h a l l not be unreasonably denied. 

(c) Employees covered by t h i s Agreeraent including 

probationary employees s h a l l be e n t i t l e d to one (1) paid personal 

day in each year of th i s Agreement. At the eraployee's option, the 

personal day raay be scheduled in accordance with the vacation 

selection procedures set forth in A r t i c l e 7 of t h i s Agreement. 

I f the employee elects not to schedule said personal day in 

advance under the vacation selection procedures as provided 

above, such day s h a l l be designated by the employee and s h a l l not 

be denied by the Employer. I f the employee i s required or allowed 

to work on such designated day, the eraployee s h a l l receive the 

appropriate holiday preraiura rate. An eraployee may elect to carry 

over the personal day to the following calendar year provided 

such carry over s h a l l not exceed five (5) personal days. 

Employees raay not designate such personal day in connection with 

an existing holiday. Good Friday, or a vacation schedule unless 

requested by the employee upon ten (10) days written notice and 

approved by the Employer. New eraployees who commence work for the 

Employer after June 30 s h a l l not be e l i g i b l e for this personal 

day u n t i l the following calendar year. 

Section 6.2 Payment for Holiday 

I f an employee scheduled to work on any calendar holiday as 

s p e c i f i e d i n Section 6.1 he/she s h a l l be paid at the r a t e of two 
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(2) times (which includes holiday pay) his/her normal hourly r a t e 

f o r a l l hours worked. 

I f the employee i s not required t o work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such employee s h a l l be paid 

eight (8) hours at s t r a i g h t time f o r such holiday. 

A l l holiday time s h a l l be considered time worked f o r the 

purposes of computing overtime except where the holiday f a l l s on 

the employee's day o f f . 

Section 6.3 Fai l u r e to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s 

to report to work, the eraployee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other eraergency. 

Section 6.4 Holiday Observance 

Except f o r eraployees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be, observed the Friday before the holiday: said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holiday which f a l l 

on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Eraployer s h a l l have the option of g r a n t i n g the 

eraployee an extra day's pay or an extra day of vacation at a tirae 

rautually agreed upon between the eraployee and the Departraent 

Head, provided the eraployee works the f u l l scheduled workday 
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iraraediately preceding and the f u l l scheduled workday iraraediately 

f o l l o w i n g such vacation period, unless such absence i s f o r a 

reason the Epaployer f i n d s t o be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such eraployee's continuous service p r i o r .. t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service P r i o r t o July 1 Vacation 

Less than 6 years 13 days 
6 years or raore, but less than 14 years 18 days 
14 years or raore •• 23 days 
A f t e r 24 years 24 days 
A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An eraployee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The eraployee d i d not have twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year: or 

2. The employee was separated from eraployraent, other than 

f o r cause, during a calendar year i n which the eraployee d i d not 

have twelve (12) raonths of continuous service. 

The amount of pro rata vacation i s determined by d i v i d i n g 

the number of months of continuous service the f u l l - t i m e employee 

worked i n the previous/current calendar year, whichever i s 
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a p p l i c a b l e , by twelve (12) : the r e s u l t i n g f i g u r e i s m u l t i p l i e d 

by the amount of paid vacation f o r which the employee i s e l i g i b l e 

i n Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole number of days. Eraployees separated frora eraployraent, other 

than f o r cause, w i l l be paid on a suppleraental p a y r o l l as soon as 

p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-tirae eraployees who work at l e a s t e i g h t y (80) hours per 

raonth earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance 

w i t h the forraula used by the Employer i n accordance w i t h past 

practice. 
Section 7.3 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

eraployee was denied vacation by the eraployer, or (2) the eraployee 

i s on an approved leave of absence, or (3) the eraployee e l e c t s i n 

w r i t i n g t o carry over vacation days (up t o three (3) such 

vacation days' of accrued and unused vacation days f o r employees 

w i t h less than ten (10) years of s e r v i c e , and up t o f i v e (5) days 

of accrued and unused vacation days f o r employees w i t h ten (10) 

or more years of service) f o r use i n d i v i d u a l l y or consecutively 

during the next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given t o the employer before Deceraber 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximvim number of s i n g l e use vacation days provided 

f o r under t h i s Agreement. Such carry over vacation days must be 
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scheduled i n the then c u r r e n t year f o r use i n the next year. 

Cancellation or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks , upon—rautual—agrooracnt of—trhe—eraployer,—vjhich 

agreement—shall—not be—unreasonably denied—er v j i t h h c l d , and such 

carry over days must be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) raonths, i n the case of an 

eraployee's r e t u r n frora an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30̂ "̂ , or approving 

the rescheduling of c a r r y over days beyond June 30*̂ *̂ . Eraployees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

t o being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation time earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) months f o l l o w i n g the date i n which the person became 

disabled, and s h a l l be e n t i t l e d t o use such vacation tirae w i t h i n 

twelve (12) raonths f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 

Eraployees who are terminated f o r cause are not e n t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d t o the amount of vacation pay i n t h e i r bank 

a t the time of r e s i g n a t i o n . Employees s h a l l not earn vacation 

c r e d i t f o r any period during which they are on l a y o f f or leavve of 
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absence without pay in excess of t h i r t y (30) days (except where 

such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or engaged 

in conduct in violation of A r t i c l e 12 of t h i s Agreeraent. In the 

event of the death of an e l i g i b l e eraployee, the surviving widow, 

widower or estate s h a l l be e n t i t l e d to any vacation pay to which 

the deceased eraployee-, was entitled. 

Section 7.5 

The r a t e of vacation pay s h a l l be coraputed by raultiplying 

the eraployee's s t r a i g h t tirae hourly r a t e of pay i n e f f e c t f o r the 

eraployees regular job at the time the vacation i s being taken, 

tiraes e ight (8) hours per day, times the number of days' vacation 

t o which the eraployee i s e n t i t l e d . S a l a r ied eraployees s h a l l 

receive t h e i r regular salary i n e f f e c t at the tirae the scheduled 

vacation i s taken. 

Section 7.6 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 

deterraine the number and scheduling of crews and eraployees who 

can be on vacation at any one tirae without h i n d e r i n g the 

operation of the Departraent. The Departraent w i l l not designate 

any time or period during the calendar year when e l i g i b l e 

eraployees would be p r o h i b i t e d frora scheduling and t a k i n g vacation 

tirae. 

Eraployees s h a l l raake vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Departraent. The 

Departraent w i l l respond to the eraployees' request f o r s p e c i f i c 
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vacation dates w i t h i n a reasonable period of tirae a f t e r the 

request i s raade, but not raore than fourteen (14) days frora the 

date the request i s received by the Department, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The, Departraent w i l l not a r b i t r a r i l y cancel 

an approved'' vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g.,' snow, f l o o d , storms), a 

severe raanpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable t o the iraraediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the ' payment of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation tirae) plus 

payraent t o the employee of the approprdate pay r a t e f o r a l l hours 

worked as i f i t were a normal work day, or f o r a normal work day, 

whichever i s greater, unless the employee v o l u n t a r i l y agrees t o 

reschedule the vacation days l o s t . 

Cancellation of •. approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an employee s h a l l 

occur only in the most extreme emergencies. In the event of 

such cancellation, the Eraployer w i l l reiraburse the employee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7 . 7 Reciproe-ity With Other Agencies 

24 



Any employee ef the C i t y ef Chicago h i r e d — p r i o r t-e 

February 13, 198 6—whe—ha-s—rendered—service—te—th^—County—ei 

Cook,—t-he—Chicago—Park—District, the—Chicago—Houoing—Authority, 

trhe—Forest—Preserve—District,—fehe—Metropolitan—Sanitary—Diotrict 

of Greater—Chicago,—fehe—State—ef^—Illinois,—fehe—Chicago—Board—ei 

Education, fehe C i t y — C o l l e g e s ef Chicago, —Community—College 

Diotrict—508,—fehe—Chicago—Transit A u t h o r i t y , — f e h e — P u b l i c — B u i l d i n g 

Coraraission ef Chicago, fehe Chicago Urban Tranoportation 

Diotrict,—and—fehe—Regional T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

fehe—right—fee-—have—fehe—period—ef—ouch—ocrvice—credited—and 

counted—fer—fehe—purpose—of coraputing—fehe—nuraber—ef^—years— e i 

service—ae—an erapioycc—ef—fehe—City—fer—vacations,—provided—that 

ouch—service—hae—been—continuous—sorvice . However,—vacation 

t i m e — a c c r u e d — v j h i l c — w o r k i n g — f e * — a n o t h e r — p u b l i c — a g e n c y — i - s — n e f e 

t r a n s f e r a b l e . E m p l o y e e s — h i r e d — a f t e r — F e b r u a r y — 1 2 - , 1986 who 

render—service—fer—any other employer as stated above—shall—havo 

t r h e—right—fee—have—fehe—period—e-f—such—service—credited—and: 

countod—f-er—fehe—purpooo—ei—coraputing—fehe—nuraber—ef—years—e^-

service—as— a n—erapioycc—e^—fehe—City—#er—vacations,—provided—a 

raajority of other craploycos of the Eraployer receive such credit. 

Section 7.7 Non-Consecutive Vacation Days 

Eraployees may receive up t o f i v o s i x (6) of t h e i r vacations 

days one or more day(s) at a time as days o f f i n each year. 

Such days o f f s h a l l be scheduled pursuant t o Section 7.6 above 

(Vacation S e l e c t i o n ) . Such day(s) o f f s h a l l be approved by the 

eraployee's supervisor and such approval s h a l l not be 
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unreasonably withheld. I f the eraployee seeks such days so l a t e 

i n the vacation year t h a t the employee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer p r i o r t o the year-end. I f an employee 

schedules a week-long vacation and a h o l i d a y f a l l s w i t h i n the 

week ( f o r example, the employee works a Monday - Friday work 

week and the ho l i d a y f a l l s on Tuesday) the vacation days 

scheduled f o r the week w i l l be considered consecutive vacation 

days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side of the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees may designate and use at their option up to five 

(5) s i x (6) of their vacation days in each year of this 

Agreement as sick days to cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of family members, who s h a l l include (or 

may be expanded upon by the City) : (i)mother, father, husband, 

wife, brother or s i s t e r (including blood, step or half) , son or 

daughter (including blood, step or adopted), father-in-law. 
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mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

pa r t n e r i s r e g i s t e r e d w i t h the Department o f Human Resources. 

The Eraployer reserves the r i g h t t o ask the eraployee t o f u r n i s h 

proof of said i l l n e s s . An eraployee d e s i r i n g t o use vacation days 

as sick days under t h i s p r o v i s i o n , s h a l l inforra the 

representative of the Eraployer who eraployees are t o l d i s 

designated f o r such purposes of t h a t f a c t • at the tirae he/she 

c a l l s i n t o report an i l l n e s s . S a l a r ied employees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreement s h a l l be i n e l i g i b l e 

t o use vacation days as si c k days while they have a v a i l a b l e 

unused s i c k days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 

Continuous Service raeans continuous paid eraployraent frora 

the employee's l a s t date of h i r e , without a break or i n t e r r u p t i o n 

i n such paid employraent. In a d d i t i o n , an employee earns 

continuous service c r e d i t even though he or she i s not paid f o r : 

1. An unpaid leave of absence f o r one (1) year or 

less or l a y o f f of t h i r t y (30) days or les s ; or 

2. An absence where the employee i s adjudged e l i g i b l e 

f o r duty d i s a b i l i t y compensation. 
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Section 8.2 Interruption i n Service 

(a) Non-seasonal eraployees who work a rainiraura of e i g h t y 

(80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 

f o r the tirae worked. Continuous service c r e d i t w i l l not be earned 

f o r : 

1. absences without leave, 

2. absences due t o suspension, 

3. Unpaid raedical leaves of absence f o r raore than 

t h i r t y (30) days or l a y o f f f o r raore than 

t h i r t y 30) days, unless employees are 

allowed t o accuraulate s e n i o r i t y under t h i s 

Agreeraent. 

(b) Seasonal employment of one hundred twenty (120) days or 

less i n any calendar year s h a l l not be c r e d i t e d toward continuous 

service f o r the tirae worked. 

(c) Seasonal eraployraent i n excess of one hundred twenty 

(120) days i n any calendar year s h a l l be c r e d i t e d toward 

continuous service. 
Section 8.3 Reciprocity 

'-—EraploycGS h i r e d p r i o r to February 13,—1986 who have 

rendered service—fee—the County of Cook,—the Chicago—Park. 

Di s t r i c t , — f e h e — F o r e s t — P r e s e r v e — D i o t r i c t , — t h e Chicago Housing 

A u t h o r i t y , — t h e D i c t r o p o l i t a n — S a n i t a r y — D i s t r i c t — o f Greater 

Chicago,—the State o f — I l l i n o i s , — t h o Chicago Board of Education, 

C i t y Colleges of Chicago,—Coraraunity College D i s t r i c t 508,—fehe 

• Chicago T r a n s i t A u t h o r i t y , — P u b l i c B u i l d i n g Coraraiooion of 
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Chicago,—the Chicago Urban Transportation D i s t r i c t and the 

Regional Transportation A u t h o r i t y shall—have—the period of—such 

s e r v i c e — c r o d i t o d and counted f o r the purpose—of advanceraent 

w i t h i n l o n g e v i t y salary schedules. However,—craployceo—hired 

a f t e r February 13,—1986 who render oervicc f o r any othor 

employer as—stated above s h a l l have the r i g h t to have the period 

ef—such s e r v i c e — c r e d i t e d and counted f o r the purpooc—e i 

advanceraent w i t h i n — l o n g e v i t y salary schedules provided a 

raajority of other eraployees of the Employer receive such c r e d i t . 

Section 8.4 Break i n Service 

Notwithstanding the p r o v i s i o n s of any ordinance or r u l e t o 

the contrary, continuous service of an eraployee i s broken, the 

employment r e l a t i o n s h i p i s terminated, and the employee s h a l l 

.have no r i g h t t o be r e h i r e d , i f the employee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work days 

without n o t i f y i n g the eraployee's authorized Employer 

representative unless the circumstances preclude the Eraployee, or 

soraeone on his behalf, frora g i v i n g such n o t i c e , does not a c t i v e l y 

work f o r the Eraployer f o r twelve (12) months (except f o r approved 

f u l l time Union representative leaves or medical leaves of 

absence and duty d i s a b i l i t y leaves), or i s on l a y o f f f o r raore 

than twelve (12) consecutive raonths i f the eraployee has less than 

f i v e (5) years of service at the time of the l a y o f f , or i s on 
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layoff for more than two (2) years i f the eraployee has five (5) 

or raore years of service at the time of the layoff. 

Section 8.5 Probationary Employment 

New employees, h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary eraployees f o r the f i r s t twelve 

(12) eirx—(-€-)- raonths of t h e i r employraent and ' ' w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Eraployer a f t e r twelve (12) s-ix (-&) raonths s h a l l . be career 

service eraployees and s h a l l have t h e i r s e n i o r i t y date made 

r e t r o a c t i v e to the date of t h e i r o r i g i n a l h i r i n g . Probationary 

employees may be d i s c i p l i n e d or discharged as e x c l u s i v e l y 

determined by the Eraployer and such Eraployer a c t i o n s h a l l not be 

subject t o the grievance procedures, provided t h a t , (1) a f t e r the 

f i r s t s i x (6) months of the probationary p e r i o d , i f the Employer 

intends t o impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

p r i o r t o imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l n o t i f y the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting w i t h the Union and the employee t o discuss 

and allow the employee t o respond t o the accusations, and/or (2) 

i f the Eraployer, w i t h i n i t s d i s c r e t i o n , r e h i r e s a forraer 

employee who d i d not complete his/her probationary period w i t h i n 

one year frora the employee's t e r m i n a t i o n , and said forraer 

eraployee had served 90 days or more of his/her probationary 
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period, a l l time previously served in the probationary period 

s h a l l be counted for purposes of determining when the said 

employee corapletes his/her probationary period. A probationary 

employee who has served 90 days or more of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for eraployraent in the sarae job t i t l e in the 

departraent from which he/she was l a i d off, so long as he/she 

does not refuse an offer of employment, and does not suffer a 

break in service under Section 8.4 of thi s Agreeraent. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cumulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary eraployees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreeraent. Probationary employees s h a l l be compensated at the 

same rat e as career service eraployees. 
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ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Employer s h a l l provide t o employees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as- provided t o a m a j o r i t y of 

other employees of the C i t y under the sarae terras and conditions 

applicable to said other eraployees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost to employees and t h e i r e l i g i b l e 

dependents. 

(b) Employees who participate in the Eraployer; medical 

care plan or an HMO s h a l l raake the following contributions 

toward their health care coverage based on the applicable 

percentage of thei r base salary (not including overtime) limited 

by the salary cap: 
Single Employee +1 Family Salary Cap 

July 1, 2017 1.2921% 1.9854% 2.4765% $90,000 

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

Jan. 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

Jan. 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

-̂ rh) e m p l o y e e — m e d i c a l — c o n t r i b u t i o n o — a r - e — b a s e d — e n — a 

composite—1. 6 %—ef—base—salary—fer—single,—employee—ar^d 

ono,—and—family—Icvclo—e^f—coverage—a-s—specified—below . 
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-Fer example, fehe c o n t r i b u t i o n o â t selected s a l a r y 

l e v e l s per pay period arc as—follows: 
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A l l c o n t r i b u t i o n s s h a l l be raade on a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

subject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

subject t o an annual deductible of $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 

provisions of insurance p o l i c i e s between Employers and insurance 

corapanies. 

(d) A dispute between an eraployee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreement between 

the Eraployer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be raade a v a i l a b l e t o q u a l i f i e d 

eraployees. The Eraployer raay o f f e r coverage' under raore than one 

HMO.' The employee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement t o the contrary. 

(f ) Where both husband and wife or other f a m i l y members 

e l i g i b l e under one f a m i l y coverage ,are employed by the Employer, 
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the Employer s h a l l pay f o r only one f a m i l y insurance or faraily 

h e a lth plan. 

(g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreement. 

• (h) Consistent w i t h the terms of the Employer's e x i s t i n g 

Group Health Care Plan, and the app l i c a b l e r u l e s thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued raedical coverage f o r a 

raaxiraura of 12 weeks, subject t o the terras of the Plan and any 

other app l i c a b l e p r o v i s i o n s of t h i s Agreement. Eraployees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided •under the terras of the 

Plan and i t s applicable r u l e s . As a c o n d i t i o n of continued 

raedical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees raust raake a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terms of 

the Plan and i t s applicab l e r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided notice thereof, the forra of which may include, but i s 

not l i r a i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

communication from the Eraployer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 
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Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree to create maintain a J o i n t Labor Management 

Cooperation Comraittee ("LMCC") pursuant t o app l i c a b l e s t a t e and 

fede r a l Law. The purpose of the LMCC i s t o research and raake 

recoraraendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achieveraent of s i g n i f i c a n t and raeasurable savings i n the 

cost of employee he a l t h care during the term of t h i s Agreeraent. 

The Parties s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreement and Declaration of Trust ("Trust 

Agreement") conteraporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 

of Chicago. Said Trust Agreeraent s h a l l be attached t o t h i s 

Agreeraent as Appendix C. 

Section 9.3 

The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

(a) Forraation of a Coraraittee to govern the LMCC c o n s i s t i n g 

of up t o twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 
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(b) Appointraent by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreement. 

(c) A u t h o r i t y of the LMCC to make recoraraendations and 

raodifieations i n the health plan expected t o r e s u l t i n savings 

and cost containment. 

(d) Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of th i s A r t i c l e , an "eraployee" s h a l l raean a 

City employee represented by signatory labor organizations of 

t h i s Agreement. A "Coalition Union" raeans signatories to t h i s 

Agreeraent which have executed a c o l l e c t i v e bargaining agreeraent 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design changes 

that w i l l r e s u l t i n estimated savings of at l e a s t $3 m i l l i o n (as 

calculated with respect to the Coalition Unions bargaining 

units) by 2020. The parties w i l l work through the LMCC to 

identify changes that w i l l r e s u l t i n the required savings. I f , 

prior to January 1, 2020, the parties have not reached agreement 

upon the proposed changes, each party w i l l submit i t s offer of 

proposed changes and the amount proposed to be reduced, 

including the methodology for estimating the value of the 
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proposed changes, t o a mutually agreed upon a r b i t r a t o r , who w i l l 

be l i m i t e d t o s e l e c t i n g e i t h e r the C i t y ' s or C o a l i t i o n Unions' 

o f f e r . The o f f e r selected by the a r b i t r a t o r w i l l be b i n d i n g on 

the p a r t i e s and on the LMCC. 

Section 9.6 

The C i t y agrees t o provide r e p r e s e n t a t i v e s from the 

C o a l i t i o n Unions i n f o r m a t i o n , such as the claims experience from 

the C i t y r e t i r e e h e a l t h plans, and other r e l e v a n t 

data/information so t h a t the C o a l i t i o n Unions can explore the 

f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h plan 

separate and independent from the C i t y ' s plans t h a t could cover 

c e r t a i n C i t y r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be 

provided w i l l i n c l u d e , but not be l i m i t e d t o , a census f o r the 

c u r r e n t non-Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, 

coverage t i e r ( s i n g l e , couple, f a m i l y , e t c . ) , and z i p code of 

residence, as w e l l as the claims i n f o r m a t i o n and enrollment 

counts f o r the l a s t three (3) years. The Unions agree t o execute 

any appropriate c o n f i d e n t i a l i t y agreements necessary f o r the 

release of such i n f o r m a t i o n . The p a r t i e s understand and agree 

t h a t the i d e n t i t y of any s p e c i f i c i n d i v i d u a l w i l l not be 

ascertainable from the i n f o r m a t i o n supplied. 



ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

I n the event of a death i n an eraployees iraraediate f a m i l y 

such eraployee s h a l l be e n t i t l e d t o a leave of absence up t o a 

raaxiraura of three (3) consecutive days i n c l u d i n g the day of the 

funeral-. Where death occurs and the f u n e r a l i s t o be held out of 

I l l i n o i s and beyond the States contiguous t h e r e t o , the eraployee 

s h a l l be e n t i t l e d t o a raaximum of f i v e consecutive days. During 

such leave, an hourly employee s h a l l receive his/her regular 

s t r a i g h t tirae pay f o r such tirae as he/she i s required t o be"\away 

frora work during his/her r e g u l a r l y scheduled hours of work (not 

to exceed eight (8) hours per day). Salaried eraployees s h a l l 

receive the leave of absence without a d d i t i o n a l compensation. 

The employee's immediate faraily s h a l l be defined as: 

raother, father, husband, wife, brother or s i s t e r (including step 

or h a l f ) , son or daughter (including step or adopted), father-in-

law, mother-in-law, daughter-in-law, son-in-law, sister-in-law, 

brother-in-law, grandparents, grandchildren, court-appointed 

legal guardian, and a person for whora the eraployee i s a court-

appointed legal guardian. The Eraployer raay, at i t s option, 

require the employee to submit satisfactory proof of death and/or 

proof of the relationship of the deceased to the eraployee. 

Section 10.2 Milita r y Leave 

Any eraployee who i s a member of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the .appropriate 
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a u t h o r i t i e s to attend a t r a i n i n g prograra "or perform other duties 

under the supervision of the United States or the State of. 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not to exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her railitary pay f o r a l l days corapensated by the 

Eraployer w i t h the C i t y Coraptroller. 

Any employee who i s a meraber of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s t o attend a t r a i n i n g prograra or 

perforra other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a .paid leave of 

absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the eraployee deposits' his/her railitary pay f o r a l l days 

compensated by the Employer w i t h the C i t y Coraptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r September 11, 2001, 

s h a l l be e n t i t l e d t o f u l l salary and medical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payment of railitary 

pay to the Coraptroller. The r i g h t to t h i s a d d i t i o n a l paid leave 

s h a l l a u t o m a t i c a l l y terminate upon terraination of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave b e n e f i t s . 

Section 10.3 Jury Duty leave/Subpoena 

An eraployee who serves on a j u r y or i s subject to a proper 

subpoena (except i f the eraployee i s a party t o the l i t i g a t i o n ) 
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s h a l l be granted a leave of absence w i t h pay during the term of 

such absence, provided t h a t the eraployee deposits his j u r y duty 

pay w i t h the C i t y Coraptroller. 
Section 10.4 Sick Leave 

Salaried—eraployoco—whe—ar^—granted—paid—sick—loave—en—fehe 

e x e c u t i o n — e i — t h i o — A g r e e m e n t — s h a l l — c o n t i n u e — t - e — r e c e i v e the—same 

sick—leave—provioions—during—fehe—terra of—thio—Agreeraent,—se—long 

a - s — h e / s h e — c o n t i n u e s — f e e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w a - s 

receiving—sick—leave—afe—fehe—execution—ef—thio—Agreeraent. This 

p r o v i s i o n — w i l l — n e f e — a f f e c t — a n y — a c c u r a u l a t e d — s i c k — l e a v e — c r a p l o y c e o 

fftay—have—afe—fehe—execution—ei—this—Agrocraent. An—employee—shall 

have the .option t o use up t o — s i x days—of oick leave per year—fe^e 

the i l l n e s s of an immediate f a m i l y meraber. 

Notwithstanding—fehe—forogoing, E e f f e c t i v e January 1, 1998 

and t h e r e a f t e r , said s a l a r i e d eraployees who receive paid s i c k 

tirae s h a l l accrue s i c k tirae at the r a t e of one (1) day f o r each 

raonth of eraployraent. Employees may use up t o s i x (6) days of 

si c k time per year f o r the bona f i d e i l l n e s s of f a m i l y members, 

who s h a l l include (or may be expanded upon by the C i t y ) : 

(i)mother, f a t h e r , husband, w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g 

blood, step or h a l f ) , son or daughter ( i n c l u d i n g blood, step or 

adopted), f a t h e r - i n - l a w , mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic p a r t n e r or 

the domestic partner's mother, f a t h e r , son or daughter ( i n c l u d i n g 

blood, h a l f , step or adopted), provided t h a t the employee's 
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domestic partner i s registered with the Department of Hviman 

Resources. In the event an eraployee experiences a serious health 

condition within the meaning of the Family Medical Leave Act,i-e 

h o s p i t a l i z e d , upon request of the employee, the Employer w i l l 

raake a v a i l a b l e t o said eraployee up t o the f u l l araount of s i c k 

tirae the employee would have accrued f o r the remainder of t h a t 

calendar year as i f he/she were a c t i v e l y employed, i n order to 

cover the absence r e s u l t i n g from the serious h e a l t h c o n d i t i o n . 

h o s p i t a l i z a t i o n — a n d — r e c o v e r y . Upon his/her r e t u r n t o work, the 

eraployee w i l l begin t o accrue s i c k time w i t h the s t a r t of the 

next calendar year. The Employer reserves the r i g h t t o r e q u i r e 

an employee to provide documentation of the i l l n e s s i n question. 
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Section 10.5 Personal Leaves 

Non-probatiohary employees raay apply f o r a leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of such 

leaves s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. S e n i o r i t y 

s h a l l accuraulate f o r eraployees on said leaves. Eraployees who 

r e t u r n frora said leave s h a l l be r e i n s t a t e d t o t h e i r forraer job 

c l a s s i f i c a t i o n , i f the Eraployer determines i t i s vacant or i f i t 

i s then occupied by an employee w i t h lower s e n i o r i t y . I f the 

eraployee's forraer job i s not a v a i l a b l e because the eraployee would 

have been l a i d o f f i f the eraployee had not - been on a leave of 

absence, the employee raay exercise s e n i o r i t y r i g h t s i n accordance 

w i t h and subject t o the l a y o f f , r e c a l l and break-in-service 

provisions of t h i s Agreeraent. 

Bargaining., u n i t eraployees who have corapleted t h e i r f i r s t 12 

raonths of eraployment and who have worked 1,250 hours i n the 

preceding 12 raonth period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and medical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) month period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an eraployee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placeraent w i t h the eraployee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) t o care f o r the employee's spouse, c h i l d or parent w i t h 

a serious health c o n d i t i o n ; 
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(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 

employee. 

Such leave s h a l l be without pay unless the employee 

determines to s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s A r t i c l e , 

the eraployee's health care coverage s h a l l be raaintained and paid 

f o r by the eraployer, as i f the eraployee was working and s e n i o r i t y 

s h a l l accrue. 

Any employee desiring to take leave under thi s Section 

s h a l l provide reasonable advance notice to the eraployer on a forra 

provided by the eraployer, which form s h a l l be approved by the 

Union. Reasonable advance notice s h a l l be no less than ten (10) 

days; and where advance notice cannot be provided, the employee 

s h a l l provide notice within 48 hours after the employee i s able 

to do so. Failure to provide the notice provided for in t h i s 

Section s h a l l not affect the v a l i d i t y of the leave where the 

eraployer has actual notice. Except as may be s p e c i f i c a l l y stated 

in t h i s Agreement, employees s h a l l take leave provided for as 

permitted by the provisions of the Family Medical Leave Act, 

including i t s rules and regulations. Employees s h a l l have a 

right to return to their regular assignment and location. 

Section 10.6 Duty D i s a b i l i t y Leaves 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Eraployer w i l l mail 

the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten (10) working days 

upon r e c e i p t of verif.i.ed a u t h o r i z a t i o n from the approving 
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a u t h o r i t y . Subsequent payment f o r e l i g i b l e eraployees w i l l be raade 

twice a raonth. I f duty d i s a b i l i t y i s denied, and such d e n i a l i s 

l a t e r reversed, the eraployee s h a l l be paid up t o date the araount 

the eraployee was e l i g i b l e to receive. Employees who r e t u r n from 

said leaves s h a l l be r e i n s t a t e d t o t h e i r forraer job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

eraployee w i t h lower s e n i o r i t y . I f the eraployees former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the eraployee would have 

been l a i d o f f i f the eraployee had not been on a leave of absence, 

the eraployee raay exercise s e n i o r i t y r i g h t s i n accordance w i t h and 

subject to the l a y o f f , r e c a l l and break-in-service p r o v i s i o n s of 

t h i s Agreeraent. 

The Eraployer w i l l raail the i n i t i a l Duty D i s a b i l i t y payment 

within fourteen (14) days of the Employer's designated medical 

of f i c e r being advised by the employee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the employee's entitleraent to Duty D i s a b i l i t y . 

Section 10.7 Medical Leaves 

Non-probationary eraployees s h a l l be granted raedical leaves 

of absence upon request. Said raedical leaves of absence s h a l l be 

granted f o r up t o three (3) raonths, provided said leaves s h a l l be 

renewable f o r l i k e three (3) month periods. The Eraployer raay 

request s a t i s f a c t o r y proof of medical leaves of absence. A f t e r 

the f i r s t year, such medical leaves s h a l l be extended i n up t o 

one year segraents. Eraployees on raedical leaves of absence s h a l l 

r e t u r n t o work proraptly a f t e r t h e i r doctor releases them to 
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r e t u r n to work. Eraployees who r e t u r n from said medical leaves of 

absence proraptly a f t e r t h e i r doctor's release w i t h i n one (1) year 

s h a l l be r e i n s t a t e d to t h e i r forraer job c l a s s i f i c a t i o n i f i t i s 

vacant or i f i t i s then occupied by an employee o f lower 

s e n i o r i t y . In a d d i t i o n , the Eraployer w i l l r e t u r n an employee t o 

the sarae geographic l o c a t i o n of his/her previous job assignraent 

f o r a period of up. to one (1) year a f t e r the s t a r t of the leave. 

I f the eraployee's former job i s not a v a i l a b l e because the 

employee would have been l a i d o f f i f the employee had not been on 

a leave of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service p r ovisions i n t h i s Agreement. 

A f t e r one (1) year on an approved medical leave of absence, 

employees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g forraula: three (3) months of such reinstatement 

r i g h t s f o r every year of -service t o a raaxiraura of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not raeet the above e l i g i b i l i t y 

requireraents and who returns to work promptly a f t e r his/her 

doctor's release a f t e r more than one (1) year on a raedical leave 

of absence s h a l l be returned t o his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstateraent. 
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S e n i o r i t y s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up t o one (1) year. A f t e r one (1) year, an 

eraployee on a raedical leave of absence s h a l l r e t a i n , but not 

accuraulate, seniority. 
Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up t o 2 employees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

d u r a t i o n of his/her appointraent t o the Union, provided 

reasonable advance n o t i c e i n w r i t i n g i s given t o the eraployer. 

While on, such leave t o eraployee s h a l l not i n c u r a break i n 

continuous service. An eraployee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an eraployee. 

Eraployees who r e t u r n frora Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n frora raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during their regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 
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An employee wishing t o take p a i d p a r e n t a l leave must apply 

and be e l i g i b l e f o r Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e f o r FMLA leave i f he or she has been 

employed by the C i t y f o r a t l e a s t twelve (12) months before 

t a k i n g the leave and has worked a t l e a s t 1250 hours d u r i n g the 

12-month p e r i o d p r i o r t o the leave. E l i g i b l e employees may be 

granted the f o l l o w i n g p a i d p a r e n t a l leaves, i n conjunction w i t h 

and as p a r t of an approved FMLA leave: 

• Up t o f o u r (4) weeks p a i d m a t e r n i t y leave t o a b i r t h 

mother t o recover from a non-surgical d e l i v e r y ; or 

• Up t o s i x (6) weeks p a i d m a t e r n i t y leave t o a b i r t h 

mother t o recover from a C-section d e l i v e r y ; or 

• Up t o two (2) weeks p a i d p a r e n t a l leave f o r the b i r t h 

of a c h i l d or c h i l d r e n by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up t o two (2) weeks p a i d p a r e n t a l leave f o r the 

adoption of a c h i l d or c h i l d r e n by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid p a r e n t a l leave may be combined w i t h other earned p a i d 

t i m e - o f f , such as vacation and/or s i c k time, t o achieve the 

maximum amount of p a i d time o f f from work while t a k i n g FMLA 
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leave. Notwithstanding any other provision of thi s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded frora t h i s grievance procedure. Suspensions over 10 days 

and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

app l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or raore raay be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted frora a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r becorae a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are rautually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any irapropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l take 

place at reasonable tirae and places and s h a l l not commence u n t i l 

the union representative a r r i v e s , provided th a t the Employer does 
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not have t o wait an unreasonable time and the Employer does not 

have the i n t e r r o g a t i o n unduly delayed. An eraployee raay be 

discharged f o r j u s t cause before the Personnel or Police Board 

hearing, provided t h a t said employee s h a l l be guaranteed upon 

request, a f u l l hearing before said Board, i n accordance w i t h the 

said Board's r u l e s . I t i s further,, provided t h a t i n the event of 

non-egregious offenses, not to include v i o l e n t acts, c r i r a i n a l 

acts, d r i n k i n g alcohol or t a k i n g i l l e g a l drugs on the ^ job, 

ins u b o r d i n a t i o n or work stoppages, the employee w i l l be given 

t h i r t y (30) days advance noti c e of discharge, and has seven (7) 

days from r e c e i p t of the notice t o appeal. I f the employee does 

not f i l e an appeal w i t h i n the seven (7) day appeal period, the 

Eraployer raay then reraove the eraployee frora the p a y r o l l . I f the 

eraployee appeals the discharge, the Personnel Board s h a l l be 

requested to set a hearing date w i t h i n the t h i r t y (30) day n o t i c e 

period and the eraployee s h a l l reraain on the p a y r o l l f o r the f u l l 

n o t i c e period, except i f p r i o r to completion of the t h i r t y (30) 

day no t i c e period (1) the Hearing O f f i c e r a f f i r m s the discharge: 

or (2) the eraployee continues the discharge hearing: or (3) the 

eraployee withdraws h i s appeal or otherwise engages i n conduct 

which delays the corapletion of the.̂  hearing. However, i n no event 

raay the employee require the Eraployer to r e t a i n the employee on 

the p a y r o l l beyond t h i r t y (30) day period. 

The Union s h a l l have the r i g h t t o have i t s representatives 

present at e i t h e r of the Board (s) f o r the grievance procedure, 

i n c l u d i n g a r b i t r a t i o n , and to a c t i v e l y p a r t i c i p a t e . 
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(c) The Employer w i t h i n i t s d i s c r e t i o n raay deterraine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

repriraand, suspension or discharge, depending upon various 

f a c t o r s , such as, not l i r a i t e d t o , the s e v e r i t y of the offense or 

the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l be 

adrainistered as soon as p r a c t i c a l a f t e r the Eraployer has had a 

reasonable o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the raatter and 

conduct a raeeting w i t h the Union and eraployee. The Eraployer i s 

not o b l i g a t e d t o raeet w i t h the employee and Union p r i o r t o t a k i n g 

d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable or i n 

eraergency s i t u a t i o n s . 

Demotions s h a l l .not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be p a r t of an employee's d i s c i p l i n e . 

I n cases of o r a l warnings, the supervisor s h a l l inforra the 

employee t h a t he/she i s r e c e i v i n g an o r a l warning and the reasons 

th e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's iraraediate supervisor s h a l l raeet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 

the employee an op p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the eraployee the naraes of 

the witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the eraployee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

rev e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer to pay back pay t o the eraployee. 
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I n the event d i s c i p l i n a r y a c t i o n i s taken, the eraployee and 

the Union s h a l l be given, i n w r i t i n g , a stateraent of the reasons 

th e r e f o r e . The employee s h a l l i n i t i a l .a copy, noting r e c e i p t 

only, which s h a l l be placed i n the employee's f i l e . The employee 

s h a l l have the r i g h t t o raake a response i n w r i t i n g which s h a l l 

becorae p a r t of the eraployee's f i l e . 

Any record of d i s c i p l i n e may be r e t a i n e d f o r a period of 

time not to exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless a 

p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-raonth period. I f an eraployee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the employee, or 

i n the case of proraotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Manageraent, the Employer s h a l l n o t i f y the employee who 

i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the pendency 

of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 30 calendar 

days of the employer being made aware of the alleged r u l e 

v i o l a t i o n . For the purposes of t h i s Section, the term "non-

egregious offense" s h a l l not include i n d i c t a b l e c r i r a i n a l 

'offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v.iolations. Thereafter, the eraployee s h a l l be granted a 
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p r e - d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged eraployee appeals an adverse 

decision of the Personnel or Police Board to the C i r c u i t Court of 

Cook County, or t h e r e a f t e r to the Appellate Court of I l l i n o i s , 

and the decision of the Personnel or Police board i s reversed or 

remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the Employer w i l l 

pay the employee's reasonable attorney's fees which he or she has 

in c u r r e d i n connection w i t h the court proceeding, excluding fees 

in c u r r e d before the Personnel or Police Board. The employee 

s h a l l submit a post-appeal fee p e t i t i o n t o the Employer, which 

s h a l l be supported by f u l l documentation of the work perforraed, 

the hours expended, and the rates paid by the eraployee. Should 

the p a r t i e s be unable t o agree on the proper araount of the fees 

to be paid t o the eraployee, e i t h e r p a r t y raay r e f e r the dispute t o 

a r b i t r a t i o n under the relevant p r o v i s i o n s of t h i s agreeraent. 

Section 11.2 Procedure for Department Review of Disciplinary 
Action Including Suspension 

Step 1 

Within f i v e (5) working days a f t e r an eraployee receives 

w r i t t e n notice of any proposed d i s c i p l i n a r y a c t i o n , i n c l u d i n g a 

suspension f o r ten (10) days or less which i s not appealable t o 

the Per'sonnel or Police Board, or i n the case of suspensions of 

11 or raore days which raay be appealed t o a r b i t r a t i o n i n l i e u of 

the Police or Personnel Board upon the w r i t t e n request of the 
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Union, the Eraployer s h a l l conduct a raeeting w i t h the Union and 

eraployee. D i s c i p l i n e s h a l l be adrainistered as soon as possible 

a f t e r the Eraployer has had a reasonable o p p o r t u n i t y to f u r t h e r 

i n v e s t i g a t e the matter as appropriate. I f d i s c i p l i n a r y a c t i o n i s 

taken a f t e r the meeting or f u r t h e r i n v e s t i g a t i o n , the eraployee 

raay request i n w r i t i n g to the department head f o r review of said 

d i s c i p l i n a r y a c t i o n on a form provided by the Employer. 

Said request f o r review s h a l l be i n w r i t i n g and submitted 

w i t h i n three (3) working days or r e c e i p t of w r i t t e n n o t i c e of 

d i s c i p l i n e . Said review form s h a l l be p r i n t e d on the back of or 

attached to the no t i c e of d i s c i p l i n e together w i t h i n s t r u c t i o n s 

f o r .appeal. The f a i l u r e t o submit a w r i t t e n request f o r review of 

d i s c i p l i n a r y a c t i o n w i t h i n three (3) working days of r e c e i p t of 

n o t i c e of d i s c i p l i n a r y a c t i o n w i l l preclude the eraployees r i g h t 

t o review. 

Step 2 

Within three (3) working days or any mutually agreed upon 

extension a f t e r the department head or designee receives the 

employees request f o r review, the department head or designee 

s h a l l conduct a meeting to review the suspension. F a i l u r e t o 

conduct said meeting i n three (3) days w i l l r e s u l t i n automatic 

advancement to Step 3 and the Union s h a l l so n o t i f y the Employer. 

At the meeting, the Departraent w i l l give the basis f o r i t s a c t i o n 

and the employee and Union representative, i f any, w i l l be heard 

and provided the o p p o r t u n i t y to ask questions. The department 

head or designee s h a l l render a w r i t t e n decision w i t h i n two (2) 
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working days of the raeeting, except where both p a r t i e s agree a 

f u r t h e r i n v e s t i g a t i o n i s required. The absence of such Agreement 

or f a i l u r e to decide and communicate such decision, w i l l r e s u l t 

i n autoraatic advanceraent t o Step 4 and the Union s h a l l so n o t i f y 

the Employer. A copy of such., decision s h a l l be sent t o the 

employee and Union. 

Step 3 i 

Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the Department Head or designee and 

the employee and the Union Representative t o discuss the r e s u l t s 

of the i n v e s t i g a t i o n . Said meeting s h a l l be conducted w i t h i n f i v e 

(5) working days of the close of the Step 2 raeeting, unless 

otherwise agreed by the p a r t i e s . The Departraent Head or Designee 

s h a l l render a w r i t t e n decision w i t h i n two (2) working days of 

the second raeeting. A copy of such decision s h a l l be sent t o the 

employee and the Union. I f the p a r t i e s f a i l to'meet w i t h i n f i v e 

(5) working days or a w r i t t e n decision i s not subraitted w i t h i n 

two (2) working days, the appeal s h a l l autoraatically proceed t o 

Step 4 and the Union s h a l l so n o t i f y the Eraployer. Except where 

otherwise i n d i c a t e d , the tirae l i r a i t set f o r t h herein are t o 

encourage the prorapt reviews of said d i s c i p l i n a r y a c t i o n and 

f a i l u r e t o coraply w i t h these tirae l i m i t s w i l l not a f f e c t the 

v a l i d i t y of the said d i s c i p l i n a r y a c t i o n . This procedure s h a l l 

be the eraployee's exclusive remedy f o r a l l said d i s c i p l i n a r y 
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a c t i o n , i n c l u d i n g suspension f o r ten (10) days or less, or f o r 

suspensions of 11 days through 30 days which raay be appealed t o 

a r b i t r a t i o n i n l i e u of the Personnel or Police Board upon the 

w r i t t e n request of the Union. 

Step 4 

I f the raatter i s not settled at Steps 2 or 3, the Union raay 

subrait the raatter to arbitration under the terras of t h i s 

Agreeraent. The rules governing procedure for arbitration s h a l l be 

the same as in 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o visions of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Eraployer and the Union or any of 

the employees of the Eraployer i t represents, a r i s i n g out of the 

circurastances or conditions of eraployraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

corapliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s to t h i s Agreement. 
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F a i l u r e of the Employer t o answer a grievance w i t h i n the 

time l i r a i t s herein s h a l l perrait the Union t o advance the case t o 

the next step. The Union w i l l be inforraed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e to the Departraent Head n o t i f y i n g 

him/her of advanceraent t o the next Step. Before a forraal 

grievance i s i n i t i a t e d , the employee may discuss the matter w i t h 

his/her immediate supervisor. I f the problera i s not resolved i n 

discussion, the f o l l o w i n g procedure s h a l l be used t o adjust the 

grievance: 

Step I - IMMEDIATE SUPERVISOR 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by the Employer 

upon request, but i n the absence of such a forra, 

employee or the Union may submit the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

eraployee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and part of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

remedy, and subrait the grievance t o the employee's 

iraraediate supervisor. I t i s understood th a t i f the 
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step I I 

A. 

employee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t sarae 

issue w i t h the Eraployer. 

Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the employee and 

the Union i n w r i t i n g of the decision. 

I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the eraployee s h a l l have the 

r i g h t t o raake an appeal i n w r i t i n g t o the Department 

Head or the Department Head's designee w i t h i n seven 

(7) working days a f t e r the - date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

iraraediate supervisor. The narae of the Departraent 

Head's designee s h a l l be posted f o r eraployees i n areas 

where eraployee notices are norraally posted and 

submitted t o the Union. F a i l u r e to post and so n o t i f y 

the Union w i l l permit iraraediate advanceraent t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of noti c e of f a i l u r e t o post. 

The Departraent Head or the Departraent Head's designee 

s h a l l meet w i t h the Union's representative at l e a s t 

58 



once each raonth t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I raeeting w i l l be f o r the Departraent and the 

Union t o share relevant inforraation and discuss t h e i r 

respective p o s i t i o n s w i t h respect to each grievance 

pending at Step I I , and atterapt t o amicably resolve as 

many grievances as possible. The Department Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

more than one Step I I meeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Departraent Head or the Department Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g with- a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the corapletion of the Step I I raeeting. 

The response t o the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect to the grievance 
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together w i t h a b r i e f statement of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved employee or 

employees. Grievances may be withdrawn without 

p r e j u d i c e at any step of the grievance procedure i f 

mutually agreed. 

I f the grievance i s not s e t t l e d at the second step, 

the Union or the Eraployer raay request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working, days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t may be presented by a s i n g l e selected 

employee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of eraployees 

s h a l l be raade applicable to a l l of the a f f e c t e d 

eraployees w i t h i n t h a t group. 

Even though a grievance has been f i l e d , eraployees are 

o b l i g a t e d to f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except -where the 
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i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

employee t h a t i t could cause death or serious p h y s i c a l 

harm. The Employer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the employee does not waive 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Eraployer, but . not an i n d i v i d u a l eraployee or eraployees, raay 

subrait the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

t o a r b i t r a t e t o the designated representative frora the 

Eraployer's operating departraent, w i t h copies of the request t o 

the designated law departraent r e p r e s e n t a t i v e and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s rautually raay 

agree, the Union s h a l l have the r i g h t t o convene a raeeting w i t h 

the Eraployer's designated representative i n an^ atterapt t o 

resolve the grievance p r i o r to any f u r t h e r a c t i o n being taken to 

advance the raatter to a r b i t r a t i o n . At such meeting, the Union 
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s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect to the grievance. In the 

event the p a r t i e s are unable at such raeeting t o resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r party may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the ru l e s of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Employer and Union from mutually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s subraitted raust agree as a whole t o 

coraraencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those tirae l i r a i t s raust 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side to agree to an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . A r b i t r a t o r s w i l l advise the 

p a r t i e s of t h e i r fees and expenses p r i o r t o s e l e c t i o n and such 

fees and expenses s h a l l be borne equally between the Union and 

the Employer. The a r b i t r a t o r ' s h a l l have the r i g h t t o subpoena 
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witnesses and require the production of p e r t i n e n t documents at 

the request of e i t h e r p a r t y . 

Each pa r t y s h a l l be responsible f o r compensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 

borne by the pa r t y requesting the r e p o r t e r unless the p a r t i e s 

agree to share such costs. An a r b i t r a b l e matter raust involve 

the meaning- and a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c 

p r o v i s i o n of t h i s Agreeraent or a docuraent incorporated by 

reference t h e r e t o . The p r o v i s i o n s of t h i s Agreeraent and any 

other docuraent incorporated by reference i n t h i s Agreement s h a l l 

be the sole source of any r i g h t s which e i t h e r p a r t y may assert 

i n a r b i t r a t i o n . Questions of a r b i t r a b i l i t y s h a l l be decided by 

the a r b i t r a t o r . The a r b i t r a t o r s h a l l have no power t o araend, add 

t o , subtract frora, or change the terras of t h i s Agreeraent, and 

s h a l l be authorized only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of 

t h i s Agreeraent and apply thera t o the s p e c i f i c f a c t s of the 

grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguraents presented to hira by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l , be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute. 
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i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a pr e l i r a i n a r y step of the grievance procedure or 

which would becorae raoot due t o the length of tirae necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved raore e x p e d i t i o u s l y , raay be f i l e d at the option 

of the grievant/Union at Step I I . , 

B. PERTINENT WITNESSES AND INFORMATION 

The Union may request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

frora the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conforraance w i t h a p p l i c a b l e 

laws and rules issued pursuant t h e r e t o governing the 

disseraination of such raaterials. 

A Union representative, a gri e v a n t , and Union steward w i l l 

be perraitted a reasonable araount of time without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 
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representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r permission t o handle grievances on work time, i t 

being understood t h a t the operation of the Departraent takes 

precedence unless there i s an eraergency, but such perraission 

s h a l l not be denied unreasonably. A reasonable nuraber of 

employees may attend the meeting without loss of pay; such 

meetings s h a l l be set by rautual agreeraent by the Employer and 

the Union. Where the Eraployer d i r e c t s an employee t o report f o r 

a meeting concerning a grievance at a time when the eraployee i s 

not scheduled t o work such tirae s h a l l be considered time worked. 

I f there i s space available, the Eraployer, upon request of 

the Union representative, s h a l l provide the use of a roora and 

telephone, to discuss the grievance, subject to the Eraployer's 

reasonable rules for the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Eraployer and the Union may mutually agree t o subrait any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l rautually select an a r b i t r a t o r 

frora a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible frora the date the p a r t i e s agreed t o subrait the 

grievance to expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 
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post-hearing b r i e f s . Pursuant to the parties' agreement, the 

arbitrator s h a l l issue either an oral decision at the close of 

the hearing or a written decision within twenty (20) days of the 

date of the hearing. The arbitrator's decision s h a l l be f i n a l 

and binding on a l l parties to the dispute. 

D . MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l raeet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order to discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

Suppleraenting a l l r i g h t s and processes due eraployees 

covered by t h i s Agreeraent who raay be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the employee's l o c a t i o n of assignment, 

normal department l o c a t i o n or other appropriate 

l o c a t i o n . 
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C. P r i o r t o an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a formal stateraent i s being taken, 

a l l questions d i r e c t e d to the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 

D. The length , of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s permitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be inforraed of the nature of the raatters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent t o 

provide inforraation r e l a t i n g t o the matter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreeraent, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the eraployee's a d r a i n i s t r a t i v e r i g h t s , or 

the i m p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

statement the employee has raade. 
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H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recomraendation f o r d i s c i p l i n e i s probable against the 

eraployee, said employee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r to the 

coramenceraent of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution may be probable 

against said eraployee, the provisions of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

afforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i r a i n a t i o n p r i o r t o the coraraenceraent of the 

i n t e r v i e w . An eraployee w i l l not be read his/her 

a d r a i n i s t r a t i v e and Miranda r i g h t s during the sarae 

i n t e r v i e w . 

I . At the request of the eraployee under i n v e s t i g a t i o n , an 

employee who may be subject to d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union representation 

before comraenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r epresentation 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Eraployer does not have the 

i n t e r v i e w unduly delayed. 

J. The Employer s h a l l not compel an eraployee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or to be 
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questioned by, any non-governmental agency r e l a t i n g t o 

any raatter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an employee i n any forum adverse to the 

employee's i n t e r e s t s . The Eraployer w i l l not r e q u i r e a 

polygraph exaraination i f i t i s i l l e g a l t o do so. I f 

an employee i s asked t o take a polygraph exaraination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r to 

the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 

any polygraphv exaraination s h a l l be known t o the 

eraployee w i t h i n one week. 

L. This Section s h a l l not apply t o eraployee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the raedia during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Eraployer and the employee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an eraployee i s exonerated a f t e r 

the C i t y i n i t i a l l y informed the media of the charges 

against the employee, the C i t y w i l l raake t h a t f a c t 

a v a i l a b l e t o the raedia where the employee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

sarae forura as, grievances which p r o t e s t / said 

d i s c i p l i n a r y a c t i o n , except as prc:ivided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 
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against the eraployee f o l l o w i n g the .conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or i n f o r m a t i o n i n c l u d i n g employee 

stateraents t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the eraployee, or i n the case of 

proraotions or t r a n s f e r s . 

(2) (a) Notwithstanding the provisions of paragraph N 

above, at the option of the Union, a claira t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section raay be raised i n a suppression hearing before -a 

member of the permanent hearing panel l i s t e d herein, 

r a t h e r than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s o ption by 

n o t i f y i n g the eraployee's Departraent Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than ten 

(10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance wi t h 

the foregoing provisions of t h i s Agreement. The appeal 

s h a l l s p e c ify the p a r t i c u l a r contract provisions 

a l l e g e d l y v i o l a t e d , together with a f a c t u a l suraraary of 

the conduct alleged to have v i o l a t e d the Agreeraent. I t 
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i s understood t h a t by e x e r c i s i n g t h i s o ption, any and 

a l l tirae l i r a i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

( 2 ) ( b ) ( 2 ) Upon r e c e i p t of said n o t i c e , the p a r t i e s w i l l 

s e l e c t i n order of r o t a t i o n one of the three perraanent 

hearing panel raembers who are chosen as f o l l o w s . To be 

e l i g i b l e f o r service on t h i s panel, members must be 

w i l l i n g t o convene a suppression hearing w i t h i n t h i r t y 

(30) days of r e c e i v i n g n o t i c e of h i s or her s e l e c t i o n . 

To select the i n i t i a l panel, or should any member of 

the panel resign or be reraoved upon rautual agreeraent of 

the p a r t i e s during the l i f e of t h i s Agreement, the 

p a r t i e s w i l l meet t o reach agreeraent on new panel 

raeraber who raust be an a r b i t r a t o r l i s t e d w i t h the 

Federal Mediation and C o n c i l i a t i o n Service. I f no 

agreeraent can be reached, the Eraployer w i l l request a 

panel of seven (7) a r b i t r a t o r s frora FMCS, a l l of whom 

raust be merabers of the National Acaderay of A r b i t r a t o r s . 

Thereafter, the p a r t i e s w i l l raeet t o s t r i k e naraes from 

the l i s t , w i t h the Employer s t r i k i n g f i r s t , u n t i l one 

narae reraains, which person s h a l l be named to the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the panel 

meraber, or at such other time as the p a r t i e s may 
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rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l be 

l i r a i t e d t o determining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f suoh evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y to 

r u l e on the raerits of any underlying d i s c i p l i n e or take 

any other a c t i o n beyond t h a t s p e c i f i c a l l y set f o r t h i n 

t h i s subparagraph. 

2(d) The panel raeraber s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l attack 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section to 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

eraployee has been incarcerated f o r raore than 72 hours. 

A r t i c l e 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 

The Union agrees t h a t during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i m i t e d to sympathy 

s t r i k e s and stri'kes t o p r o t e c t Union or t h i r d p a rty conduct), 

work stoppages, slowdowns, p i c k e t i n g , delays of work of any kind. 
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Section 12.2 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s t o 

prevent any acts forbidden i n t h i s A r t i c l e and th a t i n the event 

any such acts take place or are engaged i n by any eraployee or 

group of eraployees i n the Union's bargaining u n i t , the Union 

f u r t h e r agrees i t w i l l use i t s best e f f o r t s t o cause an iraraediate 

cessation thereof. I f the Union iraraediately takes a l l necessary 

steps i n good f a i t h t o end any stoppages, s t r i k e s , p i c k e t i n g , 

i n t e n t i o n a l slowdown or suspension of work, i n c l u d i n g : (a) 

p u b l i c l y d i s c l a i r a i n g such a c t i o n as not c a l l e d or sanctioned by 

the Union, and (b) posting notices i n conspicuous places which 

n o t i f y involved employees t h a t the a c t i o n was not c a l l e d or 

sanctioned by the Union, i n a d d i t i o n t o i n s t r u c t i n g employees t o 

iraraediately cease such a c t i v i t y , the Employer agrees t h a t i t w i l l 

not b r i n g a c t i o n against the Union to e s t a b l i s h r e s p o n s i b i l i t y 

f o r such unauthorized conduct. 

Section 12.3 

The Employer raay terrainate the eraployraent of or otherwise 

d i s c i p l i n e any eraployee or eraployees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the terra of t h i s Agreeraent. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 
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Section 13.1 Indemnification/Authorization 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-raonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction' s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r to the e x p i r a t i o n of t h i s 

Agreeraent. The Union s h a l l inderanify, defend and hold the 

Eraployer harmless against any and a l l claims, deraands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

a c t i o n taken or not taken by the Employer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignraent furnished under any such provisions or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union to the Employer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 



The Eraployer s h a l l provide t o the---Union w i t h i n t h i r t y (30) 

days narae, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of'any new eraployee h i r e d i n t o the Union's bargaining u n i t . 

Section 13.2 
1 

I t i s further agreed that t h i r t y (30) days after the l a t e r 

of the execution of the Agreeraent or the eraployee's date of hire, 

the Eraployer s h a l l deduct frora the earnings of eraployees who are 

not members of the Union, a raonthly araount as c e r t i f i e d by the 

Union and s h a l l rerait such deductions to the Union at the same 

tirae that the dues check-off i s reraitted. I t i s understood that 

the araount of deductions frora said non-raeraber bargaining unit 

eraployees w i l l not exceed the regular raonthly union dues and 

represents the eraployee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract adrainistration and pursuing matters 

affecting wages, hours and other conditions of employraent. 

Section 13.3 

Nothing in th i s Agreeraent s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are raerabers. 

Section 13.4 

Each eraployee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a meraber of the Union, and each eraployee who becoraes a raeraber 
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a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employraent, maintain 

his/her merabership i n the Union during the terra of t h i s 

Agreement. 

Any present eraployee who i s not a raeraber of the Union 

s h a l l , as a c o n d i t i o n of employment, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of the 

c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n . A l l 

employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s Agreeraent 

and who have not raade a p p l i c a t i o n f o r merabership s h a l l be 

required, t h i r t y (30) days a f t e r the l a t e r of the execution of 

t h i s Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the 

cost of the c o l l e c t i v e bargaining process and contract 

a d r a i n i s t r a t i o n and pursuing raatters a f f e c t i n g wages, hours and 

other conditions of employment. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Eraployer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Eraployer makes any s u b s t a n t i a l change i n job duties 

i t w i l l discuss such changes w i t h the Union p r i o r t h e r e t o . I f the 

Employer changes a job t i t l e without s u b s t a n t i a l l y changing the 

duties of the job, the Union w i l l r e t a i n i t s e x i s t i n g 

j u r i s d i c t i o n over the new job t i t l e . The Eraployer w i l l not 

permanently assign bargaining u n i t work to the j u r i s d i c t i o n of 
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another bargaining u n i t without the rautual agreeraent of the 

unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue t o be 

performed by said employees, except where non-unit employees have 

i n the past performed u n i t work, or i n emergencies t o t r a i n or 

i n s t r u c t employees, t o do layout, demonstration, experimental, or 

t e s t i n g d u t i e s , t o do tro u b l e s h o o t i n g or where s p e c i a l knowledge 

i s required, provided however, where eraployees do not report t o 

work because of vacations, or other absences or tar d i n e s s , or f o r 

personal reasons during the course of the day, or because a l l of 

the employees are or w i l l be occupied w i t h assigned d u t i e s , or t o 

coraplete a rush assignraent eraployees of any other u n i t 

represented by another Union s h a l l not perforra the work of said 

employees. For example, i f a.Window Washer-is on vacation, a 

Motor Truck Driver s h a l l not be assigned as a replaceraent Window 

Washer. The Eraployer s h a l l not A r b i t r a r i l y extend the period of 

any eraergency beyond the need f o r t h a t eraergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n of t h i s Agreeraent i f the f o l l o w i n g 

f u n c t i o n s are perforraed by members of raanageraent, regardless of 

whether they are also perforraed by the bargaining u n i t : (a) crew 

assignraent and scheduling; (b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; 

(d) ordering of equipraent and raaterials from vendors. Nothing 

herein s h a l l deprive merabers of the bargaining u n i t of the r i g h t 
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to perforra h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit eraployee for the purpose of 

replacing that person with a raeraber of raanageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

In the event t h a t the Union f i l e s a grievance clairaing t h a t 

the Eraployer has v i o l a t e d the terras of t h i s Agreeraent by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Eraployer receives a grievance from another 

union p r o t e s t i n g the assignraent of work t o eraployees covered 

under t h i s Agreeraent, the Eraployer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on .the other a f f e c t e d union ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

subraitted t o a r b i t r a t i o n , the provisions of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Employer and the Union, the other a f f e c t e d 

union (s) s h a l l have the opportunity to p a r t i c i p a t e i n the hearing 

and to present evidence, but s h a l l not be bound to the r e s u l t s of 

t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n advance •of the 

hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union (s) s h a l l pursue a claim against the Eraployer t h a t 

the reassignraent of the work i n dispute v i o l a t e s the Agreement of 

that other union, the provisions of t h i s Section s h a l l apply to 
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t h a t claim as w e l l . A l l p a r t i e s t o the dispute s h a l l have the 

r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t claira and 

t o present evidence t h e r e i n . Should the a r b i t r a t o r i n the second 

proceeding deterraine t h a t the Eraployer's reassignraent of the work 

i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreeraent, thereby 

r e q u i r i n g the ^.Eraployer to coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Eraployer s h a l l have the • r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and a r b i t r a t i o n 

procedures contained i n A r t i c l e 11 of t h i s Agreeraent, except t h a t 

the Union and the other a f f e c t e d union(s) s h a l l s e l e c t the 

a r b i t r a t o r . The Employer, the Union and the other a f f e c t e d 

union(s) s h a l l be p a r t i e s t o t h a t proceeding, and s h a l l have the 

r i g h t to f u l l y p a r t i c i p a t e i n the hearing. During the pendency 

of t h i s proceeding, the work assignraent d i r e c t e d by the f i r s t 

a r b i t r a t o r s h a l l be followed by the p a r t i e s . The a r b i t r a t o r 

s h a l l have the a u t h o r i t y t o decide only which of the two 

c o n f l i c t i n g awards s h a l l p r e v a i l . The a r b i t r a t o r ' s decision s h a l l 

be based s o l e l y upon the p r i o r a r b i t r a t i o n awards, the record 

before both p r i o r a r b i t r a t o r s , and the t r a d i t i o n a l work and other 

relevant provisions of t h i s Agreeraent and of the c o l l e c t i v e 

bargaining agreeraent of the a f f e c t e d union ( s ) . No other evidence 

or testimony s h a l l be adraitted i n t h a t hearing. The decision of 

the a r b i t r a t o r i n t h i s proceeding s h a l l be f i n a l and binding upon 

a l l p a r t i e s t o the dispute, and none of the p a r t i e s t o the 
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dispute s h a l l seek review of t h a t award i n any other j u d i c i a l or 

a d m i n i s t r a t i v e forura. 

Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any time. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded t o a l l eraployees of the Employer without change during 

the term of t h i s Agreement. 

The Employer w i l l make contributions, on a dollar-for-

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximum to t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the to t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing t h e i r own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s i n the future. Such information to be provided w i l l 



include, but not be limited to, a census for the current non-

Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate con f i d e n t i a l i t y agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

employees to d i s c i p l i n e the Employer s h a l l transrait four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the Employer 

w i l l meet with the Union within twenty (20) calendar days of the 

receipt of the proposals to receive the Union's comraents. Absent 

an eraergency, the Employer w i l l not impleraent i t s proposed 

changes or additions u n t i l the Union has had a reasonable 

opportunity to present i t s views and discuss the proposals with 

the Employer. No such changes or additions s h a l l be implemented 

without prior publication and notice to the affected eraployees. 

Section 14.6 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l working 

environment f o r employees covered by t h i s agreement i n c l u d i n g i n 



accordance w i t h applicable f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l maintain i n good and safe working 

c o n d i t i o n a l l equipraent necessary f o r the safe and proper 

perforraance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t safety 

committee s h a l l be established which s h a l l be coraposed of s i x (6) 

representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Eraployer. The purpose of the committee 

s h a l l be to discuss, examine and t o make recommendations 

concerning occupational safety and health issues a f f e c t i n g 

employees. A l l recoramendations of the comraittee w i t h respect t o 

safety and h e a l t h issues s h a l l be submitted i n w r i t i n g t o the 

appropriate Department Head w i t h a copy t o the Union and the 

Di r e c t o r of Labor Relations. The Department Head s h a l l promptly 

issue a w r i t t e n response t o the comraittee concerning the 

Department's views regarding the committee's recommendations. 

The p a r t i e s raay decide, frora tirae to tirae, t o r e f e r c e r t a i n 

s a fety issues and concerns t o the personnel of the a f f e c t e d 

Department(s) responsible f o r safety raatters and Union 

representatives of the a f f e c t e d employee ( s ) . The Department 

safety personnel w i l l meet and confer w i t h a representative of 

the a f f e c t e d Union about such issues and report back to the 

Coraraittee'., on any decisions or recoramendations concerning them. 

(c) The j o i n t safety committee sha'-ll meet at l e a s t once a 

month, or otherwise by mutual agreement. 
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(d) The parties agree and understand that i f an employee i s 

faced with an unsafe working condition, the employee i s required 

to perform the task in question unless the employee's performance 

of an assigned task presented the strong likelihood of subjecting 

the employee to irarainent danger of death or serious injury. ' I f 

the eraployee, with no reasonable alternative, refuses in good 

fa i t h to perforra that task and expose hiraself to that dangerous 

condition, the eraployee w i l l not be subject to d i s c i p l i n e . In 

order to avoid d i s c i p l i n e under thi s paragraph, the condition 

raust be of such a nature that a reasonable person, under the 

circurastances, would conclude that there i s a re a l , substantial, 

and irarainent danger of death or serious injury. In addition, the 

eraployee must also have sought frora the Eraployer, and have been 

unable to obtain, correction of the situation before refusing to 

perforra the task in question. 

Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimiam, the following information: 

• Payroll period 

• Payroll Nvimber 

• Employee number 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 
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• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay pe r i o d . To 

ensure the safety and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

t o receive the i n f o r m a t i o n . on a monthly basis—a b a r g a i n i n g — u n i t 

report—ei—current—active—employees,—fehe—list—fee—include—employee 

name, addrcoo, s o c i a l — s e c u r i t y — n u m b e r , t i t l e , pay—ochcdule, 

g r a d e , — c u r r e n t — p e y — r a t e , — o t a t u o , — c o n t i n u o u s — s e r v i c e — d a t e , — time 

i n t i t l e , — d a t e of b i r t h , — r a c e and sex. 

¥ h e—Employer—shall—also—provido—fee—the. Union—en—a—monthly 

basis a — b a r g a i n i n g — u n i t a c t i v i t y — r e p o r t e i current a c t i v e 

e m p l o y e e a — t h a t — v j i l l — l i s t — C a r e e r — S e r v i c e — R o t ireracnts; Career 

Service Resignations; Career Service Discharges; Non-Carccr 

Service Terrainations; Leaves ef Abocncc; Suspensions; 

Reinstateraent 0;—Rcappointmento;—Transfers—(change—e i—department 

â d̂ change e i p a y r o l l ) ; Appointments (vjhich also includes 

promotions and deraotions);—and Deaths. 

. Each—raonth—fehe—Eraployer—will—provide—fee—the—Union—fehe 

current—raonth ' o—b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a r ^ d — f e h e — u p d a t e d 

report—frora—the previous raonth. 

Section 14.8 Subcontracting 



The Eraployer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or eraployer who i s 

not i n corapliance w i t h the area standards established under and 

pursuant t o the formula used by the United States Department of 

Labor i n adrainistering the Davis-Bacon Act. Notice of any such 

c o n t r a c t i n g or subcontracting s h a l l be given t o the Union at 

l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The n o t i c e 

s h a l l be i n w r i t i n g and s h a l l contain the narae and address of the 

p a r t y who w i l l perforra the work, a d e s c r i p t i o n of the work t o be 

performed and any other relevant data to enable the Union t o 

determine compliance w i t h t h i s Section. I n the event such p a r t y 

i s determined not t o be i n corapliance w i t h the said area 

standards, the Eraployer s h a l l w i t h h o l d payouts and s h a l l not 

contract or subcontract f u r t h e r w i t h any such p a r t y u n t i l the 

Union and the Eraployer receive a w r i t t e n and enforceable 

assurance of corapliance. 

In the event t h a t the Eraployer deterraines t o subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

eraployees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer has declared to be vacant i n 

the a f f e c t e d Departraent, or other departments, as the case raay 

be, i n t h a t order, provided the l a i d o f f eraployees have the then 

present a b i l i t y to perforra the required work without f u r t h e r 

t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 
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reasonable amount of o r i e n t a t i o n t o allow him or her t o perform 

the work. 

Pr i o r t o sub-contracting of bargaining u n i t work, the 

Eraployer, the Union, and the proposed sub-contractor s h a l l raeet 

t o discuss the eraployment of eraployees subject to l a y o f f . During 

t h a t meeting the Employer w i l l request and urge t h a t the sub

cont r a c t o r h i r e l a i d o f f employees. 

Section 14.9 F i l l i n g Vacancies 

The Employer s h a l l determine i f there i s a permanent 

vacancy to be f i l l e d , and at any time before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 

Q u a l i f i e d eraployees s h a l l be given an equal o p p o r t u n i t y 

w i t h other applicants t o b i d on jobs f o r proraotion or t r a n s f e r 

and which are declared vacant by the Employer. The Employer 

s h a l l select the most q u a l i f i e d a p p l i c a n t . Where applicants are 

equally q u a l i f i e d , the Employer s h a l l select the raost senior 

eraployee w i t h due regard t o the Eraployer's e f f o r t s to ensure 

equal employraent o p p o r t u n i t i e s . " A b i l i t y " s h a l l be determined by 

the Employer based upon perforraance evaluations, experience, 

t r a i n i n g , proven a b i l i t y and s i r a i l a r c r i t e r i a . 

" S e n i o r i t y " s h a l l raean, f o r purposes of t h i s Section, the 

eraployee's service i n the job t i t l e ( t i r a e - i n - t i t l e ) . 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 
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provided to the Union at l e a s t 72 hours prior to the electronic 

posting. Said vacancies s h a l l be posted for fourteen (14) days 

on the CAREERS WEBSITE. The posting s h a l l contain at l e a s t the 

following information: job t i t l e , q u a l i f i c a t i o n s , days off, 

s h i f t , hours, work location, i f known, and the rate of pay. The 

posting s h a l l also identify the n\]mber of positions to be f i l l e d . 

I f the noamber to be f i l l e d changes, the Employer s h a l l promptly 

notify. : Prior to the commencement of the selection process, the 

employer w i l l provide the Union with a l i s t of q u a l i f i e d bidders-^ 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decision form, hiring, information stimmary, and hi r i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 



The successful bidder for any jobs under t h i s Section s h a l l 

have an evaluation period, not to exceed sixty (60) days, to 

demonstrate that he/she can perform the job. I f the Employer has 

j u s t cause based upon the employees job performance at any time 

during that period that the successful bidder cannot perform the 

job, then the successful bidder s h a l l be returned to the job 

he/she held j u s t prior to the awarding of the bid, displacing, i f 

necessary, any employee who has been placed into said job. 

Section 14.10 Automobile Reimbursement 

Employees who are required by the Employer t o use t h e i r own 

automobiles i n the performance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaxiraum of $250 per month. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maxiraura reiraburseraent w i l l 

increase t o $350.00 per raonth. E f f e c t i v e February 1, 2008, the 

maxiraura reiraburseraent w i l l increase t o $450.00 per raonth. 

E f f e c t i v e February 1, 2009, the raaxiraura reiraburseraent w i l l 

increase t o $550.00 per raonth. Thereafter, the raaxiraura 

reimbursement w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Eraployees seeking raileage reimburseraent 

must subrait t h a t request on a form provided by the Employer. 
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Payraent f o r raileage expenses w i l l be raade on a raonthly basis. In 

the event t h a t during the l i f e of t h i s Agreeraent the Eraployer 

s h a l l irapleraent f o r any group of eraployees an autoraobile expense 

reiraburseraent prograra which i s raore favorable t o eraployees than 

the p r o v i s i o n s of t h i s paragraph, upon n o t i c e from the Union, 

the Employer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program to,employees 

covered by t h i s Agreeraent. 

Upon request by either party raade no e a r l i e r than 

January 1, 2010, the parties s h a l l raeet to discuss any proposed 

changes to thi s Section 14.10. 

Section 14.11 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination that the 

employee i s u n f i t for duty and the employee's physician 

c e r t i f i e d that the employee i s f i t for duty, the employee may 

e l e c t or Employer may require the employee, at the Employer's 

sole expense, to be sxibject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 
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duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of a t l e a s t three 

physicians w i t h the appropriate medical s p e c i a l t y who have 

suc c e s s f u l l y completed the C i t y ' s procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and b i n d i n g . 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order t o permit access t o a l l medical records 

r e l a t e d t o his/her c o n d i t i o n , and the C i t y s h a l l agree t o secure 

and maintain the c o n f i d e n t i a l nature of a l l medical records 

obtained through the process. 

Section 14.12 

Where employees are re q u i r e d by the employer t o wear 

uniforms, i t i s agreed t h a t the employer s h a l l f u r n i s h them. The 

employees agree t o take good care o f such uniforms and t o wear 

them only during working hours. The employer s h a l l f u r n i s h boots 

to employees annually from the boot t r u c k . 

ARTICLE 15 
LAYOFFS AND RECALL 

Section 15.1 Layoffs 

Probationary eraployees w i t h more than n i n e t y (90) days of 

service s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior 

career service employee i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l 
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be l a i d o f f f i r s t , provided the a b i l i t y , q u a l i f i c a t i o n s to 

perforra the required work, and the eraployee's job perforraance are 

r e l a t i v e l y equal araong the other employees i n the job i n the 

department. " S e n i o r i t y " s h a l l mean, f o r purpose of t h i s Section, 

the employee's service i n the job t i t l e ( t i m e - i n - t i t l e ) . 

A l a i d - o f f employee may displace (burap) the l e a s t senior 

eraployee, i f any, i n the raost recent lower job t i t l e the eraployee 

to be l a i d o f f has held i n the department, provided the employee 

to be l a i d o f f has the then present a b i l i t y t o perform the job t o 

the Employer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . Employees 

s h a l l be r e c a l l e d i n the reverse order they were l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

In the event any ei—fehe provisione of th i s Agreeraent s h a l l 

be or becorae inva l i d or unenforceable by reason of any f i n a l and 

binding -court decision, as well as any Federal or State Law or 

Local Ordinance now existing or hereinafter enacted, such 

i n v a l i d i t y or unenforceability s h a l l not affect the reraainder of 

the provisions hereof, which s h a l l remain i n f u l l force and 

effect. The i n v a l i d or unenforceable provision s h a l l be soabject 

to re-negotiation by the Parties within a reasonable period of 
\ 
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time. Tiie—parties—agree—fee—raeet—a^id—adopt—revised—provisiono 

which would be—in conforraity w i t h the—law. 

ARTICLE 17 

UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Employer i n w r i t i n g , of the naraes 

of the Stewards i n each department or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Employer promptly of any changes. 

Stewards w i l l be permitted t o handle and process grievances 

r e f e r r e d by employees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of tirae, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors i n advance of t h e i r i n t e n t i o n 

to handle and process grievances. Supervisors raay not 

unreasonably withhold perraission t o the Stewards t o engage i n 

such a c t i v i t i e s . 

Employees a c t i n g as Union Stewards s h a l l not be 

di s c r i m i n a t e d against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards from t h e i r 

job c l a s s i f i c a t i o n s or departments, other than i n an eraergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 

Section 17.2 Union Rights 
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The Union s h a l l have the right and responsibility to 

represent the interests of a l l eraployees in the Unit, to present 

i t s views to the City on raatters of concern, either o r a l l y or in 

writing, and to consult and be consulted with, in respect to the 

forraulation, developraent and implementation of po l i c i e s and 

prograras affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be perraitted 

during norraal working hours, t o enter Eraployer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which eraployees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l tiraes be conducted i n a raanner 

so as not t o i n t e r f e r e w i t h norraal operations. The Eraployer raay 

be able t o change or set r u l e s of access, provided t h a t any change 

i n current p r a c t i c e s raust be reasonable and subject t o the 

grievance procedure. 

Section 17.4 Employee Orientation 

Nothing herein s h a l l preclude a Departraent from agreeing t o 

allow the Union the op p o r t u n i t y t o provide Union o r i e n t a t i o n t o 

new employees on paid time. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services to i t s c i t i z e n s i n a safe and economic raanner. The 
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p a r t i e s to t h i s Agreement recognize t h a t drug" and alcohol abuse 

i n the workplace has a d e l e t e r i o u s e f f e c t on the h e a l t h and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

C i t y and the employees covered by t h i s Agreeraent serve. 

Furtherraore, the economic cost of p r o v i d i n g h e a l t h care services 

to employees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The .Eraployer and the Union raaintain a strong coraraitraent t o 

p r o t e c t people and property, and t o provide a safe working 

environraent. To t h i s end, the Eraployer has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r . employees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and the 

p a r t i e s t o t h i s Agreement urge employees who have such probleras 

to u t i l i z e the Prograra's services. 

To maintain a workplace which provides a safe and health 

work environmen-t for a l l employees, the following drug and 

alcohol prograra i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an eraployee 

on the job or the preraises of the Eraployer. 
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(c) Eraployer Preraises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Employer as job s i t e s or work 

l o c a t i o n s and over which the Employer has a u t h o r i t y as eraployer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y to a person 

r e q u i r i n g raedical a t t e n t i o n or causing s i g n i f i c a n t daraage t o 

property t o which an eraployee c o n t r i b u t e d as a d i r e c t or i n d i r e c t 

cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

eraployee, i n c l u d i n g but not l i m i t e d t o noticeable irabalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the employee i s under the 

i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influ e n c e : any mental, emotional, sensory 

or p h y s i c a l impairraent due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body coraponent 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

'i 

raeasuring or ' quantifying the presence or absence of drugs, 

alcohol or any raetabolite thereof. 

Section 18.3 Di s c i p l i n a r y Action 
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(a) A l l eraployees must report t o work i n a physical 

c o n d i t i o n t h a t w i l l enable thera t o perform t h e i r jobs i n a safe 

raanner. Further, eraployees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d iteras or substances on or at the Eraployer's 

preraises, nor s h a l l they report t o work under the in f l u e n c e of 

drugs and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two, 

supervisors, the Eraployer has reas.onable cause to believe t h a t an 

eraployee i s under the .influence of a p r o h i b i t e d substance, the 

Eraployer s h a l l have the r i g h t to subject t h a t employee to a drug 

and alcohol t e s t . At the Employer's d i s c r e t i o n , the employee may 

be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l t e s t r e s u l t s are 

a v a i l a b l e . I f the t e s t r e s u l t s prove negative, the employee s h a l l 

be r e i n s t a t e d . I n a l l other cases, the Employer w i l l terrainate 

an eraployees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs or 

alcohol while on duty and on the Eraployer's 

preraises; 

( i v ) are found i n possession of a l c o h o l , drugs or drug 

paraphernalia, or are found s e l l i n g or d i s t r i b u t i n g 
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drugs or drug paraphernalia, on the Eraployer's 

preraises. 

(c). A l l adverse eraployraent a c t i o n taken against an 

eraployee under thi s program s h a l l be subject to the grievance and 

arbitration procedures of.this Agreeraent. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer may r e q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t raay be adrainistered i n the event t h a t two (2) 

supervisors have reasonable ,cause to believe t h a t an 

eraployee has reported t o work under the i n f l u e n c e of 

or i s at work under i n f l u e n c e of drugs or a l c o h o l ; 

( i i ) a t e s t may be required i f an eraployee i s involved i n 

a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a follow-up t o 

counseling or r e h a b i l i t a t i o n f o r substance abuse f o r 

up t o a one (1) year period. 

(b) Employees to be t e s t e d w i l l be required t o sign a 

consent forra and chain of custody forra, assuring proper 

docuraentation and accuracy. I f an eraployee refuses t o sign a 

consent forra a u t h o r i z i n g the t e s t , he or she w i l l be subject to 

terraination.. 
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(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and raay consist of e i t h e r blood or urine t e s t s , or both. 

The Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o t e s t 

f o r the presence of alcohol, i n l i e u of other c l i n i c a l t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conform t o the 
(' 

procedures s p e c i f i e d i n NIDA guidelines f o r f e d e r a l workplace 

drug t e s t i n g programs, dated A p r i l 11, 1988 and as raay be amended 

her e a f t e r by the relevant agency of the Department of Health and 

Human Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they raay be amended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively e s t a b l i s h t h a t the test e d 

eraployee was under the infl u e n c e of drugs. 

(f ) I n i t i a l and confirraatory (or breathalyzer) t e s t 

r e s u l t s which raeet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h t h a t the test e d 

employee was under the infl u e n c e of al c o h o l . 

(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Eraployer. 
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(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Coraraissioner of Personnel or h i s designee i n the raanner to be 

prescribed by the Coraraissioner. The a p p l i c a n t or incurabent s h a l l 

be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The Coraraissioner 

w i l l inforra the a p p l i c a b l e departraent head of any employee who 

t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n w i l l i n i t i a t e 

d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t , w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

t e s t r e s u l t i s p o s i t i v e raay e l e c t , at h i s or her expense, t o be 

r e t e s t e d by the sarae or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Commissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said saraple t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t sample, or t o preserve such sample, to allow 

f o r r e t e s t i n g , s h a l l not a f f e c t the removal frora e l i g i b i l i t y of 

an a p p l i c a n t or personnel a c t i o n , i n c l u d i n g discharge, of any 

eraployee. 

( j ) No l a b o r a t o r y report or t e s t r e s u l t s s h a l l ' appear i n 

the incumbent's personnel f i l e unless 'they are p art of a 
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personnel a c t i o n under t h i s program, but- s h a l l be placed i n a 

special locked f i l e maintained by the Commissioner of Personnel, 

except as such d i s c l o s u r e may be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

E.mployees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and may 

p a r t i c i p a t e i f they wish i n the voluntary Eraployee Assistance 

Prograra. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i r a i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

and t r a i n i n g prograras and to provide expanded post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s f o r such 

graduates. In conjunction w i t h the execution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreeraent w i t h the C i t y of 
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Chicago, the Parties s h a l l enter into a suppleraental raeraorandura 

of understanding regarding the structure, iraplementation, 

raonitoring and enforceraent of this I n i t i a t i v e . Said raeraorandura 

s h a l l be attached to t h i s Agreeraent as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l g e n e r a l l y include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A coraraitraent by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g prograras. I n p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors to . p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and t o e.xpand post-
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apprenticeship and t r a i n i n g eraployraent o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps t o f u l f i l l the commitraents set f o r t h i n 

t h i s A r t i c l e and supplemental raemorandum attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject to 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Eraployer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l reraain i n f u l l force 

and e f f e c t frora said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l autoraatically renew i t s e l f frora year t o 

year unless at le a s t 60 days and not raore than 120 days p r i o r to 

the t e r r a i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e t o the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o araend, add t o , subtract frora, or 

terminate t h i s Agreement. 

In the event such notice of a desire t o amend, add t o , or 

subtract from the terms of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 

n e g o t iations concerning the request. I f the p a r t i e s are unable 
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t o agree upon a successor agreeraent before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreeraent 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d to s h a l l be 

considered t o have been given as of the date shown on the 

postmark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e c ontract between the 

Eraployer and the Union and s e t t l e s a l l demands and issues w i t h 

respect t o a l l raatters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w.ith respect t o any matter which i s subject t o 

c o l l e c t i v e bargaining whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such matter raay not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreeraent was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid tirae o f f , or 

voluntary unpaid time o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

agreeraent, such a d d i t i o n a l tirae o f f s h a l l be granted t o a l l 

eraployees covered by t h i s Agreement. 
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ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be effective from the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l reraain in effect 

through 11:59 p.ra. on June 30, 2̂ 4-7- 2022. 

Health Plan Reopener 

Each p a r t y reserves the r i g h t t o reopen t h i s Agreeraent i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the applicab l e l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care prograra mandating s i g n i f i c a n t changes 

i n h e a l t h insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the term of t h i s Agreement; 

2. The lack of achievement of health care cost 

; containraent as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishraent and a d r a i n i s t r a t i o n 

of the Labor-Manageraent Cooperation Coraraittee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC wi t h the 

r e s p o n s i b i l i t y of approving Plan changes 

that w i l l r e s u l t i n s i g n i f i c a n t cost 

containraent or savings, as raeasured by a 
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p r o j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when corapared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as state d i n subsection (a) above, 

the LMCC s h a l l make such adjustments t o the 

Plan as are necessary, i n c l u d i n g but not 

l i m i t e d t o adjustments i n deductibles, co-

pays and co-insurance, • t o prevent the cost 

increase frora exceeding 8% as raeasured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containraent or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y raay e l e c t to reopen ne g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 
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• s t r u c t u r e of the LMCC; 

• Coraposition of the LMCC; 

• Funding of the LMCC. 

provided,—hovjovcr,—ea-eh—party—rcoervco—the—right—fee—reopen—this 

A g r c o r a c n t — i n — o r d e r — f e e — n e g o t i a t e — t h e — H e a l t h — P l a n — s e t — f o r t h — i n 

A r t i c l e — 9 — n o later—than—Juno—3-0-7—2011—and—June—3-9-;—2015,—er—in 

the—event—fehe—City of Chicago—i-s—awarded the—2016 Olyrapic Games, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of this 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreeraent has t h i r t y (30) days t o n o t i f y 

the other p a r t y of i t s i n t e n t to reopen t h i s Agreeraent i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t t o reopen n e g o t i a t i o n s pursuant t o t h i s 

p r o v i s i o n , i t s h a l l submit w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ninety (90) days w i t h i n which t o 

reach agreement on the A r t i c l e . I f the p a r t i e s f a i l t o reach 

agreement at the conclusion of th a t n i n e t y (90) day period, each 

pa r t y reserves the r i g h t to reopen the e n t i r e Agreement. 
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Non-Provailing Wage Rate Reopenea? 

Four-Year : Thio—Agreement—m a y—be—reopened—fee—further 

negotiate—fehe—non-prevailing—wage—rates—governing—fehe—oecond 

five year—fee«ft (07/01/2012 fee 06/30/2017) under—Article 4-r 

Section—4.4, i n — f e h e — e v e n t — t h a t (-a-) fehe—City—notifies—fehe 

Coalition—that—ife—ha-s—nefe—roached—a—oucccsoor—agreement—fee—a 

t h e n — c u r r e n t — f o u r - y e a r — a g r e e r a e n t — e x p i r i n g — e n — J u n e — 2 0 - , 2011 

r e g a r d i n g — a n — a c r o s s - t h e - b o a r d — p e r c e n t a g e — i n c r e a s e i e r — o t h e r 

unionized—craployceo—in—non-pre v a i l i n g — w a g e — r a t o — c l a s s i f i c a t i o n s 

defined i n the "Me Too Clauoc" by March 31,—2012;—er—{ h ^—fehe 

C o a l i t i o n — n o t i f i e s — f e h e — C i t y , of—ifee—intent—fee—tcrrainato—fehe—^44e 

Too Clauoc" by March 31, 2012. 

Fivo-Year: Thio—Agreeraent—ma-y—be—reopened—fee—further 

ncgotiat.c—fehe—non-prevailing—wage rates—governing—fehe—occond 

five year—feer^ft (07/01/2012 fee 06/30/2017) under—Article 4^-

Section—4.4, i n — t h e — e v e n t — t h a t (-â  fehe—City—notifies—fehe 

Coalition—that—ife—hee—net—reached—a—successor—agrocraent—fee—a 

t h e n — c u r r e n t — f i v e - y e a r — a g r o c r a e n t expiring—en—June—3-0-7 2012 

regarding—an—acrooo—thc-board—percentage increase f - e r — o t h o r 

u n i o n i z e d — c m p l o y o c s — i n — n o n - p r o v a i l i n g — w a g e — r a t e — c l a o o i f i c a t i o n o 

defined i n the "Mc Too Clauoc" by October 31,—2 012;—er—(b) the 

Coali t i o n — n o t i f ico—fehe—City—ef—it-s—intent—fee—terminate—the—^^Me 

Too Clause" by October 31, 2012. 
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a—any—ene—ei—fehe—foregoing—events—occuro,—either—party—fee 

t h i o Agreeraent has t h i r t y — ( ^ ^ - ) — d a y s t o n o t i f y tho other p a r t y of 

irfes—intent—fee—reopen—thio—Agreeraent—in—order—fee—negotiate—fehe 

non-prevailing—wage—rates—governing—fehe—oecond—five-year—term 

(07/01/2012 to 06/30/2017)—oct f o r t h i n A r t i c l e 4,—Section 4.4. 

S h o u l d — c i t h e r — p a r t y — o l o c t — f e e — r e o p e n — n c g o t i a t i o n o — p u r o u a n t — f e e 

t h i o — p r o v i s i o n , i t — s h a l l — s u b m i t — w r i t t e n — n o t i c e — f e e — f e h e — o t h e r 

p a r t y — a n d — f e h e — C i t y — s h a l l — n e t — b e — o b l i g a t e d — f e e — m a k e — f e h e — w a g e 

a d j u s t m e n t s — s e f e — f o r t h — i n — A r t i c l e — 4 - 7 — S e c t i o n — 4 . 4 . Thereafter, 

fehe p a r t i e s have ni n e t y (-&©-) days w i t h i n . which fee reach 

agreement e n — t h e — A r t i c l e . H — f e h e — p a r t i e s f a i l — f e e — r o a c h 

agreement at the conclusion of that ninety'—(-9^-)—day period,—each 

party reserves the right to reopen the entire Agreement. 

Other Reopener 

In the event of an eraergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t to^reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the p a r t i e s hereto, by i t s duly 

authorized r e p r e s e n t a t i v e ( s ) , has executed t h i s document as of 

the day of _ , 2rOÔ  2018. 

CITY OF CHICAGO WINDOW CLEANERS UNION 
LOCAL NO. 73 SEIU 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER-

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree to the following in a Side Letter to t h i s Agreement: 

The parties recognize that the success of the Joint 

Apprenticeship and Training Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and creation of opportunities to increase the use 

of apprentices i n area construction projects. The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 to explore and recommend the consideration of 

such opportunities to the City and other governmental e n t i t i e s 

within the City of Chicago i n connection with the Joint 

Apprenticeship and Training Program I n i t i a t i v e , including, but 

not limited to: 

a. A multi-project labor agreement. 

b. A standard provision in Construction Contracts that 

(i) contractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum noamber of apprentices on the project as 

permitted under the terms and conditions of th e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l contractor and 

sub-contractors performing construction work on the project 

s h a l l p articipate i n an apprenticeship program registered with 
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the U.S. Department of Labor's Bureau of Apprenticeship and 

Training. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree to the following i n a Side Letter to t h i s Agreement: 

The City and Coalition agre:e to d i r e c t the LMCC to evaluate 

and i n i t i a t e changes to the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas that w i l l f a c i l i t a t e 

the s h i f t to a preventive health care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, including but 

not limited to the following areas: 

• Expanded Disease Management Program 

• HRA and Bio-metric Screening 

• Health F a i r s 

• Weight Management Program 

• Imaging Review Service 

• Lifetime Maximoim 

• Soibscriber Share for Hospital B i l l s and Co-insurance 

• Exclusion for S e l f - i n f l i c t e d I n j u r i e s . 



• Comprehensive Communication and Outreach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

' FOUR 10-HOUR DAY WORKWEEK 

Agree to the following i n a side l e t t e r to t h i s Agreement: 

Since the Arbitrator issued h is Opinion and Award dated 

June 21, 2007 i n the Matter of Arbitration between the City of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the City and affected Coalition Unions have explored various 

approaches to resolving their dispute over the scope of the 

Award and the application of Section 3 (a) of the Memorandoim of 

Understanding dated July 18, 2005 entered into between the City 

and Coalition ("Section 3 ( a ) " ) . In addition to amending 

Section 3(a) to r e f l e c t the Unions' preferred approach to the 

four 10-hour workweek, the parties, i n return, have discussed an 

agreement by the Unions to waive some or a l l of the monetary 

make whole remedies directed by the Arbitrator i n h i s Award. 

Although the City i s w i l l i n g to amend Section 3 (a) as requested 

by the Unions i n order to conclude negotiations at the Coalition 

l e v e l , such willingness i s contingent on the expectation that 

the affected Unions w i l l reach agreement with the City to waive 

some or a l l of the monetary make whole remedies. U n t i l such an 

agreement i s reached, the affected Unions agree that the City 

s h a l l not be obligated to implement the monetary make whole 

remedies in the Award. In addition, i f such an agreement i s not 
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reached by December 1, 2007, the parties s h a l l soibmit the issues 

of the Unions' proposed amendment to Section 3(a) to r e f l e c t the 

Unions' preferred approach to the four 10-hour workweek and the 

City's proposed r e l i e f from the monetary make whole remedy to an 

arbitrator for resolution. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

INTERNATIONAL ASSOCIATION OF MACHINISTS 
AND AEROSPACE WORKERS, LOCAL NO. 126 

AGREEMENT 

This Agreeraent i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and the I n t e r n a t i o n a l Association of Machinists 

and Aerospace Workers, Local No. 126 ( h e r e i n a f t e r c a l l e d "the 

Union"), f o r the purpose of e s t a b l i s h i n g , through the process of 

c o l l e c t i v e bargaining c e r t a i n p r o v i s i o n s covering wages, and 

other terras and conditions of eraployraent f o r the eraployees 

represented by the Union. 

I n r e c o g n i t i o n of the above, the Eraployer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s 
Senior Air Mask Technician 

Air Mask Technician 

Machinist 

Machinist - Apprentice 

Machinist (Autoraotive) 

Machinist (Helicopter) 



Machinist Helper 

Machinist (Sub-Foreraan) 

Foreraan of Machinists 

General Foreraan of Machinists 

Supervising A i r Mask Technician 

Supervising Parking Meter Mechanic 

Parking Meter Mechanic 

Parking Meter Service 

Water Meter Machinist 

Water Meter Machinist - Trainee 

Supervisor of Public Vehicle Inspectors 

Manager of Public Vehicle Inspections 

Service Writer Police Motor Maintenance 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect t o rates of pay, wages, hours and other 

terras and conditions of employment. The term "eraployee" as used 

herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

"specified t o the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Eraployer, except only as they may be subject to a s p e c i f i c 



and express o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

raatters concerning or r e l a t e d t o the raanageraent of the 

Eraployer's operations, and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or o r g a n i z a t i o n of the Employer's operations, or other 

econoraic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o raake and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipment and m a t e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t t o c o n t r a c t out or subcontract; 

the -, r i g h t t o determine the number , of employees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required t o insure raaxiraum e f f i c i e n c y of operations; 

to e s t a b l i s h and enforce f a i r production standards; and t o 

deterraine the size, nuraber and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the p r o v i s i o n s of t h i s A r t i c l e are vested 



e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal eraployraent opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and nothing in 

this Agreeraent s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that t h i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely affect the 

seniority provisions of t h i s Agreement. 

Section 3.2 No Discrimination 

Neither the Employer nor the Union s h a l l discriminate 

against any employee covered by this Agreeraent in a raanner which 

would violate any applicable laws because of .race, color, 

religion, national origin, age, sex, raarital status, raental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievances of Alleged Violations 

Grievances by eraployees alleging violations of this A r t i c l e 

s h a l l be resolved through Step I I I of the Grievance procedure of 

this Agreeraent, but s h a l l not be subject to arbitration unless 

mutually agreed by the parties. 

Section 3.4 Reasonable Accommodation 



I n the event the Employer s h a l l be required t o ma-ke a 

reasonable accommodation under the 7\mericans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incurabent 

employee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreeraent, the Eraployer s h a l l b r i n g t h i s raatter t o 

the a t t e n t i o n of the union. The prov i s i o n s of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r may 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreement and the employee's r i g h t s under t h i s Agreement, 

provided t h a t no incumbent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

Effective July 1, 2O-0-17, eraployees covered by th i s 

Agreeraent s h a l l continue to receive the hourly rate being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing similar kinds of work in 

Cook County pursuant to the forraula currently used by the United 

States Departraent of Labor in adrainistering the Davis-Bacon Act 

as currently being paid to said eraployees as set forth in 

Appendix A appended to and made a part of this Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 20-0-17, through the period ending June 30, 204^22, 



the wage ra t e r e f e r r e d t o i n the imraediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job cl.assif i e a t i o n s doing 

s i r a i l a r work i n Cook County pursuant to the forraula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. In the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreeraent are established at an e f f e c t i v e date l a t e r than 

July 1, then such r a t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one time i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—Firat—Five-
Yoaro of thio Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustraents below f o r a l l eraployees who are i n no n - p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Y^e^^^p-

• Effective 07/01/2007 i ^ 01/01/2018 - 2.00% 

• Effective 01/01/2008—• 2.2 5?:; 01/01/2019 - 2.25% 

Year 2-r-

• Effective 0 1 / 0 1 / 2 0 0 9 — 0 1 / 0 1 / 2 0 2 0 - 2.00% 

Year 3: 

• Effective 01/01/2010 2^ 01/01/2021 - 2.25% 

Year 4: 



• Effective 01/01/2011 3.25°o 01/01/2022 - 2.00% 

Year 5^ 

• — E f f e c t i v e 01/01/2012 - 3.5°c 

Section—4-r4 Non-Prevailing—Wage—Rates—Governing—Second—Five-

Yoar Torm (07/01/2012 to 06/30/2017) 

Effective—fehe—follovjing—dates,—fehe—City will—make—fehe—wage 

adj u s t r a e n t s — b e l o w — f e r — a i i — e m p l o y e e s — w h e — a r ^ — i n — n o n - p r e v a i l i n g 

r a t e — c l a s s i f i c a t i o n s — a n d who a r c — c i t h e r on the payroll—a-s—ei—fehe 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t o : 

Year 6: 

•—Effective 01/01/2013 2%r 

Year 7: 

•—Effective 01/01/201^ 2^ 

Year 8: 

•—Effective 01/01/2015 2^ 

Year 9: 

•—Effective 01/01/2016 2^ 

Year 10: 

• — E f f e c t i v e 01/01/2017— 

"Me Too" Clause: I f a raajority of C i t y unionized eraployees 

i n n o n -prevailing wage ra t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 



covered by t h i s Agreement s h a l l have t h e i r wage adjustraent set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i r a i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non-prevailing wage ra t e c l a s s i f i c a t i o n s * * receive 

a lurap sum payment i n any contract year, employees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the sarae lurap sura payraent i n any such year. The p a r t i e s 

agree t o confer regarding the ti r a i n g , amount and irapleraentation 

of any wage adjustraent or lump sum payraent under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Departraent 

and uniformed members of the Chicago Fire Departraent. 

Section 4.4 Retroactivity 

The increases set f o r t h i n A r t i c l e 4, Sections 4.1 and 4.3, 

are payable t o a f f e c t e d eraployees who, as of August—2-7—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the C i t y 

Council, are e i t h e r on the p a y r o l l , or are on approved leave, or 

are on l a y o f f w i t h r e c a l l r i g h t s , or are seasonal eraployees who 

are e l i g i b l e f o r r e h i r e , or are former employees who r e t i r e d 

e f f e c t i v e between July 1, 2007 2017 and the date of ' f i n a l 

r a t i f i c a t i o n of the Agreement by the C i t y Council, i n c l u s i v e . 

Section 4.5 Hire Rate(s) 



Employees h i r e d a f t e r February 13, 1986, who are performing 

the d u t i e s i n the job c l a s s i f i c a t i o n s l i s t e d i n Appendix B s h a l l 

receive the monthly salary r a t e of pay set f o r t h i n Appendix B 

f o r the term of the Agreement. E f f e c t i v e Septeraber 1, 2000, 

eraployees i n the job c l a s s i f i c a t i o n of Water Meter Machinist 

s h a l l be paid on an hourly basis at a r a t e of pay of $.50/hour 

above the r a t e paid t o the c l a s s i f i c a t i o n of Laborer-Water 

D i s t r i b u t i o n . As of t h a t date. Water Meter Machinists w i l l not 

accrue a d d i t i o n a l s i c k days and s h a l l be e l i g i b l e f o r the sarae 

holidays as a l l other hourly eraployees covered by t h i s 

Agreement. 

Section 4.6 Out of Grade Pay 

An employee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the d u t i e s and 

r e s p o n s i b i l i t i e s of a higher r a t e d job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h his own tenure f o r a l l such tirae frora the f i r s t 

day of the assignraent. The Eraployer agrees t h a t i t w i l l raake 

such assignraents f o r not less than an eraployee's f u l l work day. 

Such payment s h a l l be raade on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The time limits for ouch individual assignments to acting into 

higher-rated jobs s h a l l not exceed one hundred eighty (180) days 

be—ninoty—( 90 )—days, except where a regular incumbent i s on 



leave of absence, in which case the tirae lirait for acting into 

such position may not exceed one (1) year be six—(-6^—raonths and 

no individual employee can act into that position for more than 

ninety (90) days. The time li m i t s raay be extended by rautual 

agreement of the parties. I f the one hundred eighty (180) day 

time l i m i t i s extended to one year due to a regular incoimbent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent the 

Employer continues to require the perforraance of the duties of 

the higher-rated job beyond the tirae l i m i t s set forth herein, 

the assignraent position s h a l l be treated as a "perraanent 

vacancy" within the raeaning of Section 14.10 of this Agreeraent-r 

and the employer s h a l l be subject to the applicable posting and 

f i l l the job as a "permanent vacancy" soibject to the applicable 

provisions of that Section. 

Section 4.7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o eraployees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which' i t i s earned. A l l overtirae or 

preraiura pay s h a l l be paid to eraployees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. In the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 
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Section, the l o s i n g p a r t y w i l l pay the e n t i r e araount of the 

a r b i t r a t o r ' s fee. 

(b) In the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtirae and/or preraiura pay t o which he/she i s 

e n t i t l e d , the Departraent w i l l c o r r e c t t h a t shortage 

provided the- eraployee proraptly n o t i f i e s the Department's 

tiraekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute t o the Department tiraekeeper on the "Eraployee 

P a y r o l l I n q u i r y Forra" attached hereto as Appendix B. The 

eraployee's subraission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the eraployee's paycheck, and i f the araount 

i n question exceeds $100.00, the Departraent w i l l subrait a 

suppleraental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the eraployee's 

complaint. Shortages less than $100.00 w i l l be added to 

the employee's next regular pay check. 

(c) Should an eraployee not receive t h i s suppleraental check ( f o r 

a sura greater than $100.00) w i t h i n the aforeraentioned 

check/deposit advice d e l i v e r y date period, the Eraployer 
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w i l l pay t o the eraployee the sum of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s .understood t h a t pay shortages r e l a t i n g t o newly-hired 

eraployees, persons r e t u r n i n g frora leaves of absence 

( i n c l u d i n g but not l i m i t e d t o duty d i s a b i l i t y ) , overtirae 

earned under the City's eraergency snow reraoval prograra, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded frora the provisions of t h i s Section. This 

paragraph does not supersede any other payraent o b l i g a t i o n s 

w i t h respect t o the paymients r e f e r r e d to i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement. 

(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Manageraent Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's members, of the Comraittee w i l l 

c onsist of representatives frora the Departraent of 

Personnel, the O f f i c e of Budget and Manageraent, the 

Coraptroller and the Direct o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l select four (4) 

representatives t o serve as raerabers of the Coraraittee. The 

Coraraittee w i l l raeet not less than q u a r t e r l y , or raore 

f r e q u e n t l y as the need raay a r i s e , t o review ongoing issues 

12 



regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of rautual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreeraent. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y raay include from time-to-tirae a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f meetings w i t h Departraent heads t o review and address 

pending p a y r o l l i n q u i r i e s frora bargaining u n i t employees. 

ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 The Work Week 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The norraal work week s h a l l consist of f i v e (5) consecutive 

8-hour days Monday through Friday and two (2) consecutive days 

o f f , except where the Eraployer's operations r e q u i r e d i f f e r e n t 

scheduling needs. The Eraployer w i l l n o t i f y the Union of these 

exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one rainute a f t e r 11:59 p.m. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. The s t a r t tiraes of eraployees c u r r e n t l y vary between the 

hours of 6:00 a.ra. t o 8:30 a.ra., 4:00 p.ra. and raidnight as 

deterrained by the Eraployer. The Eraployer raay change the 

c u r r e n t l y established time of i t s normal work day or work week 

f o r a department, bureau, work u n i t , crew or i n d i v i d u a l upon 

fourteen (14) days w r i t t e n n o t i c e t o , and upon request. 
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discussion w i t h the Union. Said changes i n s t a r t i n g times s h a l l 

not be scheduled more than two (2) hours before the regular 

s t a r t i n g tiraes c u r r e n t l y i n e f f e c t i n t h i s Agreeraent. A l l such 

changes, unless otherwise agreed t o by the p a r t i e s , s h a l l be i n 

e f f e c t f o r a rainiraura of one (1) week, and s h a l l provide f o r the 

same s t a r t i n g times each day of t h a t period. No eraployee s h a l l 

be placed on a s p l i t s h i f t without agreeraent by the Union. 

F a i l u r e of the Employer t o comply w i t h t h i s p r o v i s i o n s h a l l 

r e s u l t i n the payment of appropriate premiura time t o a f f e c t e d 

employees. 

I t i s the i n t e n t i o n of the p a r t i e s t h a t the' Union have 

meaningful input concerning any such changes and no changes 

s h a l l be raade by the Eraployer f o r a r b i t r a r y or capricious 

reasons. 

Section 5.2 Overtime 

A l l work perforraed a f t e r e i ght (8) hours worked i n any 24 

hour period; or on Saturday as such when Saturday i s not p a r t of 

the eraployee's regular work week, or on the s i x t h consecutive 

day worked, s h a l l be paid f o r at one and one-half (l-l-'/2) times 

the regular s t r a i g h t tirae hourly r a t e of pay, provided the 

employee completes the normal work week or i s absent w i t h the 

Eraployer's perraission. A l l work perforraed on Sunday as such 

when Sunday i s not part of the eraployee's regular work week, or 

on the seventh consecutive day worked, s h a l l be paid f o r at two 

(2)' tiraes the regular s t r a i g h t tirae hourly r a t e of pay, provided 

Lhe' employee corapletes the norraal work week or i s absent w i t h 

the Employer's permission. Such overtirae s h a l l be coraputed on 
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the basis of corapleted f i f t e e n rainute segraents. Eraployees 

exerapt from the Fair Labor Standards Act s h a l l not be e l i g i b l e 

for overtirae under t h i s Section. There s h a l l be- no pyraraiding 

of overtirae and/or premium pay. Daily and/or weekly overtime 

and/or preraiura pay s h a l l not be paid for the same • hours worked. 

A l l overtime s h a l l be paid in the next regular paycheck. A l l 

overtime earned under t h i s Section s h a l l be paid to employees, 

not l a t e r than the second regular payday following, the end of 

the payroll period i n which i t i s earned. 

Section 5.3 Overtime Distribution 

(a) Overtirae and/or premiura tirae r e f e r r e d t o i n t h i s 

Agreement s h a l l be o f f e r e d f i r s t t o the employee performing the 

job and t h e r e a f t e r by s e n i o r i t y t o the raost senior eraployee i n 

the c l a s s i f i c a t i o n at the work l o c a t i o n being given the 

'opportunity t o work, provided the eraployee has the present 

a b i l i t y t o perform the work t o the s a t i s f a c t i o n of the Employer 

without f u r t h e r t r a i n i n g . 

A reasonable araount of overtime s h a l l be a c o n d i t i o n of 

continued employment, provided however, t h a t i n the event such 

o f f e r s of overtime are not accepted by such eraployees, the 

Eraployer raay raandatorily assign such overtirae by reverse 

s e n i o r i t y . 

(b) Employees i n ̂. the c l a s s i f i c a t i o n at the work l o c a t i o n 

who have been given the option to work the overtime and/or 

premiura time, whether the option was accepted or r e j e c t e d , w i l l 

not be afforded the option to work subsequent overtirae and/or 

preraium time u n t i l a l l employees i n the. c l a s s i f i c a t i o n at the 
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work location have been reasonably afforded the opportunity to 

work the overtime and/or preraium tirae, subject to the sarae 

provision as in Section 5.3(a). 

Section 5.4 Reporting Pay 

When an eraployee reports f o r his or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a miniraura of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the eraployee was t o l d at le a s t three hours p r i o r to h i s 

•or her norraal s t a r t i n g tirae not t o report f o r work, except f o r 

reasons beyond the Eraployer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Department of h i s or her current telephone 

number. 

I f the employee works raore than two (2) hours, he or she 

s h a l l receive a rainimum of four 4) hours work or pay f o r t h a t 

day. I f the eraployee works raore than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay f o r t h a t day. An 

employee who does not complete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 

option of . using a p o r t i o n of accrued vacation, personal or 

compensatory tirae f o r tha t day upon noti c e t o the Eraployer. 

Section 5.5 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , eraployees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a miniraura 

of two (2) hours pay at the appropriate overtirae r a t e from the 

time that they a r r i v e at t h e i r workplace. 
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The terra " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

eraployee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 

In the event a General Foreraan or Foreraan i s directed by 

the Eraployer to respond to eraergency c a l l s frora home and outside 

of his or her regular working hours, he or she w i l l be granted 

corapensatory time at the appropriate rate for a l l v e r i f i e d time 

spent responding to the emergency from home, with a miniraura of 

15- minutes of corapensatory tirae to be granted in any calendar 

day on which any such eraergency responses were required, up to a 

raaxiraura of two hours of corapensatory tirae in any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accoamulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accoomulate such time up to a maximoim of 160 hours. 

Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. A l l accoimulated compensatory 
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time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at the i r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 

(a) F u l l - t i r a e hourly eraployees s h a l l receive eight hours 

s t r a i g h t - t i r a e pay f o r the holidays set f o r t h below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Colurabus Day 
8. Thanksgiving Day 
9. Christraas Day 



(b) F u l l - t i m e s a l a r i e d employees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Meraorial Day 
7. Independence Day 
8. Labor Day 
9. Colurabus Day 
10. Veterans Day 
11. Thanksgiving Day 

12. Christraas Day 

(c) Eraployees covered by t h i s Agreeraent i n c l u d i n g 

probationary eraployees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreeraent. At the eraployee's 

op t i o n , the personal day raay be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreeraent. I f the eraployee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the eraployee and 

s h a l l not be denied by the Eraployer. I f the eraployee i s required 

or allowed t o work on such designated day,- the eraployee s h a l l 

receive the appropriate holiday preraiura r a t e . An eraployee raay 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees raay not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the eraployee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Eraployer. New employees who 
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coraraence work f o r the Employer a f t e r June 30 s h a l l not ,be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(d) The benefits set forth in (a) and (b) above s h a l l be 

paid provided the employee i s in pay status the f u l l scheduled 

workday iraraediately. preceding and the f u l l scheduled workday 

immediately following such holiday, or i s absent frora work on 

one or both of those days with the Employer's permission; such 

permission s h a l l not be unreasonably denied. 

Section 6.2 Payment for Holiday 

I f an eraployee i s scheduled t o work on a paid holiday under 

t h i s Agreement, except f o r Christmas, New Year's Day, and Dr. 

Martin Luther King's Birthday, he/she s h a l l be paid at the r a t e 

of two and one-half (2 1/2) tiraes his/her (which includes 

holiday pay) f o r a l l hours worked. 

An eraployee working on Christraas, New Year's Day and Dr. 

Martin Luther King's Birthday s h a l l be paid at the ra t e of two 

(2) tiraes his/her regular hourly r a t e (which includes holiday 

pay) f o r a l l hours worked plus eight 8 hours o f f w i t h pay 

(compensatory tirae) i f the eraployee i s a f u l l - t i r a e employee and 

pro rata tirae o f f i f the eraployee i s a part-tirae eraployee. 

I f a f u l l - t i m e hourly eraployee i s not required t o work on a 

paid holiday under t h i s Agreeraent, such eraployee s h a l l be paid 

e i g h t (8) hours at his/her regular s t r a i g h t time hourly rate f o r 

such holiday. 
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A l l holiday time s h a l l be considered time worked f o r the 

purposes of computing overtime except where the holiday f a l l s on 

the eraployee's day o f f . 

Section 6.3 Determining Work Days as Holidays 

A holiday i s the calendar day running frora midnight t o 

midnight. An employee whose workday extends over parts of two 

(2) calendar days, one of which i s a holiday, s h a l l be 

considered to have worked on the holiday i f the m a j o r i t y of the 

hours worked f a l l on the holiday. 

Section 6.4 Failur e to Report to Work on Scheduled Holiday 

I f an eraployee i s scheduled to work on a holiday and f a i l s 

to report to work, the eraployee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other eraergency. 

Section 6.5 Holiday Observance 

Except f o r eraployees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be'observed on t h a t day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Employer s h a l l have the option of gra n t i n g the 

employee an extra day's pay or an extra day of vacation at a 

tirae rautually agreed upon between the eraployee and the 
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departraent head, provided the eraployee works the f u l l scheduled 

workday iraraediately preceding and the f u l l scheduled workday 

iraraediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Eraployer f i n d s t o be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 

Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such eraployee's continuous service p r i o r t o 

July 1, 

Continuous Service P r i o r t o July 1 Vacation 

Less than 6 years 13 days 

6 years or raore, but less than 14 years 18 days 

14 years or raore 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro rat e vacation i f : 

1. The employee d i d not have twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated frora eraployment, other than 

f o r cause, during a calendar year i n which the' employee d i d not 

have twelve (.12) months of continuous service. 
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The araount of pro r a t e vacation i s deterrained by d i v i d i n g 

the nuraber of raonths of continuous service the f u l l - t i r a e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

araount of paid vacation f o r which the eraployee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole nuraber of days. Eraployees separated frora eraployraent, 

other than f o r cause, w i l l be paid on a supplemental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-time eraployees who work at l e a s t 80 hours per raonth 

earn vacation on a pro r a t e basis c a l c u l a t e d i n accordance w i t h 

the forraula used by the Eraployer i n accordance w i t h past 

practice. 
Section 7.3 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

eraployee was denied vacation by the employer, or (2) the eraployee 

i s on an approved leave of absence, or (3) the eraployee e l e c t s i n 

w r i t i n g t o carry over vacation days (up t o three (3) ouch 

vacation days of accrued and unused vacation days f o r employees 

w i t h less than ten (10) years of s e r v i c e , and up t o f i v e (5) days 

of accrued and unused vacation days f o r employees w i t h ten (10) 

or more years of service) f o r use i n d i v i d u a l l y or consecutively 

during the next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given t o the eraployer before Deceraber 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximoim noimber of s i n g l e use vacation days provided 
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f o r under t h i s Agreement. Such carry over vacation days raust be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

Cancellation or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks , upon—rautual—agrcoracnt—ei—fehe—oraploycr,—which 

agreement—shall—nefe—be—unreasonably denied or withheld, and such 

carry over days must be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) raonths, i n the case of an 

eraployee's r e t u r n frora an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30^^, or approving 

the rescheduling of c a r r y over days beyond June 30*̂ *̂ . Employees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

t o being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation tirae earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) raonths f o l l o w i n g the date i n which the person becarae 

disabled, and s h a l l be e n t i t l e d t o use such vacation tirae w i t h i n 

twelve (12) raonths f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 Employees Laid Off or Discharged 

Eraployees who are terminated f o r cause are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d t o the amount of vacation pay i n t h e i r 

bank a t the time of r e s i g n a t i o n . Employees s h a l l not earn 

vacation c r e d i t f o r any period during which they are on l a y o f f 

or leave of absence without pay i n excess of 30 days (except 

where such leave was adjudged e l i g i b l e f o r duty d i s a b i l i t y ) or 
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engaged in conduct in violation of A r t i c l e 12 of t h i s Agreeraent. 

In the event of the death of an e l i g i b l e eraployee, the surviving 

widow, widower or estate s h a l l be e n t i t l e d to any vacation pay 

to which the deceased employee was en t i t l e d . 

Section 7.5 Rate of Pay 

The r a t e of vacation pay s h a l l be computed by raultiplying 

the eraployee's s t r a i g h t tirae hourly r a t e of pay i n e f f e c t f o r 

the employee's regular job at the time the vacation i s being 

taken, tiraes 8 hours per day, tiraes the nuraber of days' vacation 

t o which the eraployee i s e n t i t l e d . S a l a ried employees s h a l l 

receive t h e i r regular salary i n e f f e c t at the time the scheduled 

vacation i s taken. 

Section 7.6 Vacation Picks 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 

determine the number and scheduling of crews and employees who 

can be on vacation at any one time without h i n d e r i n g the 

operation of the Department. The Departraent w i l l not designate 

any tirae or period during the calendar year when e l i g i b l e 

eraployees would be p r o h i b i t e d frora scheduling and t a k i n g 

vacation tirae. 

Employees s h a l l raake vacation picks at a tirae and i n the 

raanner c u r r e n t l y provided f o r by t h e i r Departraent. The 

Department w i l l respond to the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of tirae a f t e r the 

request i s raade, but not raore than fourteen (14) days frora the 

25 



date the request i s received by the Departraent, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe raanpower shortage which raay s e r i o u s l y hinder the 

Departraent's operations, or where an eraployee possesses a unique 

s k i l l indispensable t o the iraraediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pi c k s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payraent t o the eraployee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a norraal work day, or f o r a normal 

work day, ,whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests ' which would 

result in serious provable f i n a n c i a l loss to an employee s h a l l 

occur only in the most extrerae eraergencies. In the event of such 

cancellation, the Eraployer w i l l reiraburse the eraployee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Reciprocity With Other Agencioa 

Any employee e i the C i t y e i Chicago h i r e d p r i o r fee 

February 13, 198 6—w-he—ha-s—rendered—service—t-e—fehe—County—ei 

Cook,—feh-e—Chicago—Park—Diotrict,—fehe—Chicago—Housing—Authority, 

t r h e—Forost—Preserve—Diotrict,—feh-e—Metropolitan—Sanitary—Diotrict 
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ei—Greater—Chicago,—fehe—State—ei—Illinois,—fehe—Chicago—Board—ei 

Education,— the C i t y — C o l l e g e s e i Chicago, Coraraunity—Collogc 

D i o t r i c t — 5 0 8 ,—fehe—Chicago Tr a n o i t Authority,—fehe—Public B u i l d i n g 

Coraraission e i Chicago, fehe Chicago Urban Transportation 

D i o t r i c t , — a n d — f e h e — R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

fehe—right—fee—have—fehe—period—ei—such—ocrvice—credited—and 

c o u n t e d — f e r — t h e — p u r p o s e — e i — c o r a p u t i n g — f e h e — n u m b e r — e i — y e a r s — e i 

service—a-s—an—employee—ei—fehe—City—fer—vacations,—provided—that 

ouch service—ha-s—been—continuouo—service . However,—vacation 

t i r a e — a c c r u e d — w h i l e — w o r k i n g — f - e r — a n o t h e r — p u b l i c — a g e n c y — i e — n e t 

t r a n s f e r a b l e . E r a p l o y c c o — h i r e d — a f t e r — F e b r u a r y — i ^ - 7 1986—who 

render—ocrvice—fer—any other—oraploycr as—statod above—shall—have 

fehe—right—fee—have—fehe—period—ei—ouch—service—credited—and 

counted—fer—fehe—purpooc—ei—coraputing—fehe—nurabcr—ei—years—ei 

service—ae— a n—eraployee—ei—fehe—City—ier—vacations,—provided—a 

majority of other employees of tho Eraployor receive such credit. 

Section 7.7 Non-Consecutive Vacation Days 

Eraployees raay receive up to five s i x (6) of their vacations 

days one or raore day(s) at a tirae as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so late 

in the vacation year that the eraployee's supervisor cannot 

reasonably grant the eraployee's request, such days s h a l l be 

scheduled by the Eraployer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 
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week ( f o r example, the employee works a Monday - Friday work 

week and the h o l i d a y f a l l s on Tuesday) the vacation days 

scheduled f o r the week w i l l be considered consecutive vacation 

days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF) .' 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side of the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Eraployees raay designate and use at t h e i r o ption up t o f i v e 

-{S^ s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreement as si c k days t o cover periods of bonafide raedical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l i n clude (or 

may be expanded upon by the Ci t y ) : (i)mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

p a r t n e r i s r e g i s t e r e d w i t h the Department of Hoiman Resources. 

The Employer reserves the r i g h t t o ask the employee t o f u r n i s h 
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proof of said i l l n e s s . An eraployee d e s i r i n g t o use vacation days 

as s i c k days under t h i s p r o v i s i o n s h a l l inforra the 

rep r e s e n t a t i v e of the Eraployer who eraployees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the tirae he/she 

c a l l s i n t o report an i l l n e s s . S a l a r ied employees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreement s h a l l be i n e l i g i b l e 

t o use vacation days as s i c k days while they have a v a i l a b l e 

unused sick days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service raeans continuous paid eraployraent from 

the eraployee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployraent. I n a d d i t i o n , an eraployee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or le s s ; or 

2. An absence where the eraployee i s adjudged e l i g i b l e 'for 

duty d i s a b i l i t y corapensation. 

Section 8.2 Interruption in Service 

(a) Non-seasonal eraployees who work a rainiraura of ei g h t y 

80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 
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(1) absences without leave 

(2) absences due t o suspension 

(3) Unpaid leaves of absence f o r raore than 30 days or 

l a y o f f f o r raore than 30 days, unless eraployees 

are allowed t o accuraulate s e n i o r i t y under t h i s . 

Agreement. 

(b) Seasonal employment of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the time worked. 

(c) Seasonal employment in excess of 120 days in any 

calendar year s h a l l be credited toward continuous service. 

Section 8.3 Rociprocity 

Employees h i r e d p r i o r to February 13,—1986 who have 

rondercd ocrvicc to the County of Cook,—the Chicago Park 

Diotrict,—t-he—Forest—Preserve D i s t r i c t , — t h e Chicago Housing 

A u t h o r i t y , — t h e Metropolitan Sanitary D i s t r i c t of Greater 

Chicago,—the State of I l l i n o i o , — t h o Chicago Board of Education, 

C i t y Collcgco of Chicago,—Coraraunity College D i s t r i c t — 5 0 8 ,—fehe 

Chicago T r a n s i t A u t h o r i t y , — P u b l i c B u i l d i n g Coraraiooion of 

Chicag.p,—the Chicago Urban Transportation D i o t r i c t and the 

Regional Tranoportation A u t h o r i t y o h a l l have the period of such 

ocrvicc c r e d i t e d and countod f o r the purpooc of advancement 

VJithin—longevity—salary—schedules . However,—craployceo—hired 

a f t e r February—12-,—1986 who render o c r v i c c — f o r any other 
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eraployor as s t a t e d above s h a l l have" the r i g h t t o have the period 

of such—service—credited and counted—for the purpose of 

advancement w i t h i n l o n g e v i t y salary schodulco provided a 

m a j o r i t y of other eraploycco of the Eraployor receive ouch c r e d i t . 

Section 8.43 Break i n Service 

• Notwithstanding the p r o v i s i o n s of any ordinance or r u l e t o 

the contrary, continuous service of an eraployee i s broken, the 

eraployraent r e l a t i o n s h i p i s terminated, and the employee s h a l l 

have no r i g h t to be r e h i r e d , i f the eraployee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

days without n o t i f y i n g the employee's authorized Eraployer 

re p r e s e n t a t i v e unless the circurastances preclude the Eraployee, 

or soraeone on h i s behalf, from g i v i n g such n o t i c e , does not 

a c t i v e l y work f o r the Employer f o r twelve (12) months (except 

f o r approved f u l l time Union re p r e s e n t a t i v e leaves or raedical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on l a y o f f 

f o r raore than twelve (12) consecutive raonths i f the employee has 

less than f i v e (5) years of service at the time of the l a y o f f , 

or i s on l a y o f f f o r more than two (2) years i f the eraployee has 

f i v e (5) or raore years of service at the time of the l a y o f f . 

Section 8.S4 Probationary Employment 

New employees, hired after r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary eraployees for the f i r s t twelve 
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(12) €ri^—(-6-)- raonths of t h e i r eraployment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Employer a f t e r twelve (12) e i i i (-̂ ) months s h a l l be career 

service eraployees and s h a l l have t h e i r s e n i o r i t y date raade 

r e t r o a c t i v e t o the date of t h e i r o r i g i n a l h i r i n g . Probationary 

eraployees raay be d i s c i p l i n e d or discharged as e x c l u s i v e l y 

deterrained by the Employer and such Employer a c t i o n s h a l l not be 

subject t o the grievance procedures, provided t h a t , (1) a f t e r the 

f i r s t s i x (6) months of the probationary p e r i o d , i f the Employer 

intends t o impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

p r i o r t o imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l n o t i f y the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting w i t h the Union and the employee t o discuss 

and allow the employee t o respond t o the accusations, and/or (2) 

i f the Eraployer, w i t h i n i t s d i s c r e t i o n , r e h i r e s a former 

eraployee who d i d not coraplete his/her probationary period w i t h i n 

one year frora the eraployee's t e r r a i n a t i o n , and said forraer 

eraployee had served 90 days or raore of his/her probationary 

period, a l l tirae p r e v i o u s l y served i n the probationary period 

s h a l l be counted f o r purposes of deterraining when the said 

eraployee corapletes his/her probationary period. A probationary 

eraployee who has served 90 days or raore of his/her probationary 

period and who i s l a i d o f f s h a l l be given preference over other 

applicants f o r eraployment i n the same job t i t l e i n the 
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departraent from which, he/she was l a i d off, so long as he/she 

does not refuse an offer of eraployment, and does not suffer a 

break in service under Section 8.43 of th i s Agreement. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) coimulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary eraployees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreeraent. Probationary eraployees s h a l l be corapensated at the 

sarae r a t e as career service eraployees. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Eraployer s h a l l provide t o eraployees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a raajority of 

other employees of the C i t y under the same terras and conditions 
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a p p l i c a b l e t o said other eraployees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost to eraployees and t h e i r e l i g i b l e 

dependents. 

(b) Eraployees who participate in the Eraployer; raedical 

care plan or an HMO s h a l l raake the following contributions 

toward their health care coverage based on the applicable 

percentage of thei r base salary (not including overtime) limited 

by the salary cap: 

Single Employee +1 Family Salary Cap 

July 1, 2017 1.2921% 1.9854% 2.4765% $90,000 

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

Jan. 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

Jan. 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

4i-) e r aployee—raedical—contributiono— a ^ - e—baood— e n—a 

coraposite 1.6%—of base—salary—f-er—oingle,—employee—and 

one,—and—faraily—levels—ei—coverage—a-s—specified bclovj. 

F̂ er exaraple, the c o n t r i b u t i o n o a i selected salary 

l e v e l s per pay poriod are—a-s—follows : . 
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payable on a per pay period basis. 
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A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 
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E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

soibject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

soibject t o an annual deductible of $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Eraployer. A l l b e n e f i t s are subject t o standard 

provisions of insurance p o l i c i e s between Eraployers and insurance 

companies. 

(d) A dispute between an eraployee (or his/her covered 

dependent) and the processor of clairas s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

(e) Optional coverage- o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e t o q u a l i f i e d 

eraployees. The Eraployer raay o f f e r coverage under raore than one 

HMO. The eraployee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreeraent to the contrary. 

(f ) Where both husband and wife or other faraily raerabers 

e l i g i b l e under one faraily coverage are eraployed by the Employer, 

the Eraployer s h a l l pay f o r only one faraily insurance or faraily 

h ealth plan. 

(g) The current p r a c t i c e p e r r a i t t i n g eraployees to use 

vacation or other time due during an i l l n e s s i n order to keep 
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his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreement. 

(h) Consistent w i t h the terms of the Eraployer's e x i s t i n g 

Group Health Care Plan, and the ap p l i c a b l e r u l e s thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 

raaxiraura of 12 weeks, subject t o the terms of the Plan and any 

other a p p l i c a b l e p r o v i s i o n s of t h i s Agreeraent. Eraployees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terms of the 

Plan and i t s a p p l i c a b l e r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, employees raust raake a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terms of 

the Plan and i t s a p p l i c a b l e r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the form of which may include, but i s 

not l i m i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

coraraunication from the Eraployer or i t s insurance c a r r i e r , or 

sorae other s i r a i l a r advisory. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 
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The C i t y of Chicago and each C o a l i t i o n pnion (the 

"Parties") agree t o create maintain a J o i n t Labor Manageraent 

Cooperation•Coraraittee ("LMCC") pursuant t o applicabl e s t a t e and 

fed e r a l Law. The purpose of the LMCC i s to research and raake 

recoraraendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achievement of s i g n i f i c a n t and measurable savings in- the 

cost of eraployee health care during the term of t h i s Agreeraent. 

The Parties s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreement and Declaration of Trust ("Trust 

Agreeraent") contemporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 

of Chicago. Said Trust Agreement s h a l l be attached t o t h i s 

Agreeraent as Appendix C. 

Section 9.3 

The Trust Agreeraent s h a l l address, without l i r a i t a t i o n , the 

f o l l o w i n g : 

(a) Formation of a Coraraittee t o govern the LMCC c o n s i s t i n g 

of up to twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointraent by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreeraent. 
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(c) A u t h o r i t y of the LMCC to raake recoramendations and 

raodifieations i n the hea l t h plan expected t o r e s u l t i n savings 

and cost containment. 

(d) Establishraent of .a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of this A r t i c l e , an "eraployee" s h a l l mean a 

City eraployee represented by signatory labor organizations of 

th i s Agreeraent. A "Coalition Union" means signatories to thi s 

Agreement which have executed a c o l l e c t i v e bargaining agreeraent 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 

million (as calculated with respect to the Coalition Unions 

bargaining units) by 2020. The parties w i l l work through the 

LMCC to identify changes that w i l l r e s u l t i n the required 

savings. I f , prior to January 1, 2020, the parties have not 

reached agreement upon the proposed changes, each party w i l l 

soibmit i t s offer of proposed changes and the amount proposed to 

be reduced, including the methodology for estimating the value 

of the proposed changes, to a mutually agreed upon arbitrator, 

who w i l l be limited to selecting either the City's or Coalition 
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Unions' o f f e r . The o f f e r selected by the a r b i t r a t o r w i l l be 

bin d i n g on the p a r t i e s and on the LMCC. 

Section 9.6 

The C i t y agrees t o provide representatives from the 

C o a l i t i o n Unions i n f o r m a t i o n , such as,the claims experience from 

the C i t y r e t i r e e h e a l t h plans, and other r e l e v a n t 

d a t a / i n f o r m a t i o n so t h a t the C o a l i t i o n Unions can explore the 

f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own r e t i r e e , h e a l t h plan 

separate and independent from the Cit y ' s plans t h a t could cover 

c e r t a i n C i t y r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be 

provided w i l l i n c l u d e , b ut not be l i m i t e d t o , a census f o r the 

cur r e n t non-Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, 

coverage t i e r ( s i n g l e , couple, f a m i l y , e t c . ) , and z i p code o f 

residence, as w e l l as the claims i n f o r m a t i o n and enrollment 

counts f o r the l a s t three (3) years. The Unions agree t o execute 

any appropriate c o n f i d e n t i a l i t y agreements necessary f o r the 

release of such i n f o r m a t i o n . The p a r t i e s understand and agree 

t h a t the i d e n t i t y of any s p e c i f i c i n d i v i d u a l w i l l not be 

ascertainable from the i n f o r m a t i o n supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an employee's iraraediate far a i l y , 

such employee s h a l l be e n t i t l e d to a leave of absence up to a 

maximum of three consecutive days i n c l u d i n g the day of the 
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f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the States contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a raaxiraura of f i v e , consecutive 

days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such tirae as she/he i s 

required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed e i g h t hours per day) . S alaried 

eraployees s h a l l receive the leave of absence without a d d i t i o n a l 

corapensation. 

The eraployee's iraraediate faraily s h a l l be defined as: 

raother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, raother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, b r o t h e r - i n - l a w , grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the employee i s 

a court-appointed l e g a l guardian. The Employer raay, at i t s 

option, r e q u i r e the eraployee t o subrait s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

eraployee. 

Section 10.2 Mi l i t a r y Leave 

Any eraployee who i s a raeraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National • Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perforra other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 
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period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the eraployee 

deposits his/her railitary pay f o r a l l days corapensated by the 

Eraployer w i t h the C i t y Coraptroller. Any eraployee who i s a 

raeraber of the National Guard of the United States or of the 

State of I l l i n o i s and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed f i f t e e n (15) calendar 

days i n any calendar year, provided t h a t the employee deposits 

his/her railitary pay f o r a l l days corapensated by the Eraployer 

w i t h the C i t y Coraptroller. Any r e s e r v i s t c a l l e d f o r a c t i v e duty 

on or a f t e r September 11, 2001, s h a l l be e n t i t l e d t o f u l l s a l a ry 

and medical b e n e f i t s , provided t h a t paid leave s h a l l be 

conditioned upon payraent of railitary pay t o the Coraptroller. The 

r i g h t t o t h i s a d d i t i o n a l paid leave s h a l l a u t o r a a t i c a l l y 

terrainate upon terr a i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the eraployee's 

vacation or other leave b e n e f i t s . 

Section 10.3 Jury Duty Leave/Subpoena 

An eraployee who serves on a j u r y or' i s subject to a proper 

subpoena (except i f the eraployee i s a pa r t y to the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the terra of 

such absence, provided t h a t the eraployee deposits h i s or her 

j u r y duty pay w i t h the C i t y Coraptroller. 
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Section 10.4 Sick Leave 

Salaried—eraploycco—whe—ar^e—granted—paid—sick—leave—en— t h e 

execution of—this—Agrcoracnt—shall—continue—fee—rcccivo—fehe—sarae 

sick—leave provisiono—during—fehe—terra of t h i s Agreeraent,—se—long 

ae—he/ohe—cent i n u c o — f e e — v j o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w a - s 

receiving—oick—leave—afe—fehe—execution—ei—this—Agreeraent. This 

p r o v i s i o n — w i l l — n e t — a f f e c t — a n y — a c c u r a u l a t e d — s i c k — l e a v e — c r a p l o y c e o 

may—have—afe—fehe—execution—ei—this—Agreeraent. An—eraployee—shall 

have t h e — o p t i o n t o use—up t o — o i x dayo—ei—sick leave per year—ier^ 

fehe—illneoo—of an—iraraediate—faraily raeraber. 

Notwithotanding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and thereafter, said s a l a r i e d eraployees who receive paid sick 

tirae s h a l l accrue sick tirae at the rate of one (1) day for each 

raonth of eraployraent. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 

blood, step or half) , son or daughter (including blood, step or 

adopted), father-in-law, mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic partner or 

the domestic partner's mother, father, son or daughter 

(including blood, half, step or adopted), provided that the 

employee's domestic partner i s registered with the Department of 
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Hoiman Resources. In the event an eraployee experiences a serious 

health condition within the meaning of the Family Medical Leave 

A c t , i - s — h o s p i t a l i z e d , upon request of the eraployee, the Eraployer 

w i l l make a v a i l a b l e t o said employee up t o the f u l l amount of 

sic k tirae the employee would have accrued f o r the remainder of 

th a t calendar year as i f he/she were a c t i v e l y eraployed, i n order 

to cover the absence r e s u l t i n g frora the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n — a n d — r e c o v e r y . Upon his/her r e t u r n t o 

work, the employee w i l l begin t o accrue sick time w i t h the s t a r t 

of the next calendar year. The Eraployer reserves the r i g h t t o 

requi r e an eraployee t o provide docuraentation of the i l l n e s s i n 

question. 

Section 10.5 Duty D i s a b i l i t y Leave 

Any eraployee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

raail the i n i t i a l Duty D i s a b i l i t y payraent w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n frora the approving 

a u t h o r i t y . Subsequent payraent f o r e l i g i b l e employees w i l l be 

made twice a month. I f duty d i s a b i l i t y i s denied, and such 

de n i a l i s l a t e r reversed, the eraployee s h a l l be paid up t o date 

the araount the eraployee was e l i g i b l e to receive. Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r forraer job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the employee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 
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been l a i d o f f i f the eraployee had not been on a leave of 

absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreeraent. 

The Eraployer w i l l raail the i n i t i a l Duty D i s a b i l i t y payraent 

w i t h i n fourteen (14) days of the Eraployer's designated raedical 

o f f i c e r being advised by the eraployee or h i s physician of the 

occurrence of a j o b - r e l a t e d i n j u r y , provided t h a t there i s no 

dispute as t o the eraployee's entitleraent t o Duty D i s a b i l i t y . 

Section 10.6 Personal Leave 

Non-probationary employees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. 

S e n i o r i t y s h a l l accuraulate f o r employees on said leaves. 

Employees who r e t u r n frora said leave s h a l l be r e i n s t a t e d t o 

t h e i r forraer job c l a s s i f i c a t i o n s , i f the Eraployer deterraines i t 

i s vacant or i f i t i s then occupied by an eraployee w i t h lower 

s e n i o r i t y . I f the eraployee's former job i s not a v a i l a b l e 

because the employee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the eraployee raay exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service provisions of t h i s Agreeraent. 

Bargaining u n i t eraployees who have completed t h e i r f i r s t 12 

months of employraent and who have worked 1,250 hours i n the 

preceding 12 raonth period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and raedical leave f o r a period of up t o twelve (12) work weeks 
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during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an eraployee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placeraent w i t h the eraployee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) t o care f o r the eraployee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious h e a l t h c o n d i t i o n a f f e c t i n g the 

eraployee. 

Such leave s h a l l be without pay unless the eraployee 

deterraines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's health care coverage s h a l l be raaintained 

and paid f o r by the eraployer, as i f the eraployee was working and 

s e n i o r i t y s h a l l accrue. 

Any eraployee d e s i r i n g to take leave under t h i s Section 

s h a l l provide reasonable advance n o t i c e to the employer on a 

form provided by the employer, which form s h a l l be approved by 

the Union. Reasonable advance not i c e s h a l l be no less than ten 

(10) days; and where advance n o t i c e .cannot be provided, the 

eraployee s h a l l provide n o t i c e w i t h i n 48 hours a f t e r the eraployee 

i s able to do so. F a i l u r e t o provide the n o t i c e provided f o r i n 

t h i s Section s h a l l not a f f e c t the v a l i d i t y of the leave where 

the eraployer has a c t u a l n o t i c e . Except as raay be s p e c i f i c a l l y 

stated i n t h i s Agreement, employees s h a l l take leave provided 

f o r as permitted by the p r o v i s i o n s of the Family Medical Leave 
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Act, i n c l u d i n g i t s r u l e s and r e g u l a t i o n s . Employees s h a l l have 

a r i g h t t o r e t u r n t o t h e i r regular assignment and l o c a t i o n . 

Section 10.7 Medical Leaves 

Non-probationary employees s h a l l be granted medical leaves 

of absence upon request. Said raedical leaves of absence s h a l l 

be granted f o r up t o 3 raonths, provided said leaves s h a l l be 

renewable f o r l i k e 3-raonth periods. The eraployer raay request 

s a t i s f a c t o r y proof of medial leaves of absence. A f t e r the f i r s t 

year, such medical leaves s h a l l be extended i n up t o one-year 

segraents. Eraployees on raedical leaves of absence s h a l l r e t u r n 

t o work proraptly a f t e r t h e i r doctor releases them t o r e t u r n t o 

work. 

Employees who r e t u r n frora said raedical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former j o b / c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by ah employee of lower s e n i o r i t y . I n 

a d d i t i o n , the Eraployer w i l l r e t u r n an eraployee t o the sarae 

geographic l o c a t i o n of h i s or her previous job assignraent f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

eraployee's forraer job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the eraployee had not been on a leave 

of absence, the eraployee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject to l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s i n t h i s agreeraent. 

A f t e r one year on an approved medical leave of absence, 

employees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 
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release and who raeet the f o l l o w i n g continuous service 

requireraents s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g forraula: three (3) raonths of such reinstateraent 

r i g h t s f o r every year of service t o a raaxiraura of f i v e (5) years 

reinstateraent r i g h t s . 

An eraployee who does not raeet the above e l i g i b i l i t y 

requireraents and who returns t o work proraptly a f t e r his/her 

doctor's release a f t e r raore than one year on a medical leave of 

absence, s h a l l be returned to his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the eraployee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up t o one year. A f t e r one year, an eraployee 

on a raedical leave of absence s h a l l r e t a i n , but not accuraulate, 

s e n i o r i t y . 
Section 10.8 Union Leave 

The Eraployer s h a l l grant request f o r leaves of absence f o r 

up to 2 eraployees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

du r a t i o n of his/her appointraent t o the Union, provided 

reasonable advance noti c e i n w r i t i n g i s given t o the eraployer. 

While on such leave t o eraployee s h a l l not incur a break i n 

continuous service. An eraployee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 
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Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as eraployees who r e t u r n frora raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly e l e c t e d 

and/or appointed t o a Cit y / M u n i c i p a l Pension Fund ( i n c l u d i n g b u t 

not l i m i t e d t o the Municipal and Laborers' Funds) s h a l l be 

granted leave w i t h o u t loss of pay t o a t t e n d Pension Fund Trustee 

meetings t h a t take place d u r i n g t h e i r r e g u l a r l y scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing t o take p a i d p a r e n t a l leave must apply 

and be e l i g i b l e f o r Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e f o r FMLA leave i f he or she has been 

employed by the C i t y f o r a t l e a s t twelve (12) months before 

t a k i n g the leave and has worked a t l e a s t 1250 hours d u r i n g the 

12-month p e r i o d p r i o r t o the leave. E l i g i b l e employees may be 

granted the f o l l o w i n g p a i d p a r e n t a l leaves, i n conjunction w i t h 

and as p a r t of an approved FMLA leave: 

• Up t o fo u r (4) weeks p a i d m a t e r n i t y leave t o a b i r t h 

mother t o recover from a non-surgical d e l i v e r y ; or 

• Up t o s i x (6) weeks p a i d m a t e r n i t y leave t o a b i r t h 

mother t o recover from a C-section d e l i v e r y ; or 

• Up t o two (2) -weeks p a i d p a r e n t a l leave f o r the b i r t h 

o f a c h i l d or c h i l d r e n by an employee spouse or 

domestic p a r t n e r of the b i r t h mother; or 
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• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximoim amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 Disc i p l i n a r y Action 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded frora t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

applic a b l e . Notwithstanding the .foregoing, suspensions of 11 

days or more may be appealed to a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted frora a, discharge t o a 

suspension as a r e s u l t of decision of the ,Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure provisions herein and the 
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Personnel or Police Board appeals procedure are mutually 

exclusive,•and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any irapropriety or cause has the r i g h t to ask f o r and receive a 

Union representative . t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable tiraes anci' places and s h a l l not commence 

u n t i l the Union r e p r e s e n t a t i v e a r r i v e s , provided t h a t the 

Employer does not. have t o wait an unreasonable tirae and the 

Employer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An eraployee raay be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said eraployee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance n o t i c e of discharge, and 

has seven (7) days frora r e c e i p t of the n o t i c e t o appeal. I f the 

eraployee does not f i l e an appeal w i t h i n the seven (7) day 

period, the Eraployer may then remove the eraployee frora the 

p a y r o l l . I f the employee appeals the discharge, the Personnel 

Board s h a l l be requested t o set a hearing date w i t h i n the 30 day 

not i c e period, and the eraployee s h a l l reraain on the p a y r o l l f o r 

the f u l l n o t i c e period, except i f p r i o r t o corapletion of the 30 

day notice period (1) the Hearing O f f i c e r a f f i r r a s the discharge; 

or (2) the eraployee continues the discharge hearing; or (3) the 
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employee withdraws his/her appeal or otherwise engages i n 

conduct which delays the corapletion of the hearing. However, no 

event raay the eraployee require the Eraployer t o r e t a i n the 

employee on the p a y r o l l beyond the 30 day period. The Union 

s h a l l have the r i g h t t o have i t s representative present at 

e i t h e r of the Board(s) or grievance procedure, i n c l u d i n g 

a r b i t r a t i o n , and t o a c t i v e l y p a r t i c i p a t e . 

(c) The Eraployer w i t h i n i t s d i s c r e t i o n raay deterraine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

reprimand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the employee's p r i o r record. Such d i s c i p l i n e s h a l l 

be adrainistered as soon as p r a c t i c a l a f t e r the Eraployer has had 

a reasonable o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the raatter and 

conduct a raeeting w i t h the Union and eraployee. The Eraployer i s 

not o b l i g a t e d t o raeet w i t h the eraployee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable or 

emergency s i t u a t i o n s . 

Demotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be p a r t of an eraployee's d i s c i p l i n e . 

In cases of o r a l warnings, the supervisor s h a l l inforra the 

employee that she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's immediate supervisor s h a l l meet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 

the eraployee an o p p o r t u n i t y to answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the eraployee the naraes 
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of witnesses, i f any, and raake a v a i l a b l e copies of p e r t i n e n t 

docuraents the eraployee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Eraployer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

r e v e r s a l of the Eraployer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer t o pay back to the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the eraployee and 

the Union s h a l l be given, i n w r i t i n g , a stateraent of the reasons 

th e r e f o r e . The eraployee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, which s h a l l be placed i n the eraployee's f i l e . The 

eraployee s h a l l have the r i g h t t o raake a response i n w r i t i n g 

which s h a l l becorae p a r t of the eraployee's f i l e . 

Any record of d i s c i p l i n e raay be r e t a i n e d f o r a p eriod of 

tirae not t o exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-month period. I f an employee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the eraployee, the Eraployer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the eraployee, 

or i n the case of proraotions or t r a n s f e r s . 

I n any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Manageraent, the Eraployer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 30 
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days of the Eraployer being made aware of the alleged r u l e 

v i o l a t i o n . For the purposes of t h i s Section, the terra "non-

egregious offense" s h a l l not include i n d i c t a b l e c r i r a i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or -Police board i s 

reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the employee's reasonable attorney's fees 

which he or she has i n c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The eraployee s h a l l subrait a post-appeal fee 

p e t i t i o n t o the Employer, which s h a l l be supported by f u l l 

docuraentation of the work perforraed, the hours expended, and the 

rates paid by the eraployee. Should the p a r t i e s be unable t o 

agree on the proper araount of the fees t o be paid t o the 

eraployee, e i t h e r p a r t y raay r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s agreeraent. 

Section 11.2 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Soispension 

Step 1. Within f i v e (5) working days a f t e r an employee 

receives w r i t t e n n o t i c e of proposed d i s c i p l i n a r y a c t i o n . 
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i n c l u d i n g a suspension f o r ten (10) days or less which i s 

not appealable t o the Personnel or Police Board, or i n the 

case of suspensions of .11 or raore days which raay be 

appealed t o a r b i t r a t i o n i n l i e u of the Police or Personnel 

Board upon the w r i t t e n request of the Union, the Employer 

s h a l l conduct a meeting w i t h the Union and employee. 

D i s c i p l i n e s h a l l be administered as soon as possible a f t e r 

the eraployer has had a reasonable o p p o r t u n i t y t o f u r t h e r 

i n v e s t i g a t e the raatter as appropriate. I f d i s c i p l i n a r y 

a c t i o n i s taken a f t e r the raeeting or f u r t h e r i n v e s t i g a t i o n , 

the eraployee raay request i n w r i t i n g t o the department head 

f o r review of said d i s c i p l i n a r y a c t i o n on a form provided 

by the Employer. Said request f o r review s h a l l be i n 

w r i t i n g and subraitted w i t h i n three (3) working days or 

r e c e i p t of w r i t t e n n o t i c e of d i s c i p l i n e . Said review forra 

s h a l l be p r i n t e d on the back of or attached t o the n o t i c e 

or d i s c i p l i n e together w i t h i n s t r u c t i o n s f o r appeal. The 

f a i l u r e t o subrait a w r i t t e n request f o r review of 

d i s c i p l i n a r y a c t i o n w i t h i n (3) working days of r e c e i p t of 

not i c e of d i s c i p l i n a r y a c t i o n w i l l preclude the employee's 

r i g h t t o review. 

Step 2. Within three (3) working days or any mutually agreed 

upon extension a f t e r the department head or his/her 

designee receives the employee's request f o r review, the 

department head or designee s h a l l conduct a raeeting to 

review the suspension. F a i l u r e t o conduct said meeting i n 

three (3) days w i l l r e s u l t i n autoraatic advanceraent to Step 
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I l l and the Union s h a l l so n o t i f y the Eraployer. At the 

raeeting, the Departraent w i l l give the basis f o r i t s a c t i o n 

and the eraployee and Union re p r e s e n t a t i v e , i f any, w i l l be 

heard and provided the o p p o r t u n i t y t o ask questions. The 

departraent head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the raeeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreement or f a i l u r e t o decide and 

coraraunicate such decision w i l l r e s u l t i n autoraatic 

advanceraent t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the 

employee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held between the departraent head or 

designee and the employee and/or his/her Union 

representative t o discuss the r e s u l t s of the i n v e s t i g a t i o n . 

Said meeting s h a l l be conducted w i t h i n f i v e (5) working 

days of the close of the Step 2 raeeting, unless otherwise 

agreed by the p a r t i e s . The department head or designee 

s h a l l render a w r i t t e n decision w i t h i n two (2) working days 

of the second raeeting. A copy of such decision s h a l l be 

sent to the eraployee and the Union. I f the p a r t i e s f a i l to 

raeet w i t h i n f i v e (5) working days or a w r i t t e n decision i s 

not subraitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o m a t i c a l l y proceed t o Step 4 and the Union s h a l l so 

n o t i f y the Employer. Except where otherw.i.se i n d i c a t e d , the 

tirae l i r a i t s set f o r t h herein are to encourage the prompt 
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reviews of said d i s c i p l i n a r y action and f a i l u r e to comply 

with these tirae li r a i t s w i l l not affect the v a l i d i t y of the 

said d i s c i p l i n a r y action. This procedure s h a l l be the 

eraployee's exclusive reraedy for a l l said d i s c i p l i n a r y 

action, including suspension for ten (10) days or l e s s , or 

for suspensions of 11 days through 30 days which raay be 

appealed to arbitration in l i e u of the 'Personnel or Police 

Board upon the written request of the Union. 

Step 4. I f the raatter i s not settled in Steps 2 or 3, the 

Union raay subrait the raatter to arbitration under the terras 

of t h i s Agreeraent. The rules governing procedure for 

arbitration s h a l l be the sarae as in 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Eraployer and the Union or any of 

the eraployees of the Eraployer i t represents, a r i s i n g out of the 

circurastances or conditions of eraployraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 
i 

Eraployer. I t i s agreed t h a t the tirae l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or raatter not i n 

compliance therew i t h s h a l l be considered the subject of a 

grievance unless said tirae l i r a i t a t i o n s are extended by w r i t t e n 

agreeraent of both p a r t i e s t o t h i s Agreeraent. 
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F a i l u r e of the Employer t o answer a grievance w i t h i n the 

tirae l i r a i t s herein s h a l l perrait the Union t o advance the case t o 

the next step. The Union w i l l be inforraed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Departraent Head n o t i f y i n g 

him/her of advancement t o the next Step. 

Before a formal grievance i s i n i t i a t e d , the eraployee may 

discuss the raatter w i t h his/her iraraediate supervisor. I f the 

problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the forra t o be supplied by the Eraployer 

upon request, but i n the absence of such a form, 

eraployee or the Union may subrait the grievance i n 

l e t t e r forra, w i t h i n twelve working days of e i t h e r the 

eraployee or the Union having knowledge of the event 

which gives r i s e to the grievance. The eraployee or 

the Union w i l l i n d i c a t e what Section and part of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

reraedy, and subrait the grievance t o the employee's 

iraraediate supervisor. I t is,, understood t h a t i f the 

employee has knowledge of the grievance more than 
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twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Eraployer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the union i n ' w r i t i n g of the decisio n . 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

Representative and/or the eraployee s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g t o the Departraent 

Head or the Department Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

iraraediate supervisor. The narae of the Departraent 

Head's designee s h a l l be posted f o r eraployees i n areas 

where eraployee notices are norraally posted and 

subraitted t o the Union. F a i l u r e to post and so n o t i f y 

the Union w i l l perrait iraraediate advanceraent t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of noti c e of f a i l u r e t o post. 

B. The Departraent Head or the Departraent Head's designee 

s h a l l raeet w i t h the Union's rep r e s e n t a t i v e at l e a s t 

once each month t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

59 



step I I raeeting w i l l be f o r the Departraent and the 

Union, t o share relevant inforraation and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and atterapt t o araicably resolve as 

raany grievances as possible. The Departraent Head or 

the Departraent Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y to resolve grievances during the 

Step I I raeeting-.--. No grievances w i l l be discussed at 

raore than one Step I I raeeting, unless the C i t y and the 

Union rautually agree t h a t f u r t h e r raeeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Department Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days o f . t h e corapletion of the Step I I raeeting. 

The response t o the grievance s h a l l s t a t e the 

Departraent's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f statement of the f a c t s and 

reason (s) supporting t h a t positicsn. 
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D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved eraployee or 

eraployees. Grievances raay be withdrawn without 

p r e j u d i c e at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Employer raay request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days frora r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t raay be presented by a s i n g l e selected 

employee r e p r e s e n t a t i v e of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Eraployer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be raade a p p l i c a b l e t o a l l of the a f f e c t e d 

eraployees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

o b l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders o f 

supervisors of the Employer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous to the 

employee t h a t i t could cause death or serious p h y s i c a l 

harra. The Eraployer agrees t h a t by f o l l o w i n g 
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i n s t r u c t i o n s or orders the eraployee does not waive 

his/her r i g h t t o process h i s or her grievance. 

Refusal to f o l l o w i n s t r u c t i o n s or Order, s h a l l be 

cause f o r d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the raatter i s not s e t t l e d i n Step I I , the Union or the 

Eraployer, but not an i n d i v i d u a l eraployee or eraployees, may 

submit the dispute to a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e ' to. the designated representative from the 

Eraployer's operating department, w i t h copies of the request t o 

the designated law departraent r e p r e s e n t a t i v e and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s rautually raay 

agree, the Union s h a l l have the r i g h t t o convene a raeeting w i t h 

the Eraployer's designated representative i n an atterapt to 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the raatter to a r b i t r a t i o n . At such raeeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 
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event the p a r t i e s are unable at such meeting t o resolve the 

grievance, the Union and the Eraployer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

E i t h e r p a r t y raay subrait the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the r u l e s of' t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Eraployer and Union from rautually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s subraitted raust agree as a whole t o 

coraraencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those tirae l i r a i t s raust 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of time s h a l l 

not be disclosed to the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Employer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

require the production of p e r t i n e n t documents at the request of 

e i t h e r party. 

Each pa r t y s h a l l be responsible f o r compensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 
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borne by the par t y requesting the re p o r t e r unless the p a r t i e s 

agree t o share such costs. 

An a r b i t r a b l e matter raust involve the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreeraent or a docuraent incorporated by reference t h e r e t o . The 

provisions of t h i s Agreeraent and any other docuraent incorporated 

by reference s h a l l be the sole source of any r i g h t s which e i t h e r 

p a rty may assert i n a r b i t r a t i o n . Questions of a r b i t r a b i l i t y 

s h a l l be decided by the a r b i t r a t o r . The a r b i t r a t o r s h a l l have no 

power to araend, add t o , subtract from, or change the terras of 

t h i s Agreeraent, and s h a l l be authorized only t o i n t e r p r e t the 

e x i s t i n g p r o visions of t h i s Agreement and apply them t o the 

s p e c i f i c f a c t s of the grievance or dispute. The decision of the 

a r b i t r a t o r s h a l l be based wholly on the evidence and arguments 

presented t o hira by the p a r t i e s i n the presence of each other. 

No a r b i t r a t i o n hearing s h a l l be held unless both p a r t i e s are 

present. The decision of the a r b i t r a t o r s h a l l be f i n a l and 

binding on a l l p a r t i e s t o the dispute, i n c l u d i n g the eraployee or 

eraployees involved. Where tiraeliness i s i n dispute, i t s h a l l be 

decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a pr e l i r a i n a r y step of the grievance procedure, or 

which -would become moot due t o the length of time necessary to 
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exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , may be f i l e d at the option 

,of the Union at Step I I or Step I I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union may request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Eraployer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 

laws and rul e s issued pursuant t h e r e t o governing the 

disseraination of such raaterials. 

A Union r e p r e s e n t a t i v e , a g r i e v a n t , and Union steward w i l l 

be perraitted a reasonable araount of tirae without loss of pay 

during working hours to i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Departraent, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. 

The steward s h a l l n o t i f y his/her iraraediate supervisor f o r 

perraission to handle grievances on work tirae, i t being 

understood t h a t the operation of the Departraent takes precedence 

unless there i s an eraergency, but such perraission s h a l l not be 

denied unreasonably. A reasonable nuraber of employees may 

attend the raeeting without loss of pay; such meetings s h a l l be 
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set by mutual agreement by the Employer and the Union. Where 

the Employer d i r e c t s an employee t o report f o r a raeeting 

concerning a grievance at a tirae when the employee i s not 

scheduled t o work such tirae s h a l l be considered tirae worked. 

I f t h e r e • i s space a v a i l a b l e , the Eraployer, upon request of 

the Union representative, s h a l l provide the use o f a roora and 

telephone, to discuss the grievance, subject t o the Eraployer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Employer and the Union may rautually agree t o subrait any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually s e l e c t an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s . agreed t o subrait the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreeraent, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s to the dispute. 
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D. MANAGEMENT OF ARBITRATION DOCKET 

A representative frora the Eraployer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per raonth . f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disc i p l i n a r y Investigations 

Supplementing a l l r i g h t s and processes due employees 

covered by t h i s Agreeraent who raay be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

int e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The in t e r v i e w of the employee s h a l l be scheduled at a 

reasonable time, p r e f e r a b l y while the eraployee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The in t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the employee's l o c a t i o n of assignraent, 

normal departraent l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r to an i n t e r v i e w , the eraployee under 

i n v e s t i g a t i o n s h a l l be inforraed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

int e r v i e w e r and a l l persons present durincj the 

int e r v i e w . When a forraal stateraent i s being taken. 
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a l l questions d i r e c t e d t o the employee s h a l l be asked 

by and "through one i n t e r v i e w e r at a time. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s perraitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be inforraed of the nature of the raatters t o be 

discussed. 

F. An eraployee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent t o 

provide inforraation r e l a t i n g t o the raatter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreeraent, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the eraployee's a d m i n i s t r a t i v e r i g h t s , or 

the imp o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

stateraent the employee has raade. 

H. (1)' I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recomraendation f o r d i s c i p l i n e i s probable against the 

eraployee, said eraployee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r to the 

coraraenceraent of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i r a i n a l prosecution miay be probable 

against said employee, the p r o v i s i o n s of t h i s Section 
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s h a l l be i n a p p l i c a b l e and said employee w i l l be 

afforded his c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r t o the coraraenceraent of the 

i n t e r v i e w . An eraployee w i l l not be read his/her 

a d r a i n i s t r a t i v e and Miranda r i g h t s during the sarae 

i n t e r v i e w . 

I . At the request of the eraployee under i n v e s t i g a t i o n , an 

eraployee who may be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The eraployee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union repr e s e n t a t i o n 

before coraraenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e presentation 

can be obtained, provided the suspension i s not f o r an 

unreasonable tirae and the Eraployer does not have the 

i n t e r v i e w unduly delayed. 

J. The Eraployer s h a l l not corapel an eraployee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or^ t o be 

questioned by, any non-governraental agency r e l a t i n g t o 

any raatter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph exaraination s h a l l not be 

used against an eraployee i n any forum adverse to the 

eraployee's i n t e r e s t s . The Eraployer w i l l not require a 

polygraph exaraination i f i t i s i l l e g a l t o do so. I f 

an eraployee i s asked t o take a polygraph exaraination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r to 

the a d r a i n i s t r a t i o n of the exaraination. The r e s u l t s of 
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any polygraph examination s h a l l be known t o the 

employee w i t h i n one week. 

L. This Section s h a l l not apply to employee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the raedia during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Eraployer and the eraployee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y informed the raedia of the charges 

against the eraployee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e t o the media where the employee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

sarae forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or i n f o r m a t i o n i n c l u d i n g employee 

stateraents t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enuraerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Eraployer f o r any d i s c i p l i n a r y 

a c t i o n against the eraployee, or i n the case of 

promotions cjr t r a n s f e r s . 
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(2) (a) Notwithstanding the p r o v i s i o n s of paragraph 

N above, at the option of the Union, a claim t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section raay be r a i s e d i n a suppression hearing before 

a raeraber of the perraanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s o ption by 

n o t i f y i n g the eraployee's Departraent Head and the 

Eraployer's Law Departraent i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing p r o v i s i o n s of t h i s Agreeraent. The appeal 

s h a l l s p e c ify the p a r t i c u l a r c ontract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l suraraary of 

the conduct alleged t o have v i o l a t e d the Agreeraent. I t 

i s understood t h a t by e x e r c i s i n g t h i s o p t i o n , any and 

a l l time l i m i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s w i l l 

s e lect i n order of r o t a t i o n one of the three perraanent 

hearing panel raerabers who are chosen as f o l l o w s . To 

be e l i g i b l e f o r service on t h i s panel, raembers raust be 

w i l l i n g to convene a suppression hearing w i t h i n t h i r t y 

(30) days of r e c e i v i n g n o t i c e of his or her s e l e c t i o n . 
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To select the i n i t i a l panel, or should any meraber of 

the panel resign or be removed upon mutual agreeraent 

of the p a r t i e s during the l i f e of t h i s Agreeraent, the 

p a r t i e s w i l l raeet t o reach agreeraent on new panel 

raeraber who raust be an a r b i t r a t o r l i s t e d w i t h the 

Federal Mediation and C o n c i l i a t i o n Service. I f no 

agreeraent can be reached, the Eraployer w i l l request a 

panel ' of seven (7) a r b i t r a t o r s frora FMCS, a l l of whom 

raust be raerabers of the National Acaderay of 

A r b i t r a t o r s . Thereafter, the p a r t i e s w i l l raeet to 

s t r i k e naraes frora the l i s t , w i t h the Eraployer s t r i k i n g 

f i r s t , u n t i l one name remains, which person s h a l l be 

naraed t o the panel. 

2 (c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or a f such other tirae as the p a r t i e s raay 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i r a i t e d t o deterraining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the raerits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2(d) The panel meraber s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject to c o l l a t e r a l attack 
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i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

eraployee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the eraployee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

eraployee has been incarcerated f o r raore than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreeraent, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i r a i t e d t o 

sympathy s t r i k e s and s t r i k e s t o p r o t e c t union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 12.2 Union Ef f o r t s 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s t o 

prevent any acts forbidden i n t h i s A r t i c l e and t h a t i n the event 

any such acts take place or are engaged i n by any employee or 

group of eraployees i n the Union's bargaining u n i t , the Union 

f u r t h e r agrees i t w i l l use i t s best e f f o r t s t o cause an 

iraraediate cessation thereof. I f the Union immediately takes a l l 

necessary steps i n good f a i t h t o end any stoppages, s t r i k e s , 

p i c k e t i n g , i n t e n t i o n a l slowdown or suspension of work, 

i n c l u d i n g : (a) p u b l i c l y d i s c l a i m i n g -such a c t i o n as not c a l l e d or 

sanctioned by the Union, and (b) posting notices i n conspicuous 
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places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to immediately cease such a c t i v i t y , the Employer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 Right of Non-Association 

The Eraployer may terrainate the eraployraent of or otherwise 

d i s c i p l i n e any eraployee or eraployees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 No Lockout 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the terra of t h i s Agreement. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

frora the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-raonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n notice to the Employer and the Union during 

the f i f t e e n (15) day' period p r i o r to the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l indemnify, defend and hold the 

Employer harraless against any and a l l clairas, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g daraages, attorney's fees and 

court and other costs, th a t s h a l l a r i s e out of, or by reason of 
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action" taken or not taken by the. Eraployer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignraent furnished under any such p r o v i s i o n s or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union t o the Eraployer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to? the Union. 

Section 13.2 F a i r Share 

I t i s further agreed that 30 days after the l a t e r of the 

execution of the Agreeraent or the eraployee's date of hire, the 

Eraployer s h a l l deduct frora the earnings of eraployees who are not 

raerabers of the Union, a raonthly araount as c e r t i f i e d by the Union 

and s h a l l rerait such deductions to the Union at the sarae tirae 

that the dues check-off i s reraitted. I t i s understood that the 

amount of deductions from said non-raeraber bargaining unit 

eraployees w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract adrainistration and pursuing raatters 

affecting wages, hours and other conditions of eraployraent. 

Section 13.3 Right of Non-Association 
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Nothing in this Agreeraent s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of eraployees" based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are raerabers. 

Section 13.4 Condition of Employment 

Each eraployee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a raeraber of the Union, and each eraployee who becoraes a meraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employraent, raaintain 

his/her raerabership i n the Union during the terra of t h i s 

Agreeraent. 

Any present employee who i s not a raeraber of the Union 

s h a l l , as a c o n d i t i o n of employraent, be required to pay a f a i r 

share (not to^ exceed the araount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n . 

A l l employees h i r e d on . or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not raade a p p l i c a t i o n f o r raerabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreement or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n 

and pursuing matters a f f e c t i n g wages, hours and other conditions 

of employraent. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Eraployer w i l l n o t i f y the Union of any change i n job 

t i t l . e . I f the Eraployer makes any s u b s t a n t i a l change i n job 
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duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Employer changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Eraployer w i l l not perraanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the rautual 

agreeraent of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y perforraed by 

employees who are represented by the Union s h a l l continue t o be 

performed by said eraployees, except where non-unit eraployees 

have i n the past perforraed u n i t work, or i n eraergencies, t o 

t r a i n or i n s t r u c t eraployees, t o do. layout, deraonstration, 

experimental, or t e s t i n g d u t i e s , t o do t r o u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where eraployees 

do not report t o work because of vacations, or other absences or 

tardiness, or f o r personal reasons during the course of the day, 

or because a l l of the eraployees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o coraplete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not perform 

the work of said employees. For exaraple, i f a Machinist i s on 

vacation, a Pluraber s h a l l not be assigned - as a replaceraent 

Machinist. The Eraployer s h a l l not a r b i t r a r i l y extend the period 

of any eraergency beyond the need f o r t h a t eraergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n of t h i s Agreeraent i f the f o l l o w i n g 

functions are perforraed by members of management, regardless of 
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whether they are also performed by the bargaining unit: (a) crew 

assignment and scheduling; (b) work inspection; (c) dis.cipline; 

(d) ordering of equipment and raaterials from vendors. Nothing 

herein s h a l l deprive merabers of the bargaining unit of the right 

to perforra h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit eraployee for the purpose of 

replacing that person with a raeraber of raanageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

In the event t h a t the Union f i l e s a grievance claiming t h a t 

the Eraployer has v i o l a t e d the terras of t h i s Agreeraent by 

assigning c e r t a i n work to C i t y eraployees represented by another 

union, or where the Eraployer receives a grievance frora another 

union p r o t e s t i n g the assignraent of work t o eraployees covered 

under t h i s Agreeraent, the Eraployer s h a l l serve w r i t t e n n o t i c e to 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This notice s h a l l describe the nature of the 

work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the pro v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a f i n 

a d d i t i o n to the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the op p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and to present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 
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I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n 'and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claira against the Employer t h a t 

the reassignraent of the work i n dispute v i o l a t e s the Agreeraent 

of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

t o t h a t claira as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claira and to present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding deterraine t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer to comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Eraployer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e .11 of t h i s 

Agreeraent, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l select the a r b i t r a t o r . The Eraployer, the Union and the 

other a f f e c t e d union(s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 
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Agreeraent and of the c o l l e c t i v e bargaining agreeraent of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s to 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any time. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g t o deferred corapensation, s h a l l be 

afforded to a l l eraployees of the Eraployer without change during 

the terra of t h i s Agreeraent. 

The Employer w i l l make contributions, on a d o l l a r - f o r -

dollar basis, under a 401(a)Plan (or any s i m i l a r successor plan 

agreed to by Coalition Unions ) up to the maximoim t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the t o t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 
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that Coalition Unions can explore the f e a s i b i l i t y of 

establishing t h e i r own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s in the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-

Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes t o i n i t i a t e reasonable changes 

or a d d i t i o n s t o i t s ru l e s of conduct, which could subject. 

Employees t o d i s c i p l i n e , the Employer s h a l l t ransmit four (4) 

copies of the proposed changes or, a d d i t i o n s t o the Union. The 

Union w i l l consider the proposals, and upon request, the 

Eraployer w i l l raeet w i t h the Union w i t h i n twenty (20) calendar 

days of the r e c e i p t of the proposals t o receive the Union's 

coraraents. Absent an eraergency, the Eraployer w ^ i l l not impleraent 

i t s proposed changes or add i t i o n s u n t i l the Union has had a 

reasonable op p o r t u n i t y t o present i t s views and discuss the 

proposals wi t h the Employer. No such changes or a d d i t i o n s s h a l l 



be implemented without prior publication and notice to the 

affected Employees. 

Section 14.6 Safety 

(a) The Eraployer s h a l l provide a safe and h e a l t h f u l 

working environraent f o r eraployees covered by t h i s agreeraent 

i n c l u d i n g i n accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e , 

o.ccupational safety and health laws, and s h a l l raaintain i n good 

and safe working c o n d i t i o n a l l equipraent necessary f o r the safe 

and proper perforraance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t s a f ety 

comraittee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Eraployer. The purpose of the coraraittee 

s h a l l be t o discuss, examine and t o raake ' recoraraendations 

concerning occupational safety and health issues a f f e c t i n g 

eraployees. A l l recoraraendations of the coraraittee w i t h respect t o 

safety and health issues s h a l l be subraitted i n w r i t i n g to the 

appropriate Departraent Head with a copy t o the Union and the 

Di r e c t o r of Labor Relations. The Departraent Head s h a l l promptly 

issue a w r i t t e n response to the committee concerning the 

Department's views regarding the committee's recoraraendations. 

The p a r t i e s may decide, from tirae t o tirae, to r e f e r c e r t a i n 

safety issues and concerns to the personnel of the a f f e c t e d 

Department(s) responsible f o r safety raatters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 

safety personnel w i l l raeet and confer w i t h a r e p r e s e n t a t i v e of 
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the a f f e c t e d Union about such issues and report back t o the 

Coraraittee on any decisions or recoraraendations concerning thera. 

(c) The j o i n t s a f ety coraraittee s h a l l raeet at l e a s t once a 

raonth, or otherwise by rautual agreeraent. 

(d) The p a r t i e s agree and understand t h a t i f an employee 

i s faced w i t h an unsafe working con d i t i o n , ^ the employee i s 

required t o perforra the task i n question unless the eraployee's 

perforraance of an assigned task presented the strong l i k e l i h o o d 

of s u b j e c t i n g the eraployee t o irarainent danger of death or 

serious i n j u r y . I f the eraployee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perform t h a t task and 

expose hiraself t o t h a t dangerous c o n d i t i o n , the employee w i l l 

not be subject to d i s c i p l i n e . I n order t o avoid d i s c i p l i n e 

under t h i s paragraph, the c o n d i t i o n must be of such a nature 

t h a t a reasonable person, under the circurastances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and irarainent danger 

of death or serious i n j u r y . In a d d i t i o n , the eraployee raust also 

have sought frora the Eraployer, and have been unable t o ob t a i n , 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g t o perform the task 

i n question. 

Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimoim, the following information: 

• Payroll period 

• Payroll Noimber 

• Employee noimber 
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• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the safety and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

t o receive the i n f o r m a t i o n . -en—a raonthly basis—a bargaining u n i t 

report—ei—current—active—eraployees,—fehe—list—fee—include—erapioycc 

narae, acldrcss, s o c i a l — s e c u r i t y — n u r a b c r , t i t l e , p a y—schedule, 

g r a d e , — c u r r e n t — p e y — r a t e , — s t a t u s , — c o n t i n u o u o — s e r v i c e — d a t e , — t i r a e 

i n t i t l e , — d a t e of b i r t h , — r a c e and sex. 

The—Eraployer—shall—also—provide—fee—fehe—Union—en—a—raonthly 

basis a bargaining u n i t a c t i v i t y r e p o r t e i current a c t i v e 

o r a p l o y c c o — t h a t — w i l l — l i s t — C a r o c r — S e r v i c e — R c t i r e r a e n t o ; Career 

Sorvice Reoignationo; Career Service Discharges; Nen—Career 

Service '• Terrainations; Leaves e i Absence; Suspensions; 

Rcinotatcmento;—Reappointments;—Transfers—(change—ei—department 

end change e-f p a y r o l l ) ; Appointments (which also includco 

promotiono—and dcmotiono);—and—Deaths. 
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Each—month—fehe—Eraployer—will—provide—fee—fehe—Union—fehe 

current—raonth ' s — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d the—updated 

report—frora the previous raonth. 

Section 14.8 F i l l i n g of Permanent Vacancies 

The Eraployer s h a l l deterraine i f there i s a perraanent 

vacancy t o be f i l l e d and at any tirae before said vacancy i s 

f i l l e d whether or not said vacancy s h a l l be f i l l e d . 

Employees w i t h i n a departraent who desire a change i n s h i f t , 

day o f f group or work l o c a t i o n of t h e i r job assignraent s h a l l 

request such change i n w r i t i n g on the Eraployer's forra. When 

f i l l i n g a vacancy, the Eraployer s h a l l s e l e c t the most senior 

employee i n the job c l a s s i f i c a t i o n i n the department who has 

such a request on f i l e , provided the employee has the present 

a b i l i t y t o perform the required work without f u r t h e r t r a i n i n g . 

Eraployees may f i l e such requests i n Deceraber f o r the period 

beginning i n January and continuing through June of the 

f o l l o w i n g year and June f o r the period beginning i n July and 

continuing through Deceraber. Eraployees accepting a t r a n s f e r 

s h a l l be allowed one such t r a n s f e r only i n any s i x (6) raonth 

period. 

In the Departraent of Fleet A d r a i n i s t r a t i o n , newly h i r e d 

employees customarily are provided w i t h a t r a i n i n g period of up 

to s i x (6) raonths on the day s h i f t at the raain work l o c a t i o n . 

Upon s a t i s f a c t o r y corapletion of said t r a i n i n g period, the new 

eraployee raay be reassigned t o the s h i f t of another raore senior 
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eraployee who has a ti m e l y t r a n s f e r request on f i l e and who 

desires to t r a n s f e r to the new employee's assigned s h i f t . 

When f i l l i n g a Vacancy and there are no said employees who 

have requests on f i l e , the Employer .shall s e l e c t the eraployee i n 

the job c l a s s i f i c a t i o n i n the departraent from the r e c a l l or 

reinstateraent l i s t , i f any, i n accordance w i t h '' the r e c a l l 

procedures i n t h i s Agreeraent. 

Q u a l i f i e d bargaining u n i t eraployees s h a l l be given an equal 

opportunity t o b i d on jobs which are declared vacant by the 

Eraployer. The Employer w i l l post vacancies e l e c t r o n i c a l l y on 

the C i t y of Chicago CAREERS website. A copy of the p o s t i n g w i l l 

be provided t o the Union a t l e a s t 72 hours p r i o r t o the 

e l e c t r o n i c p o s t i n g . Said vacancies s h a l l be posted f o r f o u r t e e n 

(14) days on the CAREERS WEBSITE. The p o s t i n g s h a l l c o n t a i n a t 

l e a s t the f o l l o w i n g i n f o r m a t i o n : job t i t l e , q u a l i f i c a t i o n s , days 

o f f , s h i f t , hours, work l o c a t i o n , i f known, and the r a t e o f pay. 

The p o s t i n g s h a l l also i d e n t i f y the noimber of p o s i t i o n s t o be 

f i l l e d . I f the noimber t o be f i l l e d changes, the Employer s h a l l 

promptly n o t i f y the union. I n raaking. s e l e c t i o n s , the Eraployer 

give preference to eraployee applicants over non-eraployee 

appli c a n t s , unless the non-eraployee applicants have demonstrably 

greater s k i l l and a b i l i t y t o f u l f i l l the needs determined by the 

Eraployer. The Employer s h a l l select the most senior eraployee of 

those applying who has the greatest a b i l i t y t o f i l l the needs 

deterrained by the Eraployer. 



" A b i l i t y " s h a l l be deterrained by the Employer based upon 

performance evaluations, experience, t r a i n i n g , proven a b i l i t y 

and s i r a i l a r c r i t e r i a . 

" S e n i o r i t y " s h a l l raean f o r purposes of t h i s Section, the 

eraployee's continuous service i n any bargaining u n i t t i t l e (s) 

c i t y - w i d e . 

Prior to the commencement of the selection process, the 

employer w i l l provide the Union with a l i s t of q u a l i f i e d 

bidders. 

P r i o r t o n o t i f y i n g the successful b i d d e r / a p p l i c a n t , the 

Employer s h a l l give the Union a l i s t of bidders i d e n t i f y i n g , 

where a p p l i c a b l e , the successful bidder (s) .i Upon request, the 

Employer s h a l l schedule a meeting w i t h the Union t o review the 

s e l e c t i o n process, i n c l u d i n g the reasons f o r s e l e c t i o n and 

r e j e c t i o n of bidders. This meeting s h a l l i n clude a review and 

discussion of docoiments such as the r e f e r r a l l i s t , employment 

decis i o n form, h i r i n g i n f o r m a t i o n summary, and h i r i n g c r i t e r i a 

r a t i n g form. I f requested, the Employer w i l l f u r n i s h copies of 

such docoiments t o the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and i n f o r m a t i o n of the 

reason f o r non-selection .ihe—pooting—ei—a^^—Eraployor—deterrained 

permanent—vacancy—shall—be—en—bulletin—boards—at—each—Employor 

physical—site—in—the—departm.cnt—a-nd—other—appropriate—locations 

ae—determined—by—the—Employer . Said vacancy—shall—be—posted—fer 

14 days. 

The successful bidder f o r any jobs under t h i s Section s h a l l 

have an evaluation period, not to exceed s i x t y (60) days, t o 
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demonstrate t h a t he or she can perforra the job. I f the Eraployer 

has j u s t cause based upon the employee job performance at any 

tirae during t h a t period t h a t the successful bidder cannot 

perforra the job, then the successful bidder s h a l l be returned to 

the job he/she held j u s t p r i o r t o the awarding of the b i d , 

di s p l a c i n g , i f necessary, any eraployee who has been placed i n t o 

said job. 

Section 14.9 Balancing Work Force 

The Employer's raoveraent of eraployees frora one l o c a t i o n , 

s h i f t or day o f f schedule t o another s h a l l not be deemed a 

permanent vacancy i f there i s not a net increase i n the number 

of employees i n the a f f e c t e d c l a s s i f i c a t i o n ( s ) i n the a f f e c t e d 

l o c a t i o n s , s h i f t s , or day o f f schedule. 

I f the Employer intends t o reduce the number of eraployees 

i n a job c l a s s i f i c a t i o n at a l o c a t i o n , s h i f t or day o f f schedule 

and reassign them t o another l o c a t i o n , s h i f t or day o f f 

schedule, the Employer s h a l l seek volunteers araong the eraployees 

i n the a f f e c t e d job c l a s s i f i c a t i o n , provided t h a t the volunteers 

have the present a b i l i t y to perform the required work without 

f u r t h e r t r a i n i n g . 

I f there are raore volunteers than there are assignments, 

such reassignments s h a l l be made on the basis of s e n i o r i t y . I f 

•there are i n s u f f i c i e n t volunteers a v a i l a b l e , the Employer s h a l l 

reass.igns employees using reverse s e n i o r i t y provided the 
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eraployees have the present a b i l i t y to perforra the required work 

without further training. 

Section 14.10 Soibcontracting 

The Eraployer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or eraployer who 

i s not i n compliance w i t h the area standards e s t a b l i s h e d under 

and pursuant t o the formula used by the United States Department 

of Labor adrainistering the Davis-Bacon Act. Notice of any such 

c o n t r a c t i n g or subcontracting s h a l l be given t o the Union at 

l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The n o t i c e 

s h a l l be i n w r i t i n g and s h a l l contain the narae and address of 

the party who w i l l perforra the work, a d e s c r i p t i o n of the work 

to be performed and any other relevant data t o enable the Union 

to determine corapliance w i t h t h i s Section. In the event such 

pa r t y i s deterrained not t o be i n corapliance w i t h the said area 

standards, the Eraployer s h a l l w i t h h old payouts and s h a l l not 

contract or subcontract f u r t h e r w i t h any such p a r t y u n t i l the 

Union and the Eraployer receive a w r i t t e n and enforceable 

assurance of compliance. 

In the event t h a t the Employer deterraines t o subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

eraployees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Eraployer has declared to be vacant i n 

89 



the a f f e c t e d Departraent, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f eraployees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her t o perform 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor s h a l l raeet 

to discuss the eraployraent of employees subject to layoff. During 

that meeting the Eraployer w i l l request and urge that the sub

contractor hire l a i d off eraployees. 

Section 14.11 Automobile Reimbursement 

Eraployees who are required by the Eraployer t o use t h e i r own 

autoraobiles i n the performance of t h e i r job s h a l l receive 

mileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a maxiraura of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreeraent, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraura reiraburseraent w i l l 

increase to $350.00 per month. E f f e c t i v e February 1, 2008, the 

raaxiraum reimburseraent w i l l increase to $450.00 per month. 

E f f e c t i v e February 1, 2009, the raaxiraum reimburseraent w i l l 

increase to $550.00 per month. Thereafter, the maxiraura 

reimbursement w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 
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of the Consumer Price Index f o r A l l Urban Consuraers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increraent. Eraployees seeking raileage reiraburseraent 

must subrait t h a t request on a forra provided by the Eraployer. 

Payraent f o r mileage expenses w i l l be made on a raonthly basis. I n 

the event t h a t during the l i f e of t h i s Agreeraent. the Eraployer 

s h a l l irapleraent f o r any group of employees an autoraobile expense 

reiraburseraent prograra which i s raore favorable t o eraployees than 

the p r o v i s i o n s of t h i s paragraph, upon n o t i c e frora the Union, 

the Employer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new prograra t o eraployees 

covered by t h i s Agreeraent. 

Upon request by either party raade no e a r l i e r than 

January 1, 2010, the parties s h a l l raeet to discuss any proposed 

changes to this Section 1 4 . i i l 2 . 

Section 14.12 Detailing 

D e t a i l i n g i s the teraporary t r a n s f e r of an eraployee t o a 

work assignraent w i t h i n his/her job c l a s s i f i c a t i o n geographically 

reraoved frora the eraployee's normal work s i t e and/or t o a 

d i f f e r e n t s h i f t . 

Employees s h a l l not be d e t a i l e d f o r raore than s i x t y (60) 

days, unless the Eraployer gives advance w r i t t e n n o t i c e to the 

Union of i t s need to do so and confers w i t h the Union upon 

request. In any event, no such assignment may extend beyond one 
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hundred and eighty (180) days without the agreement of the 

p a r t i e s . 

The Employer s h a l l n o t i f y the eraployees of the requireraents 

f o r said d e t a i l i n g and s h a l l seek volunteers araong the eraployees 

who have the then present a b i l i t y t o perforra the work required 

without f u r t h e r t r a i n i n g . I f there are raore volunteers than 

there are assignraents, selections s h a l l be raade on the basis of 

s e n i o r i t y . I f there are i n s u f f i c i e n t volunteers, the Eraployer 

s h a l l assign the d e t a i l i n g by inverse s e n i o r i t y , s t a r t i n g w i t h 

the l e a s t senior f i r s t , and attempt to r o t a t e such assignments 

w i t h i n each calendar year. 

Thirty (30) days' advance notice of detailing s h a l l be 

given to the eraployees i f the need to d e t a i l i s known; 

otherwise, as soon as reasonably possible. 

Section 14.13 Bargaining Unit Seniority 

For the purposes of thi s Collective Bargaining Agreement, 

"Seniority" s h a l l mean an employees' continuous service i n any 

bargaining unit t i t l e ( s ) city-wide without suffering a break in 

service. 

Section 14.14 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee • has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 
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f o r a Fitness f o r Duty examination a t the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination t h a t the employee 

i s u n f i t f o r duty and the employee's ph y s i c i a n c e r t i f i e d t h a t 

the employee i s f i t f o r duty, the employee may e l e c t or Employer 

may r e q u i r e the employee, a t the Employer's sole expense, t o be 

soibject t o an independent medical examination ("IME") t o 

determine i f the employee i s f i t f o r duty. The Union s h a l l 

s e l e c t an examining independent ph y s i c i a n who w i l l conduct the 

IME from a l i s t of a t l e a s t three physicians w i t h the 

appropriate medical s p e c i a l t y who have s u c c e s s f u l l y completed 

the C i t y ' s procurement process and are on a l i s t of approved 

vendors. The determination of the independent ph y s i c i a n and the 

IME s h a l l be f i n a l and b i n d i n g . The Employee s h a l l execute a l l 

HIPAA waivers and other forms necessary i n order t o permi t 

access t o a l l medical records r e l a t e d t o his/her c o n d i t i o n , and 

the C i t y s h a l l agree t o secure and maintain the c o n f i d e n t i a l 

nature of a l l medical records obtained through the process. 

ARTICLE 15 
LAYOFFS/RECALL 

Section 15.1 Layoffs/Recall 

Probationary employees w i t h raore than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior employee 

i n the affecteci job c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t . 
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provided the a b i l i t y , q u a l i f i c a t i o n s to perforra the required 

work, and--• the employee's job performance are equal araong the 

other employees i n the job. " S e n i o r i t y " s h a l l raean, f o r 

purposes of t h i s Section, the eraployee's continuous service i n 

any bargaining u n i t t i t l e ( s ) c i t y - w i d e . 

A l a i d - o f f eraployee may displace (burap) the l e a s t senior 

eraployee, i f any, i n the most recent lower job t i t l e the 

eraployee t o be l a i d o f f has held, provided the eraployee t o be 

l a i d o f f has the then present a b i l i t y t o perforra the job t o the 

Eraployer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Eraployees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

In the event any e-f—fehe- p r o v i s i o n e of t h i s Agreeraent 

s h a l l be or become i n v a l i d or unenforceable by reason of any 

f i n a l and b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or 

State Law or Local Ordinance now e x i s t i n g or' h e r e i n a f t e r 

enacted, such i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t 

the reraainder of the provisions hereof, which s h a l l remain i n 

f u l l f o r c e and e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n 

s h a l l be subject t o r e - n e g o t i a t i o n by the P a r t i e s w i t h i n a 

reasonable p e r i o d of time . ihe—parties—agree—fee—meet—ar^d—adopt 

revised provisions which would be i n conforraity w i t h the law. 
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ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Eraployer i n w r i t i n g , of the naraes 

of the Stewards i n each departraent or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Employer promptly of any changes. 

Stewards w i l l be permitted to handle and process grievances 

r e f e r r e d by employees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of time, 

or unreasonably i n t e r r u p t the work of employees. Stewards s h a l l 

n o t i f y t h e i r immediate supervisors i n advance of t h e i r i n t e n t i o n 

t o handle and process grievances. Supervisors raay not 

unreasonably withhold perraission t o the stewards t o engage i n 

such a c t i v i t i e s . 

Eraployees acting as Union Stewards s h a l l not be 

discrirainated against nor be transferred' frora their job 

c l a s s i f i c a t i o n s or departraents because of their a c t i v i t i e s on 

behalf of the Union. Any transfers of Union Stewards frora their 

job c l a s s i f i c a t i o n s or departraents, other than in an eraergency, 

w i l l be discussed with the Union in advance of any such 

transfers. '' 

Section 17.2 Union Rights 

The Union s h a l l have the r i g h t and r e s p o n s i b i l i t y t o 

represent the i n t e r e s t s of a l l eraployees i n the Unit, t o present 

i t s views to the C i t y on raatters of concern, e i t h e r o r a l l y or i n 

w r i t i n g , and to consult and be consulted w i t h , i n respect to the 
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forraulation, developraent and irapleraentation of p o l i c i e s and 

prograras affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be ' permitted 

during norraal working hours, t o enter Eraployer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which eraployees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not to i n t e r f e r e w i t h normal operations. The 

Employer may .be able to change or set rules of access, provided, 
1 

t h a t any change i n current p r a c t i c e s raust be reasonable and 

subject to the grievance procedure. 
ARTICLE 18 

DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services to i t s c i t i z e n s i n a safe and economic raanner. The 

pa r t i e s to t h i s Agreement recognize th a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the hea l t h and 

safety of eraployees, as w e l l t h e i r raorale'and p r o d u c t i v i t y , a l l 

of which creates an undue burden on the persons which the C i t y 

and the eraployees covered by t h i s Agreeraent serve. Furtherraore, 

the econoraic cost of pr o v i d i n g health care services to eraployees 

who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 
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The Eraployer and the Union raaintain a strong coraraitraent t o 

p r o t e c t people and property, and to provide a safe working 

environraent. To t h i s end, the eraployer has also established i t s 

conf id e n - t i a l Eraployee Assistance Prograra f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreeraent urge eraployees who have such 

problems t o u t i l i z e the Program's services. 

To raaintain a workplace which provides a safe and healthy 

work environraent for a l l employees, the following drug and 

alcohol program i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

eraployee on the job or the preraises of the Employer. 

(c) Eraployer Preraises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Eraployer as job s i t e s or work 

lo c a t i o n s and over which the Employer has a u t h o r i t y as eraployer. 

(d) Eraployee: a l l persons covered by t h i s Agreeraent. 

(e) Accident: an event r e s u l t i n g i n i n j u r y to a person 

r e q u i r i n g raedical a t t e n t i o n or causing s i g n i f i c a n t daraage t o 

property t o which an eraployee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

eraployee, i n c l u d i n g but not l i m i t e d to noticeable imbalance. 
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incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s to conclude t h a t the employee i s under 

the influence of drugs and/or a l c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or p h ysical irapairraent due to the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body coraponent 

saraple, whether by blood, breath, urine, or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

raeasuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolize thereof. 

Section 18.3 Disciplinary Action 

(a) A l l eraployees must report t o work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable them t o perforra t h e i r jobs i n a safe 

raanner. Further, eraployees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d iteras or substances on or at the Eraployer's 

preraises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an eraployee i s under the influence of a p r o h i b i t e d substance, 

the Eraployer s h a l l have the r i g h t t o subject t h a t eraployee t o a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

employee may be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the eraployee s h a l l be r e i n s t a t e d . In a l l other cases, the 

Eraployer -w i l l terminate a l l employees who: 
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( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse to cooperate w i t h t e s t i n g procedures; 

( i i i ) are found to-^be under the i n f l u e n c e of drugs 

or alcohol while on duty and on the 

Employer's premises; 

( i v ) are \found possession of a l c o h o l , drugs or 

drug paraphernalia, or are found s e l l i n g or 

d i s t r i b u t i n g drugs or drug paraphernalia, on 

the Eraployer's preraises. 

(c) A l l adverse eraployraent action taken against an 

employee under this program s h a l l be subject to the grievance 

and arbitration procedures of t h i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Eraployer raay re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t raay be adrainistered i n the event t h a t 

two supervisors have reasonable cause t o 

believe t h a t an employee has reported t o 

work under the i n f l u e n c e of or i s at work 

under the i n f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t may be required i f an eraployee i s 

involved i n a workplace accident or 

f i g h t i n g ; 

( i i i ) a t e s t raay be required as part of a f o l l o w -

up t o counseling or r e h a b i l i t a t i o n f o r 

substance abuse f o r up to a one year period. 
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(b) Eraployees to be tested w i l l be required t o sign a 

consent forra and chain of custody forra, assuring proper 

docuraentation and accuracy. • I f an employee refuses t o sign a 

consent form a u t h o r i z i n g the t e s t , he or she w i l l be' subject t o 

terr a i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and raay consist of e i t h e r blood or urine t e s t s , or both. 

The Eraployer reserves the r i g h t to u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alcohol, i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g prograras, dated A p r i l 11, 1988 and as may 

be amended hereafter by the relevant agency of the Department of 

Health and Huraan Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s for' drugs set f o r t h i n the NIDA 

guidelines (and as they raay be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively e s t a b l i s h t h a t the te s t e d 

eraployee was under the influence of drugs. 

(f ) I n i t i a l and confirraatory (or breathalyzer) t e s t 

r e s u l t s which raeet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h .that, the tested 

eraployee was under the infl u e n c e of alcohol. 
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(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Eraployer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Coraraissioner of Personnel or h i s designee i n the raanner t o be 

prescribed by the Coraraissioner. The app l i c a n t or incurabent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Coraraissioner w i l l inforra the app l i c a b l e departraent head of any 

eraployee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood saraples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as to allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

means f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 

rete s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Coramissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said saraple t o the 

second la b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t saraple, or t o preserve such sample, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the reraoval from 

e l i g i b i l i t y of an applicant of personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No la b o r a t o r y repo r t o.r t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are part of a 

personnel a c f i o n under t h i s program, but s h a l l be placed i n a 

spec i a l locked f i l e raaintained by the Coraraissioner of Personnel, 
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except as such d i s c l o s u r e raay be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Eraployees are encouraged to seek help f o r a drug or alcohol 

problera before i t d e t e r i o r a t e s i n t o d i s c i p l i n a r y raatter and raay 

p a r t i c i p a t e i f they wish i n the vol u n t a r y Eraployee Assistance 

Prograra. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i m i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

and t r a i n i n g programs and to provide expanded post-

apprenticeship and t r a i n i n g eraployraent o p p o r t u n i t i e s f o r such 

graduates. In conjunction w i t h the e.xecution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreeraent w i t h the C i t y of 

Chicago, the Parties s h a l l enter i n t o a supplemental raeraorandura 

of understanding regarding the s t r u c t u r e , implementation. 

102 



monitoring and enforceraent of th i s I n i t i a t i v e . Said raeraorandura 

s h a l l be attached to this Agreeraent as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coraraitraent by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or forraer students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreeraent. 

b. A coraraitraent by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g prograras. I n p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

prograras and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g prograras as appropriate; and t o expand post-

apprenticeship and t r a i n i n g employraent o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure that the p a r t i e s take 
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appropriate steps t o f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and suppleraental raeraorandura attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terras of t h i s Agreeraent s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate to secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t from said date to June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f frora year t o 

year unless at le a s t 60 days and not raore than 120 days p r i o r to 

the terraination date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M ail, r e t u r n r e c e i p t 

requested, of a desire to amend, add t o , subtract frora, or 

terrainate t h i s Agreeraent. 

In the event such notice of a desire t o amend, add t o , or 

subtract frora the terras of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 

n e g o t iations concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreeraent before the 30th day of June 

f o l l o w i n g the date on -which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 
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t o extend t h i s Agreeraent. The notices r e f e r r e d t o s h a l l be 

considered to have been given as of the date shown on the 

postraark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of no t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e contract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h 

respect t o a l l matters subject to c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such raatter raay not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

tirae t h i s Agreement was negotiated or signed. 

I n the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l - vacation, holiday or other paid time o f f , or 

volun t a r y unpaid tirae o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

agreeraent, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

employees covered by t h i s Agreement. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be e f f e c t i v e from the date upon which 

i t i s r a t i f i e d by the C i t y Council of the C i t y of Chicago, but 
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no e a r l i e r than July 1, 2007 2017, and s h a l l reraain in effect 

through 11:59 p.ra. on June 30, S ^ i ^ 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreeraent i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the applicable l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care prograra raandating-.. s i g n i f i c a n t changes 

i n h ealth insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the terra of t h i s Agreement; 

2. The lack of achievement of h e a l t h care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishraent and a d r a i n i s t r a t i o n 

of the Labor-Manageraent Cooperation Coraraittee on 

h e a l t h care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

that w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as raeasured by a 

p r o j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no raore than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared to health care costs i n F i s c a l 
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Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as stat e d i n • subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase frora exceeding 8% as measured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y raay e l e c t to reopen ne g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Coraposition of the'LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party—reserves—fehe—r.ight—fee—reopen—this 

Agrocraent—in—order—t-e—negot iato—fehe—Health—P .1 a n—S r e f e — f o r t h — i n 
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A r t i c l e — 9 — n e — l a t e r — t h a n — J u n e 30,—2011—and—Juno—20- ,—2015,—er—in 

fe-he—event—the C i t y of Chicago—ie—awarded the—2016 Olyrapic Games, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

either party to this Agreement has thirty. (30) days to notify 

the other party of i t s intent to reopen thi s Agreement in order 

to negotiate the Health Plan set forth in A r t i c l e 9. Should 

either party elect to reopen negotiations pursuant to th i s 

provision, i t s h a l l subrait written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreeraent on the A r t i c l e . I f the parties f a i l to reach 

agreeraent at the conclusion of that ninety (90) day period,, each 

party reserves the right to reopen the entire Agreeraent. 

Non-Prevailing Wage Rate Reopener 

Four-Yoar: This—Agreeraent—m a y—be—reopened—fee—further 

negotiate—fehe—non-prevailing—wage—rates—governing—fehe—occond 

five year fee^m (07/01/2012 fee 06/30/2017) under—Article 4-r 

Section 4.4, in— f e h e — e v e n t th a t (-â  fehe—C i t y — n o t i f i e s — f e h e 

C o a l i t i o n — t h a t — i t — h a - s — n e t — r e a c h e d — a — s u c c e s s o r — a g r c o r a c n t — f e e — a 

t h e n — c u r r e n t — . f o u r - y e a r — a g r o c r a e n t — e . x p i r i n g — e n June 3-0-7 2011 
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regarding an across-the-board—percentage increase f e r other 

u n i o n i z e d — c r a p l o y c e o — i n — n o n - p r o v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the "Mc Too Clause" by March 31,—2012; or— { h ^—fehe 

C o a l i t i o n — n o t i f i e s — f e h e — C i t y — e i — i t s ' intent—fee—tcrrainato—fehe—^^^4e 

Too Clauoc" by March 31, 2012. 

Fivo-Year: This—Agreeraent—m a y—be—reopened—fee—further 

negotiate—fehe—non-provailing—wage—rates—governing—feite—second 

five-year—fee^m^ (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4.4, i n — f e h e — o v c n t — t h a t (-a-) fehe—City—notifies—fehe 

Coalit ion—that—ife—ha-s—nefe—reached—a—successor—agreement—fee—a 

t h e n — c u r r e n t — f i v e - y e a r — a g r c c m o n t — e x p i r i n g — e n — J u n e — 2 0 - , 2012 

re g a r d i n g — a n — a c r o s s - t h e - b o a r d — p e r c e n t a g e — i n c r e a s e f e r — o t h e r 

unionized—eraployees—in—non-prevailing v^^agc—rate—classifications 

defined i n the "Mc Too Clauoo" by October 31,—2 0 1 2 ; — e r — — f e h e 

Coa l i t i o n — n o t i f i e s — f e h e — C i t y — e i — i f e e — i n t e n t — f e e — t e r r a i n a t e — f e h e — ^ ^ M e 

Too Clauoc" by October 31, 2012. 

ii— a n y—ene—ef—fehe—foregoing—cvento—occuro, e i t h e r — p a r t y — f e e 

t h i o Agrooracnt—ha-s—thirty—(^-0^—days—to n o t i f y the—other p a r t y of 

ifee — i n t e n t — f e e — r e o p e n — t h i o — A g r e e m e n t — i n — o r d e r — f e e — n e g o t i a t e — t h e 

non-prevailing—wage—rates—governing—fehe—second—five—year—terra 

(07/01/2012 t o 06/30/2017)—set f o r t h i n A r t i c l e ^,—Section 4.'I. 

S h o u l d — e i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n e g o t i a t i o n o — p u r o u a n t — f e e 

t h i s — p r o v i s i o n , i - t — s h a l l — s u b r a i t — w r i t t e n — n o t i c e — t e — f e h e — o t h e r 

party—and—the—City—shall—nefe—be—obligated—t-e—make—fehe—wa-ge 
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ad j u o t r a c n t s — s e f e — f o r t h — i n — A r t i c l e — 4 - 7 — S e c t i o n — 4 . 4 . Thereafter, 

fehe part ico have ninety (-9-0-) days w i t h i n which fee reach 

a g r o c r a e n t — e n — f e h e — A r t i c l e . i i — f e h e — p a r t i e s f a i l fee—roach 

agrcoracnt—afe—fehe—conclusion of—that—ninety—(-9#^—day period,—each 

party reserves—fehe—right—fee—reopen the entire Agreeraent. 

Other Reopener 

I n the event of an eraergency, cataclysraic event or other 

s i r a i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t to reopen the e n t i r e Agreeraent. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed t h i s docuraent as . of 

the day of , 2018. 

CITY OF CHICAGO INTERNATIONAL ASSOCIATON OF 

MACHINISTS AND AEROSPACE 
WORKERS - LOCAL 126 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 
LMCC REFERRAL 

Agree to the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and Tra i n i n g Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Management Cooperation Coraraittee established 

under A r t i c l e 9 t o explore and recoraraend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governraental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and Tr a i n i n g Prograra I n i t i a t i v e , i n c l u d i n g , but 

not l i r a i t e d t o : 

a. A raulti-project labor agreeraent. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o n t r actors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the raaxiraura nuraber of apprentices on the p r o j e c t as 

perraitted under the terras and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreeraent(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors perforraing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship prograra r e g i s t e r e d w i t h 
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the U.S. Departraent of Labor's Bureau of Apprenticeship and 

Tr a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r to t h i s Agreeraent: 

The C i t y and C o a l i t i o n agree to d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive h e a l t h care raodel and w i l l r e s u l t i n 

design iraproveraents, cost containraent or savings, i n c l u d i n g but 

not l i r a i t e d t o the f o l l o w i n g areas: 

Expanded Disease Manageraent Prograra 

HRA and Bio-raetric Screening 

Health Fairs 

Weight Manageraent Prograra 

Iraaging Review Service 

Li f e t i r a e Maxiraura 

Subscriber Share f o r Hospital B i l l s and Co-insurance 

Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 

Comprehensive Coraraunication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree to the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches to r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Memorandum of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending 

Section 3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the 

four 10-hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive some or a l l of the monetary 

raake whole remedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order t o conclude negotiations at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreeraent w i t h the C i t y t o waive 

sorae or a l l of the raonetary raake whole reraedies. U n t i l such an 

agreeraent i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be ob l i g a t e d to irapleraent the monetary make whole 

remedies i n the Award. In a d d i t i o n , i f such an agreement i s not 
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reached by December 1, 2007, the p a r t i e s s h a l l subrait the issues 

of the Unions' proposed araendraent t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach to the four 10-hour workweek and the 

City's proposed r e l i e f frora the monetary raake whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

PAINTERS' DISTRICT COUNCIL NO. 14 

AGREEMENT 

This Agreeraent i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and Painters' D i s t r i c t Council No. 14 

(h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose of 

e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages, and other terms and 

cond i t i o n s • of employment f o r the employees represented by the 

Union. 

In r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Eraployer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l eraployees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Autoraotive Painter 

Automotive Painter (Sub-Foreman) 

General Foreman of Painters 

Painter 

Painter (Sub-Foreraan) 

Foreraan of Painters 

The Union i s authorized to bargain c o l l e c t i v e l y f o r such 

eraployees w i t h respect t o rates of pay, wages, hours and other 

terms and conditions of eraployraent. The term "eraployee" as used 
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herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y to' and are e x c l u s i v e l y vested i n 

the Employer, except only as they raay be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreeraent. Araong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

.matters concerning or r e l a t e d t o the raanageraent of the 

Employer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or raaterial changes i n 

duties or o r g a n i z a t i o n of the Eraployer's operations, or other 

econoraic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o raake and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o raaintain order and e f f i c i e n c y ; to schedule 

the hours of work; t o deterraine the services, processes, and 

extent of the Eraployer's operation, the types and q u a n t i t i e s of 

raachinery, equipraent and raaterials to be used, the nature, 

extent, d u r a t i o n , character and raethod of operation, i n c l u d i n g 

(but not l i r a i t e d to) the r i g h t to contract out or subcontract; 

the r i g h t t o deterraine the nuraber of eraployees and how they 

s h a l l be eraployed, and the q u a l i t y and q u a n t i t y of workraanship 

and work required to insure raaxiraura e f f i c i e n c y of operations; 
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t o e s t a b l i s h and enforce f a i r production standards; and t o 

deterraine the size, number and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the provisions of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n . t h e Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreeraent. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Eraployer to 

insure equal eraployraent opportunities as required by law in a l l 

aspects of the Eraployer's personnel p o l i c i e s , and nothing in 

thi s Agreement s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that th i s A r t i c l e 

s h a l l neither, affect nor be interpreted to adversely effect the 

seniority provisions of this Agreement. 

Section 3.2 No Discrimination 

Neither "the Eraployer nor the Union s h a l l discriminate 

against any employee covered by this Agreement in a raanner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, raarital status, raental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 

Grievances by eraployees alleging violations of. this A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

this Agreeraent, but s h a l l not be subject to arbitration unless 

rautually agreed by the parties. 

Section 3.4 Reasonable Accommodation 



In the event the Eraployer s h a l l be required t o raake a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") to the d i s a b i l i t y of an applicant or incurabent 

employee t h a t may be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreement, the Eraployer s h a l l b r i n g t h i s raatter t o 

the a t t e n t i o n of the union. The provisions of A r t i c l e 3.4 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Eraployer's o b l i g a t i o n s under the ADA and t h i s 

Agreeraent and the eraployee's r i g h t s under t h i s Agreeraent, 

provided t h a t no incurabent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

Effective • July 1, 20-0-17, employees covered by th i s 

Agreement s h a l l continue to receive the hourly rate being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing sirailar kinds of work in 

Cook County pursuant to the forraula currently used by the United 

States Departraent of Labor in adrainistering the Davis-Bacon Act 

as currently being paid to said eraployees as set forth in 

Appendix A appended to and made a part of this Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning in 20-0-17, through the period ending June 30, 20h2-22, 

the wage ra t e r e f e r r e d to i n the immediately preceding section 

s h a l l be adjusted to r e f l e c t the hourly wage rates e f f e c t i v e on 
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such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i r a i l a r work i n Cook County pursuant to the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Eraployer adjust said 

wage rates more than one time i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—First—Five-
Yoaro of thia Agreement (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustments below f o r a l l employees who are i n non- p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year I-H 

• Effective 07/01/2007 1% 01/01/2018 - 2.00% 

• Effective 01/01/2008 2.2 5°o 01/01/2019 - 2.25% 

Year 2: i 

• Effective 01/01/2009 —2-^ 01/01/2020 - 2.00% 

Year 3: 

• Effective 01/01/2 0 1 0 — 0 1 / 0 1 / 2 0 2 1 - 2.25% 

Year 4: 

• Effective 01/01/2011 3.25°o 01/01/2022 - 2.00% 

Year 5^ 

• — E f f e c t i v e 01/01/2012 3̂ -&% 
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Section—4-^r-4 Non-Prevailing—Wage—Rates—Governing—Second—Fivo-
Yoar Torm (07/01/2012 to 06/30/2017) 

E f f e c t i v e — t h e — f ollovi?ing—dates, the—City—will—make—fehe—wage 

adj u o t r a c n t s — b c l o v j — f - e r — a i i — c r a p l o y o o o — w h e — a r ^ — i n — n o n - p r e v a i l i n g 

r a t e — c l a o s i f i c a t i o n o — a n d vjho—a^e—cither on the payroll—a-s—ei—fehe 

e f f e c t i v e date or on l a y - o f f v/ith r e c a l l r i g h t o : 

¥e;ê -€̂  

•—Effective 01/01/2013 2%-

Year 7: 

•—Effective 01/01/2014 2^ 

Year 8: 

•—Effective 01/01/2015 2% 

Year 9: 

•—Effective 01/01/2016 2^ 

Year 10: 

•—Effective 01/01/2017 2^ 

"Me Too" Clause: I f a raajority of C i t y unionized eraployees 

i n non-prevailing wage rate c l a s s i f i c a t i o n s * " * receive an across-

the-board percentage increase i n t h e i r regular base rate of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreeraent s h a l l have t h e i r wage adjustraent set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the 'higher across-the-board percentage increase i n 



any such year. S i r a i l a r l y , i f a raajority of C i t y unionized 

eraployees i n non-prevailing wage rate c l a s s i f i c a t i o n s * * receive 

a lump sum payment i n any contract year, employees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement•shall 

receive the same lurap sura payraent i n any such year. The p a r t i e s 

agree t o confer regarding the t i r a i n g , araount and irapleraentation 

of any wage adjustraent or lurap sura payraent under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Departraent 

and uniformed raembers of the Chicago Fire Department. 

Section 4,4 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected employees who, as of Auguot—2-?—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal employees who 

are e l i g i b l e for rehire, or are forraer eraployees who r e t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the City Council, inclusive. 

Section 4.5 Payment of Wages 

(a) A l l regular base wages w i l l be paid tO' eraployees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtirae or 

preraium pay s h a l l be paid t o employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 
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period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an eraployee's pay check, at the tirae s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtirae and/or premium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the eraployee proraptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l subrait a p a y r o l l 

dispute t o the Departraent tiraekeeper on the "Employee 

P a y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's subraission of such Forra s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Departraent concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the araount 

i n question exceeds $100.00, the Department w i l l submit a 

supplemental p a y r o l l to the Coraptroller to cover the 

shortage,- and w i l l issue the eraployee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the eraployee's 

coraplaint. Shortages less than $100.00 w i l l be added t o 

the eraployee's next regular pay check. 

(c) Should an employee not receive t h i s suppleraental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 
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check/deposit advice d e l i v e r y date period, the Eraployer 

w i l l pay t o the eraployee the sum of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i r a i t e d t o duty d i s a b i l i t y ) , overtime 

earned under the City's emergency snow reraoval prograra, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded frora the provisions of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect t o the payments r e f e r r e d t o i n • t h i s paragraph 

which raay be contained elsewhere i n t h i s Agreeraent. 

(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

forra a Labor Manageraent Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's raerabers of the Coraraittee w i l l 

c onsist of representatives frora the Departraent of 

Personnel, the O f f i c e of Budget and Manageraent, the 

Coraptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l s e l e c t four (4) 

representatives t o serve as raembers of the Coraraittee. The 

Coraraittee w i l l raeet not less than q u a r t e r l y , or raore 

f r e q u e n t l y as the need raay a r i s e , t o review ongoing issues 
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regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of rautual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreement. In a d d i t i o n , at the request o f ' t h e 

C o a l i t i o n , the C i t y raay include frora tirae-to-tirae a 

r e presentative of the C o a l i t i o n at the Coraptroller's weekly 

s t a f f meetings w i t h Department heads to review and address 

pending p a y r o l l i n q u i r i e s frora bargaining u n i t eraployees. 

ARTICLE 5 
HOURS OF WORK 

Section 5.1 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The normal work week s h a l l consist of f i v e (5) consecutive 

eight (8) hour days Monday through Friday, and two (2) 

consecutive days o f f , Saturday and Sunday. 

The work week s h a l l be a regu-lar r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight(one rainute a f t e r 11:59 p.ra. 

Saturday) Sunday and ending at 12:00 raidnight the f o l l o w i n g 

Sunday. The norraal work day s h a l l be 8:00 a.ra. t o 4:30 p.m., 

except where d i f f e r e n t hours are c u r r e n t l y i n e f f e c t . 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Eraployer raay change the established s t a r t i n g tirae of the Monday 

through Friday work day f o r a departraent, bureau, work u n i t , 

crew or i n d i v i d u a l upon fourteen (14) days w r i t t e n notice t o the 

Union and a f f e c t e d eraployees and discussion w i t h the Union. 

Said s t a r t i n g tiraes s h a l l not be scheduled raore than two (2) 
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hours before the regular s t a r t i n g times c u r r e n t l y i n e f f e c t i n 

t h i s Agreeraent. A l l such changes, unless otherwise agreed t o by 

the p a r t i e s , s h a l l be i n e f f e c t f o r a rainiraura of one (1) week, 

and s h a l l provide f o r the same s t a r t i n g tiraes each day of t h a t 

period. No employee s h a l l be placed on a s p l i t s h i f t without 

agreement by the Union. F a i l u r e t o coraply w i t h t h i s p r o v i s i o n 

s h a l l r e s u l t i n the payraent of appropriate preraiura tirae t o 

a f f e c t e d eraployees. 

Section 5.2 Overtime 

Overtime and preraiura pay f o r eraployees s h a l l be defined and 

paid i n accordance w i t h the h i s t o r i c a l and t r a d i t i o n a l p r a c t i c e s 

of the Eraployer and the Union pursuant t o the. applicab l e 

c o l l e c t i v e bargaining agreement which i s negotiated i n the 

p r i v a t e sector and which h i s t o r i c a l l y and t r a d i t i o n a l l y governs 

said payraent. The Union s h a l l c e r t i f y and provide evidence t o 

the Eraployer of said overtirae and preraium d e f i n i t i o n s and rates 

as described above. 

A l l work performed i n excess of 40 hours worked per week; 

or i n excess of 8 hours worked per day when the employee has 40 

hours of work or excused absences; or on Saturday as such when 

Saturday i s not part of the employee's regular work week; or - on 

the si-xth consecutive day worked, s h a l l be paid f o r at one and 

one-half (1 1/2) tiraes the regular s t r a i g h t tirae hourly r a t e of 

pay. A l l work perforraed on Sunday, when Sunday i s not pa r t of 

the eraployees' regular work week; or the seventh consecutive day 

worked, s h a l l be paid f o r at one and one-half (1 1/2) times the 

regular hourly r a t e of pay. Such overtirae s h a l l be coraputed on 
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the basis of corapleted fif t e e n rainute segments. Eraployees 

exerapt from the Fair Labor Standards Act s h a l l not be e l i g i b l e 

for overtime under thi s Section. There s h a l l be no pyramiding 

of overtirae and/or preraiura pay. Daily and/or weekly overtirae 

and/or preraiura pay s h a l l not be paid for the sarae hours worked. 

A l l overtime earned under thi s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 

Section 5.3 Overtime Distribution 

(a) Overtirae and/or preraiura tirae r e f e r r e d t o i n t h i s 

Agreeraent s h a l l be o f f e r e d f i r s t t o the eraployee perforraing the 

job and t h e r e a f t e r by s e n i o r i t y t o the raost senior eraployee i n 

the c l a s s i f i c a t i o n at the work l o c a t i o n being given the 

opp o r t u n i t y t o work, provided the eraployee has the present 

a b i l i t y t o perforra the work to the s a t i s f a c t i o n of the Eraployer 

without f u r t h e r t r a i n i n g . A reasonable araount of overtirae. s h a l l 

be a c o n d i t i o n of continued employraent, provided however, t h a t 

i n the event such o f f e r s of overtirae are not accepted by such 

eraployees, the Employer may mandatorily assign such overtirae by 

reverse s e n i o r i t y . " S e n i o r i t y " s h a l l raean, f o r purposes of t h i s 

Section the eraployee's service i n any bargaining u n i t t i t l e ( s ) . 

(b) Eraployees i n the,, c l a s s i f i c a t i o n at the work l o c a t i o n 

who have been given the option to work the overtirae and/or 

preraium tirae, whether the option was accepted or r e j e c t e d , w i l l 

not be afforded the option to work subsequent overtirae and/or 
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preraiura tirae u n t i l a l l eraployees in the c l a s s i f i c a t i o n at the 

work location have been reasonably afforded the opportunity to 

work the overtirae and/or preraiura tirae, subject to the sarae 

provision as in Section 5.3(a). 

Section 5.4 

The Eraployer s h a l l have the option t o add a second s h i f t at 

O'Hare A i r p o r t and the Department of Transportation at tiraes t o 

be determined by the Eraployer. The second s h i f t s h a l l be 

coraposed of f i v e (5) p a i n t e r s , one of whora s h a l l be a 

subforeman. A l l persons assigned t o the second s h i f t s h a l l be 

paid at the regular s t r a i g h t time hourly r a t e f o r p a i n t e r s then 

p r e v a i l i n g i n t h i s Agreement, except f o r the subforeman, who 

s h a l l be paid at the ap p l i c a b l e subforeman r a t e . The employer 

w i l l not assign any person t o the second s h i f t who i s c u r r e n t l y 

employed by the Eraployer as a p a i n t e r on the e f f e c t i v e date of 

t h i s Agreement, unless rautually agreed between the Union and the 

Eraployer. I n the event of a l a y - o f f of p a i n t e r s at O'Hare 

A i r p o r t , the Eraployer agrees t h a t i t w i l l l ay o f f p a i n t e r s on 

the second s h i f t p r i o r t o l a y i n g o f f p a i n t e r s who are assigned 

to the regular s h i f t . Nothing herein s h a l l preclude the 

Eraployer from discussing w i t h the Union during the l i f e of t h i s 

Agreement the p o s s i b i l i t y of increasing the size of the second 

s h i f t , however, any change must be w i t h the approval of the 

Union. 

Section 5.5 Reporting Pay 
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When an eraployee reports f o r h i s or'her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainiraum of two (2) hours 

work or pay at the eraployee's regular s t r a i g h t tirae hourly r a t e , 

unless the eraployee was t o l d at l e a s t three hours p r i o r t o h i s 

or her norraal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees must advise the designated 

person w i t h i n the Departraent of h i s or her current telephone 

nuraber. 

I f the eraployee works raore than two (2) hours, he or she 

sh a l l receive a miniraura of four (4) hours work or pay for that 

day. I f the eraployee works raore than four (4) hours,- he s h a l l 

be guaranteed eight (8) hours work or pay for that day. An 

eraployee who does not coraplete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Eraployer s h a l l have the 

option of using a portion of accrued vacation, personal or 

corapensatory tirae for that day upon notice to the Eraployer. 

Section 5.6 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , eraployees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a rainiraura 

of two (2) hours pay at the appropriate overtirae r a t e frora the 

tirae t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an eraployee being brought back t o work outside of his/her 

norraal work day, and s h a l l not r e f e r to any s i t u a t i o n where the 

eraployee i s brought i n t o work or required to stay at work during 
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periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.7 Emergency C a l l Pay 

In the event a General Foreman or Foreman i s directed by 

the Eraployer to respond to eraergency c a l l s frora home and outside 

of his or her regular working hours, he or she w i l l be granted 

compensatory tirae at the appropriate rate for a l l v e r i f i e d tirae 

spent responding to the emergency from home, with a minimum of 

15 rainutes of corapensatory time to be granted in any calendar 

day on which any.such emergency responses were required, up to a 

raaxiraura of two hours of corapensatory tirae in any calendar day. 

Section 5.8 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accoimulate such time up to a maximoim of 160 hours. 

Use of compensatory time s h a l l be soibject to the 

operational needs of the Employer. A l l accoimulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at thei r current rate of pay. Nothing herein s h a l l 
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be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 

(a) F u l l - t i m e hourly employees s h a l l receive eight hours 

s t r a i g h t - t i m e pay f o r the holidays set f o r t h below: 

1. New Year's Day .-
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Meraorial Day 
5. Independence Day 
6. Labor Day 
7. Colurabus Day 
8. Thanksgiving Day 

9. Christmas Day 

(b) F u l l - t i m e s a l a r i e d eraployees s h a l l receive eight hours 

s t r a i g h t - t i m e pay f o r the holidays set f o r t h below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Meraorial Day 
7. Independence Day 
8. Labor Day 
9. Colurabus Day 
10. Veteran's Day 
11. Thanksgiving Day 
12. Christraas Day 

(c) Eraployees covered by t h i s Agreeraent i n c l u d i n g 

probationary eraployees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreeraent. At the eraployee's 

option, the personal day raay be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreeraent. I f the employee e l e c t s not to schedule said personal 
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day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Eraployer. I f the eraployee i s required 

or allowed t o work on such designated day, the eraployee s h a l l 

receive the appropriate holiday preraiura r a t e . An eraployee raay 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Employees raay not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the eraployee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Eraployer. New eraployees who 

coraraence work f o r the Eraployer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(d) The benefits set forth in (a) , (b) and (c) above s h a l l 

be paid provided the eraployee i s in pay status the f u l l 

scheduled work day iraraediately preceding and the f u l l scheduled 

work day iraraediately following such holiday, or i s absent frora 

work on one or both of those days with the Eraployer's 

perraission, such perraission s h a l l not be unreasonably denied. 

Section 6.2 Payment for Holiday 

I f an eraployee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1 he/she s h a l l be paid at the rate of 

two (2) times (which includes holiday pay) his/her normal hourly 

r a t e f o r a l l hours worked. 
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I f the employee i s not required t o work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such eraployee s h a l l be paid 

eight hours at s t r a i g h t tirae f o r such holiday. 

A l l holiday tirae s h a l l be considered tirae worked f o r the 

purposes of coraputing overtirae except where the holiday f a l l s on 

the eraployee's day o f f . 

Section 6.3 Failure to Report to Work on Scheduled Holiday 

I f an eraployee i s scheduled to work on a holiday and f a i l s 

to report to work, the eraployee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other eraergency. 

Section 6.4 Holiday Observance 

Except f o r eraployees whose r e g u l a r l y scheduled work week 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For employees whose r e g u l a r l y scheduled work 

week includes Saturday and/or Sunday, said holidays which f a l l 

on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Eraployer s h a l l have the option of g r a n t i n g the 

employee an extra da.y' s pay or an extra day of vacation at a 

tirae rautually agreed upon between the eraployee and the 

departraent head, provided the eraployee works the f u l l scheduled 

workday iraraediately preceding and the f u l l scheduled workday 

iraraediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Eraployer f i n d s t o be v a l i d . 
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ARTICLE 7 
VACATIONS 

Section 7.1 

Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such eraployee's continuous service p r i o r to 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service as of July 1 Vacation 

Less than 6 years 13 days 

6 or raore, but less than 14 years 18 days 

14 years or more 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An eraployee shall.be e l i g i b l e f o r pro r a t a vacation i f . 

1. The eraployee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and 

i s on the p a y r o l l as of January 1 of the current 

calendar year; or 

2. The employee was separated frora eraployraent, other than 

f o r cause, during a calendar jyear i n which the 

eraployee d i d not have twelve (12) raonths of continuous 

service. 

The araount of pro rata vacation i s deterrained by d i v i d i n g 

the nuraber of raonths of continuous service the f u l l - t i r a e 
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eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s raultiplied by the 

araount of. paid vacation f o r which the eraployee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole nuraber of days. Eraployees separated frora eraployraent, 

other than f o r cause, w i l l be paid on a suppleraental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-tirae eraployees who work at least 80 hours per raonth 

earn vacation on a pro rata basis calculated in accordance with 

the formula used by the Eraployer in accordance with past 

practice. 

Section 7.3 

A l l earned vacation leave s h a l l be forfeited unless (1) the 

eraployee was denied vacation by the employer, or (2) the employee 

i s on an approved leave of absence, or (3) the eraployee elects in 

writing to carry over vacation days (up to three (3) such 

vacation days of accrued and unused vacation days for employees 

with l e s s than ten (10) years of service, and up to f i v e (5) days 

of accrued and unused vacation days for employees with ten (10) 

or more years of service) for use individually or consecutively 

during the next vacation year, provided that notice of such 

election s h a l l be given to the eraployer before Deceraber 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximoim noimber of single use vacation days provided 
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f o r under t h i s Agreement. Such carry over vacation days raust be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

C a n c e l l a t i o n or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks, upon—rautual - agrocraent—ei—fehe—employer,—which 

agreement—shall—nefe—be—unreasonably denied or withheld, and such 

carry over days raust be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) raonths, i n the case of an 

eraployee's r e t u r n from an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30*̂ *̂ , or approving 

the rescheduling o f c a r r y over days beyond June 30*̂ *̂ . Employees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

t o being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation tirae earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) raonths f o l l o w i n g the date i n which the person becarae 

disabled, ~ and s h a l l be e n t i t l e d t o use such vacation tirae w i t h i n 

twelve (12) months f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 

Employees who are terrainated f o r cause are not e n t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d t o the amount of vacation pay i n t h e i r 

bank a t the time of. r e s i g n a t i o n . Eraployees s h a l l not earn 

vacation c r e d i t f o r any period during which they are on l a y o f f 

or leave of absence without pay i n excess of 30 days (except 
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where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of t h i s Agreeraent. 

In the event of the death bf an e l i g i b l e eraployee, the surviving 

widow, widower or estate s h a l l be entitled to any vacation pay 

to which the deceased eraployee was entitled. 

Section 7.5 

The rate of vacation pay s h a l l be coraputed by raultiplying 

the employee's straight time hourly rate of pay in effect for 

the eraployee's regular job at the tirae the vacation i s being 

taken, tiraes 8 hours per day, times the number of days' vacation 

to which the eraployee i s entitled. Salaried eraployees s h a l l 

receive their regular salary in effect at the tirae the scheduled 

vacation i s taken. 

Section 7.6 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

i n the department, provided however, the Department Head s h a l l 

have the r i g h t t o deterraine the nuraber and scheduling of crews 

and eraployees who can be on vacation at any one' time without 

hindering the operation of the Departraent. The Departraent w i l l 

not designate any time or period during the calendar year when 

e l i g i b l e eraployees would be p r o h i b i t e d frora scheduling and 

t a k i n g vacation tirae. 

Eraployees s h a l l raake vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

Departraent w i l l respond to the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days frora the 
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date the request i s received by the Departraent, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. •' The Departraent w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent - a severe eraergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storms), 

a severe manpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an eraployee possesses a unique 

s k i l l indispensable t o the iraraediate performance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payraent of the vacation pay (thereby 

reducing the t o t a l of the eraployee's accrued vacation tirae) plus 

payment t o the employee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the-vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an employee s h a l l 

occur only in the raost extrerae eraergencies. In the event of 

such cancellation, the Eraployer w i l l reiraburse the eraployee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Reciprocity With Othor Agencies 

Any eraployee e i fehe C i t y e i Chicago h i r e d p r i o r t-e 

February 13, 1986 who—ha-s—rendered—service—fee—fehe—County—ei 

Cook,—the—Chicago—Park—District,—fehe—Chicago—Housing—Authority, 

fe-he—Forest—Preserve—District,—fehe—Metropoli t a n — S a n i t a r y — D i s t r i c t 
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ei—Greater—Chicago,—fehe—State—ef—Illinoio,—fehe—Chicago—Board—ei 

Education, t h e — C i t y — C o l l e g e s — e i — C h i c a g o , Coraraunity—College 

D i o t r i c t — 5 0 8 , — t h e . Chicago—Transit Authority,—fehe—Public—Building 

Coraraiosion e i Chicago, fehe Chicago U r b a n — T r a n o p o r t a t i o n 

D i o t r i c t , — a n d — t h e R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

fehe—right—fee—have—fehe—period—ei—such—service—credited—and 

counted—fer—fehe—purpose—ef—computing—fehe—number—ef—years—ei 

service—a-s—an—employee—ei—fehe—City—ier—vacations,—provided—that 

ouch—service—hee—been—continuouo—service . However,—vacation 

t i m e — a c c r u e d — w h i l e — w o r k i n g — f - e r — a n o t h e r — p u b l i c — a g e n c y — i - s — n e f e 

t r a n s f e r a b l e . E r a p l o y c c o — h i r e d — a f t e r — F e b r u a r y —1̂ -7 198 6—whe 

render—ocrvice—ier—any—other—eraployer—a-s—otatcd—above—shall—have 

fehe—right—fee—have—fehe—period—ei—ouch—service—credited—and 

counted—f-er—fehe—purpooc—ei—coraputing—fehe—nuraber—ei—years—ei 

service—a-s—an—erapioycc—ei—fehe—City—ier—vacations,—provided—a 

raajority of other eraployees—of the Employer receive—ouch credit. 

Section 7.7 Non-Consecutive Vacation Days 

Employees may receive up to five s i x (6) of their vacations 

days one or raore day(s) at a tirae as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the .employee seeks such days so late 

in the vacation year that the eraployee's supervisor cannot 

reasonably grant the eraployee's request, such days shall be 

scheduled by the Eraployer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 
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week ( f o r example, the employee works a Monday - Friday work 

week and the h o l i d a y f a l l s on Tuesday) the vacation days 

scheduled f o r the week w i l l be considered consecutive vacation 

days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side o f the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Eraployees raay designate and use at t h e i r option up t o f i v e 

-(-5^ s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreement as si c k days t o cover periods of bonafide raedical 

i l l n e s s or the i l l n e s s o f f a m i l y members, who s h a l l include (or 

may be expanded upon by the C i t y ) : (i)mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

p a r t n e r i s r e g i s t e r e d w i t h the Department of Hoiman Resources. 

The Eraployer reserves the r i g h t to ask the eraployee t o f u r n i s h 
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proof of said i l l n e s s . An eraployee d e s i r i n g t o use vacation days 

as s i c k days under t h i s p r o v i s i o n s h a l l inforra the 

representative of the Eraployer who eraployees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the tirae he/she 

c a l l s i n t o report an i l l n e s s . Salaried eraployees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreeraent s h a l l be i n e l i g i b l e 

t o use vacation days as s i c k days while they have a v a i l a b l e 

unused sick days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 

Continuous service raeans continuous paid employraent from 

the eraployee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployraent. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 
l a y o f f of 30 days or less; or 

2. An absence where the eraployee i s adjudged e l i g i b l e f o r 
duty d i s a b i l i t y corapensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal eraployees who work a rainiraura of eighty 

(80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 

f o r the tirae worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 
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(2) absences due t o suspension 

(3) Unpaid leaves of absence f o r raore than 30 days or 
l a y o f f f o r raore than 30 days, unless eraployees 
are allowed t o accuraulate s e n i o r i t y under t h i s 
Agreeraent. 

(b) Seasonal eraployment of 120 calendar days or less i n 

any calendar year s h a l l not be c r e d i t e d toward continuous 

service f o r the time worked. 

(c) Seasonal eraployment i n excess of 120 days i n any 

calendar year s h a l l be credited toward continuous service. 
Soction 8.3 Rociprocity 

Employees h i r e d p r i o r t o February 13,—1986 who have 

rendered ocrvice to the County of Cook,, the Chicago Park 

Di o t r i c t , — t h e ' F o r e o t — P r c o c r v e D i o t r i c t , — t h e Chicago Housing 

A u t h o r i t y , — t h e M e t r o p o l i t a n Sanitary D i o t r i c t of Greater 

Chicago,—the State of I l l i n o i o , — t h e Chicago Board of Education, 

C i t y Collogos of Chicago,—Community College D i o t r i c t 508,—fehe 

Chicago T r a n s i t A u t h o r i t y , — P u b l i c B u i l d i n g Coraraiosion of 

Chicago,—the Chicago Urban Transportation D i o t r i c t and the 

Regional Transportation A u t h o r i t y o h a l l have the period of—such 

service c r e d i t e d and- counted f o r the purpooc of advanceraent 

w i t h i n l o n g e v i t y oalary schedules. However,, employees h i r e d 

after—February—1^-7—1986 who—render o c r v i c e — f o r any other 

employer ae—stated above—shall have t h e — r i g h t — t o have—the period 

of ouch—service c r e d i t e d and counted f o r the purpooc of 

advancement w i t h i n — l o n g e v i t y salary schedules provi-dod a 

m a j o r i t y o i — o t h o r employees—ei—fehe—Employer—receive—ouch—credi t . 
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Section 8.4 Break i n Service 

Notwithstanding the provisions of any ordinance or rule to 

the contrary, continuous service of an eraployee i s broken, the 

eraployraent relationship i s terrainated, and the eraployee s h a l l 

have no right to be rehired, i f the eraployee quits, i s 

•discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the eraployee's authorized Employer 

representative unless the circurastances preclude the employee, 

or soraeone on his behalf, frora giving such notice, does not 

actively work for the Eraployer for twelve (12) months (except 

for approved raedical leaves of absence and duty d i s a b i l i t y 

leaves), or i s on layoff for more than twelve (12) consecutive 

months i f the eraployee has less than five (5) years of service 

at the tirae of the layoff, or i s on layoff for raore than two (2) 

years i f the eraployee has five (5) or more years of service at 

the time of the layoff. 

Section 8.5 Probationary Employment 

New eraployees, h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary eraployees f o r the f i r s t twelve 

(12) si^—(-6-)- months of t h e i r eraployraent and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Employer a f t e r twelve (12) ei^^ (-6) months s h a l l be career 

service employees and s h a l l have t h e i r s e n i o r i t y date raade 

r e t r o a c t i v e t o the date of t h e i r ' o r i g i n a l h i r i n g . Probationary 
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eraployees raay be disciplined or discharged as exclusively 

deterrained by the Eraployer and such Eraployer action s h a l l not be 

subject to the grievance procedures, provided that,(1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Eraployer, within i t s discretion, rehires a forraer 

eraployee who did not coraplete his/her probationary period within 

one year from the eraployee's terraination, and said forraer 

employee had served 90 days or raore of his/her probationary 

period, a l l tirae previously served in the probationary period 

s h a l l be counted for purposes of determining when the said 

employee completes his/her probationary period. A probationary 

eraployee who has served 90 days or more of his/her probationary 

period anci who i s l a i d off s h a l l be given preference over other 

applicants for employraent in the sarae job t i t l e in the 

departraent frora which he/she was l a i d off, so long as he/she 

does not refuse an offer of eraployment, and does not suffer a 

break in service under Section 8.4 of th i s Agreement. Seasonal 

employees who have worked without a break in service or who have 

works more than twelve (12) coimulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 



have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary employees s h a l l be compensated at the 

sarae r a t e as career service employees. 

Section 8.6 F i l l i n g Vacancies 

(a) Bargaining Unit eraployees w i t h i n a department who 

desire a change i n l o c a t i o n of t h e i r job assignment s h a l l 

request such change i n w r i t i n g on the Employer's form at any 

tirae f o r the reraainder of the calendar year. 

(b) When f i l l i n g a vacancy, the Eraployer s h a l l s e l e c t the 

most senior Bargaining Unit eraployee i n the j,ob c l a s s i f i c a t i o n 

i n the departraent who has such a request on f i l e , provided the 

eraployee has the present a b i l i t y t o perforra the required work 

without f u r t h e r t r a i n i n g a f t e r a reasonable amount of 

o r i e n t a t i o n . 

(c) When f i l l i n g a vacancy and there are no said eraployees 

who have requests on f i l e , the Eraployer s h a l l select the 

Bargaining Unit employee w i t h i n the job c l a s s i f i c a t i o n i n the 
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department frora the r e c a l l or reinstatement l i s t , i f any, i n 

accordance w i t h the r e c a l l procedures i n t h i s Agreement. 

(d) When f i l l i n g a vacancy and there are no said employees 

who have requests on-̂  f i l e and no e l i g i b l e eraployees on said 

l i s t s , the Eraployer s h a l l post the job f o r bidding. 

(e) Eraployees raay b i d on jobs the Employer deterraines t o 

be perraanently vacant f o r proraotion or t r a n s f e r t o lower-rated, 

or equal-rated jobs. A l l applicants bidding on said jobs s h a l l 

be considered as one group f o r s e l e c t i o n purposes. 

(f) The Employer w i l l post vacancies e l e c t r o n i c a l l y on the 

City of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

posting. Said vacancies s h a l l be posted for fourteen (14) days 

on the CAREERS WEBSITE. The posting s h a l l contain at l e a s t the 

following information: job t i t l e , q u a l i f i c a t i o n s , days off, 

s h i f t , hours, work location, i f known, and the rate of pay. The 

posting s h a l l also identify the noimber of positions to be 

f i l l e d . I f the noimber to be f i l l e d changes, the Employer s h a l l 

promptly notify. Prior to the commencement of the selection 

process, the employer w i l l provide the Union with a l i s t of 

q u a l i f i e d bidders .The posting e i an- Eraployor-dctorraincd 

perraanent—vacancy—shall—be—en—bulletin—boards—ai—each—Employer 

physical s i t e i n fehe Department and at other appropriate 

locations—a-s—deterrained—by—fehe—Eraployer. Said—vacancy—shall—be 

p osted—fer— 1 4—days . T h e — p o s t i n g — s h a l l — c o n t a i n — a f e — l e a s t — f e h e 

f o l l o w i n g : j - e b — t i t l o , q u a l i f i c a t i o n s , — d a y s — o f f,—hours,—worlc 

location,—ii—knovjn,—and rate of pay. 
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(g) Qualified bargaining unit eraployees s h a l l be given an 

equal opportunity to bid on jobs which are declared vacant by 

the Employer for promotion or transfer. The Eraployer s h a l l 

select the most qualified applicant. Where applicants are 

equally qualified preference s h a l l be given to bargaining unit 

applicants. The Eraployer s h a l l select the raost senior eraployee 

of those applying who has the greatest a b i l i t y to f i l l the needs 

deterrained by the Employer with due regard to the Employer's 

efforts to ensure equal eraployraent opportunities. " A b i l i t y " 

s h a l l be deterrained by the Eraployer based upon perforraance 

evaluations, experience, training, proven a b i l i t y and sirailar 

c r i t e r i a . "Seniority" s h a l l raean, for purposes of t h i s Section, 

the eraployee's service in the job (tir a e - i n - t i t l e ) City-wide. 

Prior to notifying the successful bidder/applicant, the Employer 

s h a l l give the Union a l i s t of bidders identifying, where 

applicable, the successful bidder(s). Upon request, the Employer 

s h a l l schedule a meeting with the Union to review the selection 

process, including the reasons for selection and rejection of 

bidders. This meeting s h a l l include a review and discussion of 

docoiments considered during the hiring process, including 

docoiments such as the r e f e r r a l l i s t , employment decision form, 

hiring information soimmary, and hiring c r i t e r i a rating form. I f 

requested, the Employer w i l l furnish copies of such docoiments to 

the Union. Bidders who are not selected s h a l l be so notified\ by 

the Department Head and informed of the reasons for non-

selection . 



(h) The successful bidder f o r any jobs under t h i s Section 

s h a l l have an evaluation period, not t o exceed s i x t y (60) days, 

to deraonstrate t h a t he or she can perform the job. I f the 

Employer has j u s t cause based upon the eraployee's job 

perforraance at any tirae during t h a t period t h a t the successful 

bidder cannot perforra the job, then the successful bidder s h a l l 

be returned t o the job he/she held j u s t p r i o r t o the awarding of 

the b i d , d i s p l a c i n g , i f necessary, any eraployee who has been 

placed i n t o said job. 

Section 8.7 Out of Grade Pay 

An eraployee covered by t h i s Agreeraent who i s d i r e c t e d 

to and does perforra s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such tirae frora the f i r s t 

day of the assignment. The Eraployer agrees t h a t i t w i l l raake 

such assignraents for, not less than an employee's f u l l work day. 

Such payment s h a l l be raade on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payraent was earned. 

The tirae l i r a i t s f o r a c t i n g i n t o higher rated jobs s h a l l be 

ninety—(-90-) days, not exceed one hundred eighty (180) days, 

except where a regular incurabent i s on leave of absence, in 

which case the tirae lirait shall—be—fer—si-x—(-€-]—raonths for acting 

into such position may not exceed one (1) year, and no 

individual employee can act up into that position for more than 
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n i n e t y (90) days. The time which l i r a i t s raay be extended upon by 

rautual agreeraent of the parties. I f the one hundred eighty (180) 

day l i m i t i s extended to one (1) year due to a regular incoimbent 

on leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than n i n e t y (90) days per employee. i f fehe Eraployor 

continues—fee—require—fehe—performance—ei—fehe—duties—ei—fehe—higher 

r a t e d — j - e b — b e y o n d — f e h e — t i m e — l i m i t s — h e r e i n — f e r — a - s — e x t e n d e d — b y 

agrcoracnt—ei—fehe—parties) , To the extent that the Employer 

continues to require the performance of the duties of the higher 

rated job beyond the time l i m i t s set forth herein, the position 

s h a l l be treated as a "permanent vacancy" within the meaning of 

Section - of t h i s Agreement and the Eraployer s h a l l post and f i l l 

the job as a "perraanent vacancy" under . t h e — t e r r a s — e i — t h i s 

Agreeraent soibject to the applicable provisions of that Section. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Employer s h a l l provide to eraployees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the sarae terras and conditions 

applica b l e t o said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 
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(b) • Eraployees who participate in • the Eraployer; raedical 

care plan or an HMO s h a l l raake the following contributions 

toward their health care coverage based on the applicable 

percentage of thei r base salary (not including overtime) limited 

by the salary cap: 

Employee +1 Single 

July 1, 2017 1.2921% 1.9854% 

July 1, 2018 1.7921% 2.4854% 

Jan. 1, 2019 2.2921% 2.9854% 

Jan. 1, 2020 2.7921% 3.4854% 

Family Salary Cap 

2.4765% $90,000 

2.9765% $100,000 

3.4765% $115,000 

3.9765% $130,000 

-fh) eraployee—raedical—contributiono—a^ee—based—en—a 

corapooito—1. 6%—of baoo—salary—ier^—single,—eraployee—andt 

one,—and—faraily—levelo—ei—coverage—a-s—specified—below. 

For—exaraple, fehe—contributiona—ai o c l c c t c d — s a l a r y 

•A 
l e v e l s per pay period are ao—follows: ANNUAL 

c 7 \ T 7\ P Y 

S I N G L E 
1 n o -1Q. 

EMPLOYEE ' t - l — 
-| cn nn o. 

F A M I L Y 
1 m n R 9-

. . j i \ X i l i i \ 1 J. . 3 Z O X u X . 3 1 ly 1 G X . y 1 3 3 G 

rir-i '^-^ 0 00 0 1 ^ Rn 1 0 00 3o o n 
U|J LCJ Cf Jl \J , \J \J \J 

s''n nni 
X Z . 3 3 

-] O O C 

xiy . 3 3 

10 7 R 
i- Z . 3 3 

"'A f^ 
Y ^ ^ f W W _L 

& AO 000 
.Li.. . 3 3 

11 1 A 
X J . 13 

O f OO -

Z H . 3 3 

OO OA 
Y ^ f \J \J \J 

'^50 000 
X 1 . X *i 

O 1 AO 

i.^ 3 . 3 3 

O O q - 1 

3 Z . 3 

Al nR 
Y ^ ^ f \J \J \J 

SfO 000 
i — L . *1 z_ 

OC n n 

^ i.. . y X 

'^0 AO 
^ X . 3 3 

AO ^ f 
.f 3 3 , 3 3 3 

* 0 0 0 0 
i^ 3 . 13 

o n n n 

3 y . *i y 

Af 01 
^ y . z 3 

S ^ Al 
Y ' ^ f U U U 

^ n oon 
i—y . y J 

^ d ^1 
^ 3 . 3 1 

R f f 
3 1 . ^ 1 

R f 3 
Y ^ ^ f U U U 3 ^ . Z 1 

OO c:c 

3 Z . 3 3 

R 1 ^ A 
3 3 . 3 3 

n o o n 
Y ^ f J> 

$ 9 0 , 0 0 0 1 
3 3 . 3 3 

3 8 . 6 0 
3 J . Z *i 

5 9 . 3 0 
1 3 . 3 y 

7 3 . 9 5 

A i i — c o n t r i b u t i o n s — s h a l l — b e — r a a d e — e n — a — p r e - t a x — b a s i s — a n d — a r ^ 

payable on a per pay period basis. 
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1-24 effective—July— h - ,—2006—eraployee—raedical—contributions 

a ^ - e — b a s e d — e n — a — c o r a p o s i t e — 2 . 0 % — e i — b a s e — s a l a r y — i e r 

s i n g l e , erapioycc and one, aftd faraily I c v c l o of 

coverage a-s spocif i c d below. Fer exaraple, fehe 

contributions—afe—selected salary l e v e l s — p e r pay poriod 

aro as—f ollovjs : 

ANNUAL 
O 7\ T A P Y 

SINGLE 
-| o q o 1 o. 

EMPLOYEE 1 1 
-1 q o c: ^ o. 

F A M I L Y 

Al f5°r 
X . z y z X G X . y \j 3 H 0 

1 R 11 coo po * 7 S 
U l l L U J - L y O U ^ U U U 

<^on 0 0 1 
Cf X 3 . IX 

S l f 1 R 
Cf iL 3 . 3 3 

CO A q o * 0 0 fi 
y J U / U VJ X 

^ 4 0 0 0 0 
V 1 O . X 3 

S ^ l R d 
Cf iL *i . O Z 

coo nn 
Cf 3 3 . y 3 

C A-] OO 
V * l U / U U U 

^ R 0 0 0 0 
Cf iL X . 3 *i 

CO f n o 

,f ..J . 3 3 

S Al -^f 
V " -L • ' i - U 

SSI 50 
9 O vJ / U U U 

<̂  f^f) 0 0 0 
Cf iL 3 . y Z 

coo on 
Cf *i X . 3 3 

SAO fA 
V .J i- . 3 y 

S fii" 01 
- • V D U ' , U U U 

n 0 0 0 
Cf 3 Z . 3 3 

S'^1 fO 
V 4 J . U '1 

<^ R7 01 
Cf 3 X . y X 

cno oo 
V f V f U U U 

q 0 0 0 0 
Cf 3 1 . 3 y 

/I "5 n 7 
Cf 3 1 . y X 

Sff 1 ° 
Y / ^ • <i- -J 

S°'^ 5 5 
V O U ^ U U U 

<̂  0 0 0 0 0 
Cf ^ 3 . 3 1 

S A 3 4 R 

Cf 3 3 . X ,.j 

Sl A A'^ 
y w ^ . ^ ^ 

^ q o 0 7 
^ J K J f U U U 

$ 1 0 0 , 0 0 0 
V ri O . H 3 

$ 5 3 . 8 4 
Cf / r t . 4 . J 

$ 8 2 . 7 3 $ 1 0 3 . 1 9 

A l l c o n t r i b u t i o n s s h a l l be raade on a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

soibject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

soibject t o an annual ded u c t i b l e of $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Eraployer. A l l b e n e f i t s are subject to standard 

p r o v i s i o n s of .insurance p o l i c i e s between Eraployers and insurance 

corapanies. 
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(d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be raade a v a i l a b l e t o . q u a l i f i e d 

eraployees. The Eraployer may o f f e r coverage under more than one 

HMO. The eraployee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreeraent t o the contrary. 

(f ) Where both husband and wife, or other faraily raerabers 

e l i g i b l e under one f a m i l y coverage are employed by the Eraployer, 

the Employer s h a l l pay f o r only one faraily insurance or f a m i l y 

h e a l t h plan. 

(g) The current p r a c t i c e p e r r a i t t i n g employees t o use 

vacation or other tirae due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreement. 

(h) Consistent w i t h the terras of the Eraployer's e x i s t i n g 

Group Health Care Plan, and the a p p l i c a b l e rules thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued raedical coverage f o r a 

raaxiraum of 12 weeks, .subject t o the terras of the Plan and any 

other a p p l i c a b l e provisions of t h i s Agreeraent. Eraployees who are 

r e c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

37 



continued raedical coverage as provided under the terras of the 

Plan and i t s applicable r u l e s . As a c o n d i t i o n of continued 

raedical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees raust raake a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terras of 

the Plan and i t s applicab l e r u l e s . I n the event t h a t an 

eraployee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the forra of which raay include, but i s 

not l i r a i t e d t o , a COBRA no t i c e , a HIPTVA n o t i c e , a w r i t t e n 

coramunication frora the Eraployer or i t s insurance c a r r i e r , or 

sorae other s i r a i l a r advisory. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create maintain a J o i n t Labor Manageraent 

Cooperation Coraraittee ("LMCC") pursuant t o app l i c a b l e s t a t e and 

fe d e r a l Law. The purpose of the LMCC i s t o research and raake 

recoraraendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

'the achievement of s i g n i f i c a n t and raeasurable savings i n the 

cost of eraployee health care during the term of t h i s Agreement. 

The Parties s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreeraent and Declaration of Trust ("Trust 

Agreeraent") contemporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 
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of Chicago. Said Trust Agreement s h a l l be attached t o t h i s 

Agreement as Appendix C. 

Section 9.3 

The Trust Agreeraent s h a l l address, without l i r a i t a t i o n , the 

f o l l o w i n g : 

(a) Forraation of a Coraraittee t o govern the LMCC c o n s i s t i n g 

of up to twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointment by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreeraent. 

(c) A u t h o r i t y of the LMCC t o make ^ recoraraendations and 

raodifieations i n the hea l t h plan expected t o r e s u l t i n savings 

and cost containraent. 

(d) Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of t h i s A r t i c l e , an "eraployee" s h a l l raean a 

C i t y eraployee represented by s i g n a t o r y labor o r g a n i z a t i o n s of 

t h i s Agreeraent. A " C o a l i t i o n Union" raeans s i g n a t o r i e s to t h i s 

Agreeraent which have executed a c o l l e c t i v e barga in ing agreement 

with the C i t y . 

S e c t i o n 9.5 
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The parties commit to' implementing Medical Plan Design changes 

that w i l l r e s u l t i n estimated savings of at l e a s t $3 million (as 

calculated with respect to the Coalition Unions bargaining 

units) 2020. The parties w i l l work through the LMCC to 

identify changes that w i l l r e s u l t i n the required savings. I f , 

prior to January 1, 2020, the parties have not reached agreement 

upon the proposed changes, each party w i l l soibmit i t s offer of 

proposed changes and the amount proposed to be reduced, 

including the methodology for estimating the value of the 

proposed changes, to a mutually agreed upon arbitrator, who w i l l 

be limited to selecting either the City's or Coalition Unions' 

offer. The offer selected by the arbitrator w i l l be binding on 

the parties and on the LMCC. 

Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing t h e i r own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 
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any appropriate c o n f i d e n t i a l i t y agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

I n the event of a death i n an employee's immediate f a m i l y , 

such employee s h a l l be e n t i t l e d t o a leave of absence up t o a 

raaxiraum of three consecutive days i n c l u d i n g . the day of the 

f u n e r a l . WHERE DEATH OCCURS AND THE FUNERAL IS TO BE HELD OUT 

OF ILLINOIS AND BEYOND THE STATES CONTIGUOUS THERETO, THE 

EMPLOYEE SHALL BE ENTITLED TO A MAXIMUM OF FIVE CONSECUTIVE 

DAYS. During such leave, an hourly employee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such tirae as she/he i s 

required t o be away frora work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed e i g h t hours per day) . Salaried 

eraployees s h a l l receive the leave of absence without a d d i t i o n a l 

corapensation. 

The eraployee's iraraediate f a m i l y s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, b r o t h e r - i n - l a w , grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whora the eraployee i s 

a court-appointed l e g a l guardian. The Eraployer raay, at i t s 

opti o n , r e q u i r e the eraployee t o subrait s a t i s f a c t o r y proof of 
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death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

eraployee. 

Section 10.2 Milit a r y Leave 

Any employee who i s a meraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not to exceed fourteen (14) 

calendar days i n any calendar ,year, provided t h a t the employee 

deposits his/her railitary pay f o r a l l days corapensated by the 

Employer w i t h the C i t y Comptroller. Any r e s e r v i s t c a l l e d f o r 

a c t i v e duty on or a f t e r Septeraber 11, 2001, s h a l l be e n t i t l e d to 

f u l l s a l a ry and raedical b e n e f i t s , provided t h a t paid leave s h a l l 

be conditioned upon payment - of m i l i t a r y pay t o the Comptroller. 

The r i g h t to t h i s a d d i t i o n a l paid leave s h a l l a u t o r a a t i c a l l y 

terrainate upon terr a i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Subpoena 

An eraployee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the eraployee i s a p a r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the terra of 

such absence, provided t h a t the eraployee deposits his j u r y duty 

pay w i t h the C i t y Comptroller. 
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Section 10.4 Sick Leave 

Salaried—employees—whe—ar^e—granted—paid—sick—leave—en—fehe 

occcut ion—ei—thio—Agrocraent—shall—continue—fee—receive—fehe—sarae 

s i c k leave—provisiono—during—fehe—terra of—thio—Agreeraent-,—se—long 

a-s—hc/ohe c o n t i n u e s — t e — w o r k — u n d e r — a — c l a o o i f i c a t i o n — t h a t — w a - s 

r o c e i v i n g — s i c k — l e a v e — a i — f e h e — o c c c u t i o n — e i — t h i o — A g r c o r a c n t . Thio 

provioion—will—nefe—affect— a n y—accuraulated—oick—leave—craployceo 

may—have—at—fehe—execution—of thio—Agreeraent. An—eraployee—shall 

have—fehe—option—fee—uee—up—fee—eix—days—ei—sick—leave per—year—fer^ 

fehe i l l n e s s of an iraraediate faraily member. 

Notwithstanding—t-he—foregoing, E e f f e c t i v e January 1, 1998 

and thereafter, said s a l a r i e d employees who receive paid sick 

tirae s h a l l accrue sick tirae at the rate of one (1) day for each 

raonth of eraployment. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 

blood, step or half) , son or daughter (including blood, step or 

adopted), father-in-law, mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic partner or 

the domestic partner's mother, father, son or daughter 

(including blood, half, step or adopted), provided that the 

employee's domestic partner i s registered with the Department of 

Hoiman Resources. In the event an employee experiences a serious 

health condition within the meaning of the Family Medical Leave 
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A c t , i e — h o o p i t a l i zed, upon request of the eraployee, the Eraployer 

w i l l raake a v a i l a b l e to said eraployee up t o the f u l l araount of 

si c k tirae the employee would have accrued f o r the remainder of 

t h a t calendar year as i f he/she were a c t i v e l y employed, i n order 

to cover the absence r e s u l t i n g from the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n — a n d — r e c o v e r y . Upon his/her r e t u r n t o 

work, the employee w i l l begin t o accrue s i c k time w i t h the s t a r t 

of the next calendar year. The Employer reserves the r i g h t t o 

requ i r e an employee t o provide documentation Of the i l l n e s s i n 

question. 
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Section 10.5 Personal Leave 

Non-probationary eraployees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accumulate f o r eraployees on said leaves. 

Eraployees who r e t u r n frora said leaves s h a l l be r e i n s t a t e d t o 

t h e i r forraer job c l a s s i f i c a t i o n , i f the Eraployer deterraines i t 

i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 

because the' eraployee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the eraployee raay exercise 

s e n i o r i t y ..rights i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreeraent. 

Bargaining u n i t eraployees who have corapleted t h e i r f i r s t 12 

raonths of eraployment and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o faraily 

and medical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an employee's c h i l d and t o care f o r 
the newborn c h i l d ; 

(2) f o r the placeraent w i t h the employee of a c h i l d f o r 
adoption or f o s t e r care; 

(3) to care f o r the eraployee's spouse, c h i l d or parent 
w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 
eraployee. 

Such leave s h a l l be without pay unless the employee 

determines to s u b s t i t u t e accrued paid leave f o r which the 
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employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's health care coverage s h a l l be raaintained 

and paid f o r by the eraployer, as i f the eraployee was working and 

s e n i o r i t y s h a l l accrue. 

Any eraployee desiring to take leave under thi s Section 

s h a l l provide reasonable advance notice to the eraployer on a 

forra provided by the eraployer, which form s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no less than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide notice within 48 hours after the eraployee 

i s able to do so. Failure to provide the notice provided for in 

t h i s Section s h a l l not affect the v a l i d i t y of the leave where 

the "eraployer has actual notice. Except as may be s p e c i f i c a l l y 

stated in th i s Agreement, eraployees s h a l l take leave provided 

for as perraitted by the provisions of the Faraily Medical Leave 

Act,' including i t s rules and regulations. Eraployees s h a l l have 

a right to return to their regular assignraent and location. 

Section 10.6 Duty D i s a b i l i t y Leaves 

Any eraployee who i s absent frora work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n frora the approving 

a u t h o r i t y . Subsequent payraent f o r e l i g i b l e employees w i l l be 

raade twice a raonth. I f duty d i s a b i l i t y i s denied, and such 

de n i a l i s l a t e r reversed, the employee s h a l l be paid up t o date 

the araount the eraployee was e l i g i b l e to receive.' Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r forraer job 
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c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

eraployee w i t h lower s e n i o r i t y . I f the eraployee's forraer job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the eraployee would have 

been l a i d o f f i f the eraployee had not been on a leave of 

absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h the subject t o the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreeraent. 

The Employer w i l l raail the i n i t i a l Duty D i s a b i l i t y payraent 

within fourteen (14) days of the Eraployer's designated raedical 

o f f i c e r being advised by the eraployee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to eraployee's entitleraent to Duty D i s a b i l i t y . 

Section 10.7 Medical Leaves 

Non-probationary eraployees s h a l l be granted raedical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up t o 3 raonths, provided said leaves s h a l l be 

renewable f o r l i k e 3-raonth periods. The eraployer raay request 

s a t i s f a c t o r y proof of medical leaves of absence. A f t e r the 

f i r s t year, such raedical leaves s h a l l be extended i n up t o one-

year segraents. Eraployees on raedical leaves of absence s h a l l 

r e t u r n t o work proraptly a f t e r t h e i r doctor releases thera t o 

r e t u r n t o work. 

Eraployees who r e t u r n frora said raedical leaves of absence 

proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r forraer j o b / c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an eraployee of lower s e n i o r i t y . In 

a d d i t i o n , the Eraployer w i l l r e t u r n an employee to the same 
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geographic l o c a t i o n of h i s or her previous job assignment f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

eraployee's forraer job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the eraployee had not been on a leave 

of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service p r o v i s i o n s i n t h i s agreeraent. 

A f t e r one year on an approved raedical leave of absence, 

eraployees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according' t o 

the f o l l o w i n g formula: three (3) months of, such reinstatement 

r i g h t s f o r every year of service t o a maximum of f i v e (5) years 

reinstatement r i g h t s . 

An eraployee who does not raeet the above e l i g i b i l i t y 

requireraents and who returns t o work proraptly a f t e r his/her 

doctor's release a f t e r raore than one year on a medical leave of 

absence, s h a l l be returned to his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the eraployee w i l l be placed on a 

l i s t f o r reinstateraent. 

S e n i o r i t y s h a l l accumulate f o r employees on medical leaves 

of absence f o r only up to one year. A f t e r one year, an employee 

on a raedical leave of absence s h a l l r e t a i n , but not accuraulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up t o 2 employees f o r the purpose of service as a Labor 
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Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

dur a t i o n of his/her appointment t o the Union, provided 

reasonable advance no t i c e i n w r i t i n g i s given t o the employer. 

While on such leave t o employee s h a l l not incur a break i n 

continuous service. An eraployee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 

Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n frora raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during the i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

; 12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 
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• Up t o fou r (4) weeks p a i d m a t e r n i t y leave t o a b i r t h 

mother t o recover from a non-surgical d e l i v e r y ; or 

• Up t o s i x (6) weeks p a i d m a t e r n i t y leave t o a b i r t h 

mother t o recover from a C-section d e l i v e r y ; or 

• Up t o two (2) weeks p a i d p a r e n t a l leave f o r the b i r t h 

of a c h i l d or c h i l d r e n by an employee spouse or 

domestic p a r t n e r o f the b i r t h mother; or 

• Up t o two (2) weeks p a i d p a r e n t a l leave f o r the 

adoption of a c h i l d or c h i l d r e n by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid p a r e n t a l leave may be combined w i t h other earned p a i d 

t i m e - o f f , such as vacation and/or s i c k time, t o achieve the 

maximoim amount of p a i d time o f f from work w h i l e t a k i n g FMLA 

leave. Notwithstanding any other p r o v i s i o n of t h i s agreement, 

p a i d p a r e n t a l leave s h a l l be granted only as p a r t of an approved 

FMLA leave and may not be used as i n t e r m i t t e n t leave. 

ARTICLE 11 
DISCIPLINE 

Section 11.1 D i s c i p l i n a r y A c t i o n 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s ' grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 
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Chicago's Personnel or Police Board Rules, whichever raay be 

a p p l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more raay be appealed t o a r b i t r a t i o n i n -lieu of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted frora a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r becorae a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel . or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any irapropriety or cause has the r i g h t t o ask f o r and receive a 

Union rep r e s e n t a t i v e t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable tiraes and places and s h a l l not coraraence 

u n t i l the Union rep r e s e n t a t i v e a r r i v e s , provided t h a t the 

Eraployer does not have to wait an unreasonable tirae and the 

Employer does not have to have the i n t e r r o g a t i o n unduly delayed. 

An eraployee raay be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said eraployee 

s h a l l be guaranteed, upon request, a f u l l hearing before, said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c^riminal acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance n o t i c e of discharge, and 

has 7 days frora r e c e i p t of the n o t i c e t o appeal. I f the 
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eraployee does not f i l e an appeal w i t h i n the 7-day appeal period, 

the Eraployer raay then reraove the employee from ,.the p a y r o l l . I f 

the employee appeals the discharge, the Personnel Board s h a l l be 

requested t o set a hearing date w i t h i n the 30-day noti c e period 

and the eraployee s h a l l remain on the p a y r o l l f o r the f u l l n o t i c e 

period, except i f p r i o r to corapletion of the 30-day n o t i c e 

period (1) the Hearing O f f i c e r a f f i r r a s the discharge; or (2) the 

eraployee continues the discharge hearing; or (3) the eraployee 

withdraws his appeal or otherwise 'engages i n Conduct which 

delays the completion of the hearing. However, i n no event may 

the eraployee re q u i r e the Eraployer" to r e t a i n the eraployee on the 

p a y r o l l beyond the 30-day period. The Union s h a l l have the 

r i g h t t o have i t s representatives present at e i t h e r of the 

Board (s)' or the grievance procedure, i n c l u d i n g a r b i t r a t i o n , and 

to a c t i v e l y p a r t i c i p a t e . 

(c) The Eraployer w i t h i n i t s d i s c r e t i o n may deterraine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

repriraand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Eraployer has had 

a reasonable o p p o r t u n i t y to f u l l y i n v e s t i g a t e the' matter and 

conduct a meeting w i t h the Union and eraployee. The Eraployer i s 

not o b l i g a t e d to raeet w i t h the employee and Union p r i o r to 

t a k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

in emergency s i t u a t i o n s . ' 
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Demotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be p a r t of an employee's d i s c i p l i n e . 

I n cases of o r a l warnings, the supervisor s h a l l inforra the 

eraployee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

eraployee's iraraediate supervisor s h a l l raeet w i t h the employee and 

n o t i f y him/her of the accusations against the eraployee and give 

the eraployee an o p p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the eraployee the naraes 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the eraployee or. Union i s l e g a l l y e n t i t l e d t o receive, 

t o the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

r e v e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer t o pay back pay to the eraployee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union s h a l l be given, i n w r i t i n g , a s t a t i n g of the reasons 

t h e r e f o r e . The eraployee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, which s h a l l be placed i n the eraployee's f i l e . The 

eraployee s h a l l have the r i g h t t o raake a response i n w r i t i n g 

which s h a l l become part of the eraployee's f i l e . 

Any record of d i s c i p l i n e raay be r e t a i n e d f o r a period of 

tirae not to e.xceed eighteen (18) months and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-raonth period. I f an eraployee s u c c e s s f u l l y appeals a 
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d i s c i p l i n a r y a c t i o n , his/her f i i e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the eraployee, the Eraployer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the eraployee, 

or i n the case of proraotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Manageraent, the Eraployer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 30 

calendar days of the employer being made aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the terra 

"non-egregious offense" s h a l l not include i n d i c t a b l e , c r i r a i n a l ' 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and v o i d. \ 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board to the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or remanded . r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the eraployee's reasonable attorney's fees 

which he or she has i ncurred i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The eraployee s h a l l subrait a post-appeal fee 

p e t i t i o n to the Eraployer, which s h a l l be supported by f u l l 
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documentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 

agree on the proper amount of the fees t o be paid t o the 

employee, e i t h e r p a r t y raay r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s agreeraent. 

Section 11.2 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1. Within 5 working days a f t e r an eraployee receives 

w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y a c t i o n , 

i n c l u d i n g a suspension f o r ten (10) days or less which i s 

not appealable t o the Personnel or Police Board, or i n the 

case of suspensions of 11 or raore days which may be 

appealed t o a r b i t r a t i o n i n l i e u of the Police or Personnel 

Board upon the w r i t t e n request of the Union, the Eraployer 

s h a l l conduct a raeeting w i t h the Union and employee. 

D i s c i p l i n e s h a l l be adrainistered as soon as possible a f t e r 

the Eraployer has had a reasonable o p p o r t u n i t y t o f u r t h e r 

i n v e s t i g a t e the raatter as appropriate. I f d i s c i p l i n a r y 

a c t i o n i s taken a f t e r the raeeting or f u r t h e r i n v e s t i g a t i o n , 

the Employer may request i n w r i t i n g t o the departraent head 

f o r review of the said d i s c i p l i n a r y a c t i o n on a form 

provided by the Employer. Said request f o r review s h a l l be 

i n w r i t i n g and subraitted w i t h i n three (3) working days of 

r e c e i p t of w r i t t e n • n o t i c e of d i s c i p l i n e . Said review forra 

s h a l l be p r i n t e d on the back of or attached to the no t i c e 

or d i s c i p l i n e together w i t h i n s t r u c t i o n s f o r appeal. The 

f a i l u r e to subrait a w r i t t e n request f o r review of 

d i s c i p l i n a r y a c t i o n w i t h i n three (3) working days of 
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r e c e i p t of n o t i c e of d i s c i p l i n a r y a c t i o n w i l l preclu'de the 

eraployee's r i g h t to review. 

Step 2. Within three (3) working days or any rautually agreed 

upon extension a f t e r the departraent head or designee 

receives the eraployee's request f o r review, the departraent 

"head or designee s h a l l conduct a raeeting t o review, the 

suspension. F a i l u r e to conduct said raeeting i n three (3) 

days w i l l r e s u l t i n autoraatic advancement t o Step 3 and the 

Union s h a l l so n o t i f y the Eraployer. At the meeting, the 

Department w i l l give the basis f o r i t s a c t i o n and the 

eraployee and Union re p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the op p o r t u n i t y to ask questions. The 

departraent head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the meeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreeraent or f a i l u r e t o decide and 

coraraunicate such decision w i l l r e s u l t i n autoraatic 

advanceraent t o Step 4 and the Union s h a l l so n o t i f y the 

Eraployer. A copy of. such decision s h a l l be sent to the 

eraployee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held between the departraent head or 

designee and the employee and the Union representative to 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said meeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 meeting, unless otherwise agreed by the 

p a r t i e s . The departraent head or designee s h a l l render a 
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written decision within two (2) working days of the second 

meeting. A copy of such decision s h a l l be sent to the 

eraployee and the Union. I f the parties f a i l to raeet with 

five (5) working days or a written decision i s not 

subraitted within two (2) working days, the appeal s h a l l 

autoraatically proceed to Step 4 and the Union s h a l l so 

notify the Eraployer. Except where otherwise indicated, the 

tirae l i m i t s set forth herein are to encourage the prompt 

reviews of said d i s c i p l i n a r y action and f a i l u r e to coraply 

with these tirae l i r a i t s w i l l not affect the v a l i d i t y of the 

said d i s c i p l i n a r y action. This procedure s h a l l be the 

eraployee's exclusive reraedy for a l l said d i s c i p l i n a r y 

action, including suspension for ten (10) days or l e s s , or 

for suspensions of 11 days through 30 days which raay be 

appealed to arbitration in l i e u of the Personnel or Police 

Board upon written request of the Union. 

Step 4. I f the raatter i s not settled in Steps 2 or 3, the 

Union raay subrait the raatter to arbitration under the terras 

of t h i s Agreeraent. The rules governing procedure for 

arbitration s h a l l be the sarae as in 11.3, Step I I I . 

Section 11.3 Grievances and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Eraployer and the Union or any of 

the employees of the Employer i t represents, a r i s i n g out of the 

circurastances or conditions of employment, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 
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There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. • I t i s agreed t h a t the time l i r a i t a t i o n s set f o r t h 

herein are of the essence and t h a t no action, or matter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreeraent of both p a r t i e s t o t h i s Agreement. 

Fa i l u r e of the Eraployer t o answer a grievance w i t h i n the 

tirae l i r a i t s herein s h a l l perrait the Union t o advance the case t o 

the next step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Department Head n o t i f y i n g 

him/her of advanceraent t o the next Step. 

Before a forraal grievance i s i n i t i a t e d , the eraployee raay 

discuss the matter w i t h his/her iraraediate supervisor. I f the 

problera i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR 

A. The eraployee or the Union s h a l l put the grievance i n 

w r i t i n g on the forra t o be supplied by the Eraployer 

upon request, but i n the absence of such a forra, 

eraployee or the Union raay subrait the grievance i n 

l e t t e r forra, w i t h i n twelve working days of e i t h e r the 

eraployee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The eraployee or 

the Union w i l l i n d i c a t e what Section and p a r t of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 



remedy, and submit the grievance t o the employee's 

iraraediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t sarae 

issue w i t h the Eraployer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the union i n w r i t i n g of the decisio n . 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

repr e s e n t a t i v e and/or the eraployee s h a l l have the 

r i g h t t o raake an appeal i n w r i t i n g t o the Department 

Head or the Departraent Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

iraraediate supervisor. The narae of the Departraent 

Head's designee s h a l l be posted f o r eraployees i n areas 

where eraployee notices are norraally posted and 

subraitted t o the Union. F a i l u r e t o post and so n o t i f y 

the union w i l l perrait iraraediate advanceraent to 

a r b i t r a t i o n unless cor.rected w i t h i n two (2) working 

days of noti c e of f a i l u r e t o post. 

B. The Departraent Head or the Department Head's designee 

s h a l l raeet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each month t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 
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step I I meeting w i l l be f o r the Department and the 

Union to share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o araicably resolve as 

raany grievances as possible. The Department Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I raeeting. No grievances w i l l be discussed at 

raore than one Step I I raeeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r meeting and 

discussion would , be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Departraent Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I meeting. 

The response t o the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f statement of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved eraployee or 

eraployees. Grievances raay be withdrawn without 
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p r e j u d i c e at any step of the grievance procedure i f 

rautually agreed. 

E. I f the grievance i s not s e t t l e d at the second step, 

the Union or the Eraployer may request f i n a l and 

binding a r b i t r a t i o n by serving . w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days frora r e c e i p t of the 

Eraployer's Step I I decision or the date i t was due. 

F. ' I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t raay be presented by a s i n g l e selected 

eraployee r e p r e s e n t a t i v e of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be raade a p p l i c a b l e t o a l l of the a f f e c t e d 

eraployees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

ob l i g a t e d , to f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

eraployee t h a t i t could cause death or serious p h y s i c a l 

harra. The Employer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the employee does not waive 

his/her r i g h t to process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - ARBITRATION 
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I f the matter i s not s e t t l e d i n Step I I the Union or the 

Eraployer, but not an i n d i v i d u a l eraployee or eraployees, raay 

subrait the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative frora the 

Employer's operating department, w i t h copies of the request t o 

the designated law departraent representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer , i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s rautually raay 

agree, the Union s h a l l have the r i g h t to convene a meeting w i t h 

the Employer's designated representative i n an atterapt t o 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the raatter to a r b i t r a t i o n . At .. such raeeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the raatter i n dispute 

and the r e l i e f requested. The Eraployer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect, t o the grievance. I n the 

event the p a r t i e s are unable at such meeting t o resolve the 

grievance, the Union and the Eraployer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r p a r t y raay subrait the grievance to a r b i t r a t i o n by 

servincj a w r i t t e n request to a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the r u l e s of t h a t t r i b u n a l w i t h a 

copy to the other party. The forecjoing s h a l l not prevent the 
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Eraployer and Union frora rautually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted raust agree as a whole t o 

coraraenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s must 

be by w r i t t e n consent of the Union and -the Eraployer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of tirae s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Eraployer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

re q u i r e the production of p e r t i n e n t docuraents at the request of 

e i t h e r p a r t y . Each p a r t y s h a l l be responsible f o r corapensating 

i t s own representative and witnesses. The cost of a t r a n s c r i p t 

s h a l l be borne by the p a r t y requesting the r e p o r t e r unless the 

p a r t i e s agree t o share such costs. 

An a r b i t r a b l e raatter raust i n v o l v e the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreeraent ĉ r a document incorporated by reference t h e r e t o . The 

p r o v i s i o n s of t h i s Agreeraent and any other docuraent incorporated 

by reference i n t h i s agreeraent s h a l l be the sole source of any 

r i g h t s which e i t h e r pa.rty raay assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

arbitratc:jr s h a l l have no power to amend, add t o , subtract from, 

or change the terras of t h i s Agreement, and s h a l l be authorized 

6 3 



only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreeraent and 

apply them t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and., binding on a l l p a r t i e s to the dispute, 

i n c l u d i n g the employee or eraployees involved. Where tiraeliness 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . ' 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a pr e l i r a i n a r y step of the grievance procedure or 

which would becorae raoot due t o the length of tirae necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved raore e x p e d i t i o u s l y , raay be f i l e d at the opt i o n 

of the grievant/union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union raay request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

frora the Eraployer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conforraance w i t h a p p l i c a b l e 

laws and rul e s issued pursuant t h e r e t o governing the 

disseraination of such raaterials. 

A Union rep r e s e n t a t i v e , a gr i e v a n t , and Union steward w i l l 

be perraitted a reasonable araount of tirae without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 
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t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Departraent, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r perraission t o handle grievances on work tirae, i t 

being understood t h a t the operation of the Departraent takes 

precedence unless there i s an eraergency, but such perraission 

s h a l l not be denied unreasonably. A reasonable nuraber of 

eraployees may attend the meeting without loss of pay; such 

raeetings s h a l l be set by mutual agreement by the Eraployer and 

the Union. Where the Employer d i r e c t s an eraployee t o report f o r 

a meeting concerning a grievance at a tirae when the eraployee i s 

not scheduled t o work such time s h a l l be considered time worked. 

I f there i s space a v a i l a b l e , the Eraployer, upon request of 

the Union r e p r e s e n t a t i v e , s h a l l provide the use of a room and 

telephone, t o discuss the grievance, subject to the Employer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Employer and the Union raay rautually agree t o subrait any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l rautually s e l e c t an a r b i t r a t o r 

frora a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible frora the date the p a r t i e s agreed t o subrait the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant to the p a r t i e s ' agreeraent, the' 
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a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative frora the Eraployer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l raeet at l e a s t q u a r t e r l y , 

or raore f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing, date per raonth f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disc i p l i n a r y Investigations 

Suppleraenting a l l r i g h t s and processes due eraployees 

covered by t h i s Agreeraent who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

int e r v i e w w i l l be conducted i n the f o l l o w i n g raanner: 

A. The interview" of the erap'loyee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The in t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the employee's l o c a t i o n of assignraent, 

norraal departraent l o c a t i o n or other appropriate 

l o c a t i o n . 

C. Pr i o r to an in t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 
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i n t e r v i e w e r and a l l persons present during the 

interview.' When a forraal stateraent i s being taken, 

a l l questions d i r e c t e d t o the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, • w i t h ireasonable i n t e r r u p t i o n s perraitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be inforraed of the nature of the matters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent t o 

provide i n f o r m a t i o n r e l a t i n g t o the matter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreeraent, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the eraployee's a d r a i n i s t r a t i v e r i g h t s , or 

the i m p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

stateraent the eraployee has made. 

H. (1) I f the 'allegation under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 

employee, said employee w i l l be given the s t a t u t o r y 

adrainist.rative proceedings r i g h t s p r i o r t o . the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 
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i n d i c a t e s t h a t c r i r a i n a l prosecution raay be probable 

against said eraployee, the provisions of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

afforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i r a i n a t i o n p r i o r t o the coramenceraent of the 

i n t e r v i e w . An employee w i l l not be read his/her 

a d r a i n i s t r a t i v e and Miranda r i g h t s during the sarae 

i n t e r v i e w . 

I . At the request of the eraployee under i n v e s t i g a t i o n , an 

employee who raay be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

re p r e s e n t a t i v e of the Union. The eraployee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union r e p r e s e n t a t i o n 

before coraraenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e presentation 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Eraployer does not have the 

i n t e r v i e w unduly delayed. 

J. The Employer s h a l l not corapel an eraployee under 

i n v e s t i g a t i o n to speak or t e s t i f y before, or t o be 

questioned by, any non-governraental agency r e l a t i n g t o 

any raatter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph exaraination s h a l l not be 

used against an eraployee i n any forura adverse t o the 

eraployee's i n t e r e s t s . The Eraployer w i l l not r e q u i r e a 

polygraph exaraination i f i t i s i l l e g a l t o do so. I f 

an eraployee i s asked t o take a polygraph examination, 
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he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 

any polygraph exaraination s h a l l be known t o the 

employee w i t h i n one week. 

L. This Section s h a l l not apply t o eraployee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the raedia during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Eraployer and the eraployee has the op p o r t u n i t y t o 

respond t h e r e t o . I f an eraployee i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the raedia of the charges 

against the eraployee, the C i t y w i l l raake t h a t f a c t 

a v a i l a b l e t o the raedia where the eraployee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

sarae forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the eraployee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inforraation i n c l u d i n g eraployee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enuraerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Eraployer f o r any d i s c i p l i n a r y 
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a c t i o n against the eraployee, or i n the case of 

promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the provisions of paragraph 

N above, at the option of the Union, a claim t h a t the 

Inspector General has v i o l a t e d the. p r o v i s i o n s of t h i s 

Section may be rai s e d i n a suppression hearing before 

a meraber of the perraanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s o ption by 

n o t i f y i n g the eraployee's Departraent Head and the 

Eraployer's Law Departraent i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreeraent. The appeal 

s h a l l s p e c i f y the p a r t i c u l a r c ontract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l suraraary of 

the conduct alleged t o have v i o l a t e d the Agreement. I t 

i s understood t h a t by ex e r c i s i n g t h i s o p t i o n , any and 

a l l tirae l i r a i t s set f o r t h i n Chapter 2-74-060 .of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i ' l l s elect i n order of r o t a t i o n one of the three 

perraanent hearing panel members who are chosen as 

f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 
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merabers raust be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any raeraber of the panel resign or be removed 

upon mutual agreement of the p a r t i e s during the l i f e 

of t h i s Agreeraent, the p a r t i e s w i l l meet t o reach 

agreement on new panel raeraber who raust be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreeraent can be reached, 

the .Eraployer w i l l request a panel of seven (7) 

a r b i t r a t o r s frora FMCS, a l l of whora raust be raerabers of 

the National Acaderay of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l raeet t o s t r i k e naraes frora the l i s t , w i t h 

the Employer s t r i k i n g f i r s t , u n t i l one narae reraains, 

which person s h a l l be naraed t o the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or at such other tirae as the p a r t i e s raay 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be. l i r a i t e d t o deterraining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, anci i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the raerits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 
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2 (d) The panel raeraber s h a l l render an expedited 

decision which s h a l l be f i n a l - and binding upon the 

p a r t i e s . I t s h a l l not be subject to c o l l a t e r a l 

a ttack i n any f u r t h e r d i s c i p l i n a r y proceeding 

i n v o l v i n g the eraployee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the eraployee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

eraployee has been incarcerated f o r raore than 72 hours. 

Section 11.5 Seasonal Employment 

E f f e c t i v e upon r a t i f i c a t i o n , i n the event the Eraployer 

intends t o irapose a d i s c i p l i n a r y suspension w i t h respect t o a 

seasonal eraployee w i t h at l e a s t f i v e (5) years of seasonal 

service, as defined herein, and where the suspension would 

r e s u l t i n a loss of pay f o r the employee, p r i o r to imposing the 

suspension, except i n an eraergency or where the eraployee i s 

unavailable, the Eraployer s h a l l n o t i f y . the eraployee and the 

Union and, upon request frora the Union, w i l l schedule a raeeting 

w i t h the Union and the eraployee. At the meeting the Eraployer 

w i l l n o t i f y the eraployee and the Union of the contemplated 

d i s c i p l i n a r y a c t i o n and the reason(s) underlying i t . The 

employee and the Union w i l l be given the o p p o r t u n i t y t o re.spond 

to the accusations at, the raeeting. This meeting s h a l l be 
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i n f o r m a l and there s h a l l be no witnesses present unless both 

p a r t i e s agree. The Employer raay, at i t s o p t i o n , conduct f u r t h e r 

i n v e s t i g a t i o n a f t e r t h i s raeeting. I n the event d i s c i p l i n e i s 

iraposed i t s h a l l not be subject t o the grievance procedure, as 

nothing i n t h i s p r o v i s i o n s h a l l be deeraed as a l t e r i n g the non-

Career Service status of seasonal eraployees. This p r o v i s i o n 

s h a l l not apply where the suspension i s the r e s u l t of 

a p p l i c a t i o n of progressive d i s c i p l i n e f o r v i o l a t i o n of the 

/ Eraployer's tirae and attendance p o l i c i e s , provided t h a t the 

Eraployer s h a l l , upon request, provide the Union w i t h copies of 

the eraployee's tirae and attendance record. 

Upon request by e i t h e r p a r t y raade a f t e r one year frora the 

date of r a t i f i c a t i o n of t h i s Agreeraent, the p a r t i e s s h a l l raeet 

to discuss any proposed changes t o t h i s Sectioh 11.5. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 

The Union agrees that during the l i f e of th i s Agreeraent, 

there s h a l l be no s t r i k e s (including, but not liraited to 

syrapathy str i k e s and s t r i k e s to protect union or third party 

conduct), work stoppages, slowdowns, picketing, delays of work 

of any kind. 

Section 12.2 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s t o 

prevent any acts forbidden i n t h i s A r t i c l e and t h a t i n the event 

any such acts take place or are engaged .in by any employee or 
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group of eraployees in the Union's bargaining unit, the Union 

further agrees i t w i l l use i t s best efforts to cause an 

iraraediate cessation thereof. I f the Union immediately takes a l l 

necessary steps in good f a i t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclairaing such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved eraployees that the action was not 

called or sanctioned by the Union, in addition to instructing 

eraployees to iraraediately cease such a c t i v i t y , the Employer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 

The Eraployer may terminate the eraployraent of or otherwise 

d i s c i p l i n e any eraployee or eraployees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the terra of t h i s Agreeraent. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

frora the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-raonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 
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revoked by w r i t t e n n o t i c e t o the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreeraent. The Union s h a l l inderanify, defend and hold the 

Eraployer harraless against any and a l l clairas, deraands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g daraages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

a c t i o n taken or not taken by the Eraployer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignraent furnished under any such p r o v i s i o n s or i n r e l i a n c e 

upon employee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union t o the Eraployer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

The Eraployer s h a l l provide t o the Union w i t h i n t h i r t y (30) 

days narae, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new eraployee h i r e d i n t o the Union's bargaining u n i t . 

Section 13.2 

I t i s f u r t h e r agreed t h a t 30 days a f t e r the l a t e r of the 

execution of the Agreeraent or the eraployee's date of h i r e , the 

Eraployer s h a l l deduct frora the earnings of eraployees who are not 
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raembers of the Union, a raonthly araount as c e r t i f i e d by the Union 

and s h a l l rerait such deductions to the Union at the sarae tirae 

that the dues check-off i s reraitted. I t i s understood that the 

araount of deductions frora said non-raeraber bargaining unit 

employees w i l l not exceed the regular monthly union dues and 

represents the eraployee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract adrainistration and pursuing matters 

affecting wages, hours and other conditions of eraployraent. 

Section 13.3 

Nothing in this Agreement s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of eraployees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are raerabers. 

Section 13.4 

Each eraployee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a raeraber of the Union, and each eraployee who becoraes a raeraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of eraployraent, raaintain 

his/her merabership i n the Union during the terra of t h i s 

Agreeraent. 

Any present eraployee who i s not - a raeraber of the Union 

s h a l l , as a c o n d i t i o n of eraployraent, be required t o pay a f a i r 

share (not to exceed the araount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n . 

A l l eraployees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreeraent and V7ho have not raade a p p l i c a t i o n f o r raerabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 
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Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n 

and pursuing raatters a f f e c t i n g wages, hours and other conditions 

of eraployraent. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Eraployer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Eraployer raakes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Employer changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not permanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the rautual 

agreeraent of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y perforraed by 

eraployees who are represented by the Union s h a l l continue t o be 

performed by said employees, except where non-unit eraployees 

have i n the past performed u n i t work, or i n emergencies, t o 

t r a i n or i n s t r u c t employees, t o do layout, deraonstration, 

experimental, or t e s t i n g d u t i e s , t o do tro u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where employees 

do not report t o work because of vacations, or other absences or 

tardines s , or f o r personal reasons during the course of the day, 

or because a l l of the eraployees are or w i l l be cjccupied w i t h 

assigned d u t i e s , or t o coraplete a rush assignraent, employees of 
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any other u n i t represented by another union s h a l l not perform 

the work of .said eraployees. For exaraple, i f a Painter i s on 

vacation, a Plasterer s h a l l not be assigned as a replaceraent 

Painters. The Eraployer s h a l l not a r b i t r a r i l y extend the period 

of any eraergency beyond the need f o r t h a t eraergency. 

Notwithstanding the foregoing, i t i s uncderstood that i t 

s h a l l not be a violation of th i s Agreeraent i f the following 

functions are perforraed by raerabers of raanageraent, regardless of 

whether they are also performed by the bargaining unit: (a) crew 

assignment and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipment and raaterials frora vendors. Nothing 

herein s h a l l deprive raerabers of the bargaining unit of the right 

to perforra h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit employee for the purpose of 

replacing that person with a meraber of raanageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance clairaing t h a t 

the Eraployer has v i o l a t e d the terras of t h i s Agreeraent by 

assigning c e r t a i n work t o C i t y eraployees represented by another 

union, or where the Eraployer receives a grievance frora another 

union p r o t e s t i n g the assignment of work to eraployees covered 

under t h i s Agreeraent, the Employer s h a l l serve w r i t t e n n o t i c e to 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This no t i c e s h a l l describe the nature of the 

work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

submitted to a r b i t r a t i o n , the provisions of A r t i c l e 11 herein 
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regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Eraployer and the Union, the other a f f e c t e d 

union(s) s h a l l ^have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and to present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claira against the Eraployer t h a t 

the reassignraent of the work i n dispute v i o l a t e s the Agreeraent 

of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

t o t h a t claira as w e l l . A l l p a r t i e s ' t o the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claira and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding deterraine t h a t the Eraployer's reassignraent 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer t o coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as to which of the unions i s e n t i t l e d t o 

perforra.the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Eraployer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l select the a r b i t r a t o r . The Eraployer, the Union and the 

other a f f e c t e d union(s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y , p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignraent 
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d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreeraent and of the c o l l e c t i v e bargaining agreeraent of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testiraony s h a l l be 

adraitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s to the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d r a i n i s t r a t i v e 

forura. 

Nothing herein s h a l l preclude a l l parties to the dispute 

frora voluntarily resolving i t at any tirae. 

Section 14.4 Deferred Compensation 

The Eraployer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g t o deferred corapensation, s h a l l be 

afforded t o a l l eraployees of the Eraployer without change during 

the terra of t h i s Agreement. 

The Employer w i l l make contributions, on a d o l l a r - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximoim t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 
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c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the to t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing t h e i r own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s i n the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-

Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes to i n i t i a t e reasonable changes 

or a d d i t i o n s to i t s rul e s of conduct, which could subject 

eraployees to d i s c i p l i n e , the Eraployer s h a l l t ransmit four (4) 

copies of the proposed changes or a d d i t i o n s t o the Union. The 

Union, w i l l consider the proposals, and upon request, the 

Employer w i l l meet w i t h the Union w i t h i n twenty (20) calendar 



days of the receipt of the proposals to receive the Union's 

coraraents. Absent an eraergency, the Employer w i l l not irapleraent 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Eraployer. No such changes or additions s h a l l 

be irapleraented without prior publication and notice to the 

affected eraployees. • 

Section 14.6 Safety 

(a) The Eraployer s h a l l provide a safe and h e a l t h f u l 

working environraent f o r eraployees covered by t h i s agreeraent 

i n c l u d i n g i n accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e 

occupational safety and health laws, and s h a l l raaintain i n good 

and safe working c o n d i t i o n a l l equipraent necessary f o r the safe 

and proper perforraance of the job. 

(b) In furtherance of those e f f o r t s , a j o i n t s a f ety 

coraraittee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Eraployer. The purpose of the coraraittee 

s h a l l be t o discuss, e.xaraine and t o raake recoraraendations 

concerning occupational safety and health issues a f f e c t i n g 

eraployees. A l l recommendations of the coraraittee w i t h respect to 

safety and health issues s h a l l be subraitted i n w r i t i n g t o the 

appropriate Departraent Head w i t h a copy to the Union and the 

Directo r of Labor Relations. The Departraent Head s h a l l proraptly 

issue a w r i t t e n response to the coraraittee as to the Department's 

views regarding the coraraittee's recoraraendations. 
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The p a r t i e s raay decide, from tirae t o tirae, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Departraent(s) responsible f o r s a f e t y matters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 

safety personnel w i l l raeet and confer w i t h a r e p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and r e p o r t back t o the 

Coraraittee on any decisions or recommendations concerning thera. 

(c) The j o i n t safety committee s h a l l raeet at l e a s t once a 

raonth, or otherwise by rautual agreeraent. 

(d) The p a r t i e s agree and understand t h a t i f an eraployee 

i s faced w i t h an unsafe working c o n d i t i o n , the eraployee i s 

required t o perforra the task i n question unless the eraployee's 

perforraance of an assigned task presented the strong l i k e l i h o o d 

of s u b j e c t i n g the employee t o imrainent danger of death or 

serious i n j u r y . I f the eraployee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perform t h a t task and 

expose himself t o t h a t dangerous c o n d i t i o n , he w i l l not be 

subject to d i s c i p l i n e . I n order to avoid d i s c i p l i n e under t h i s 

paragraph, the c o n d i t i o n raust be of such a nature t h a t a 

reasonable person, under the circurastances, would conclude t h a t 

there i s a r e a l , s u b s t a n t i a l , and imrainent danger of death or 

serious i n j u r y . In a d d i t i o n , the eraployee raust also have sought 

frora the Eraployer, and have been unable to o b t a i n , c o r r e c t i o n of 

the s i t u a t i o n before r e f u s i n g to perform the task i n question. 
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Section 14.7 Information to Union 

The- Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimoim, the following information: 

• Payroll period 

• Payroll Noimber 

• Employee noimber 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the s a f e t y and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r m a t i o n . -en—a—raonthly basis a—bargaining—unit 

report—ei—current—active—eraployees,—fehe—list—fee—include—erapioycc. 

name, address, s o c i a l — s e c u r i t y — n u r a b c r , t i t l e , p a y—schedule, 

gr a d e , — c u r r e n t — p a - y — r a t e , — s t a t u s , — c o n t i n u o u s — s e r v i c e — d a t e , — t i r a e 

i n — t i t l e , — d a t e of birth,—race—and sex. 

ihe—Eraployer—shall—also—provide—te—th-e—Union—en—a—raonthly 

basis a bargaining u n i t a c t i v i t y report e i current a c t i v e 

e r a p l o y e e s — t h a t — w i l l l i s t — C a r e o r — S e r v i c e — R c t i r e r a e n t o ; Career 



Servico Resignations; Career Service Discharges; Non-Carccr 

Service Terrainations; Leaves e i Absence; Suspensiono; 

Reinstatements;—Roappointracnts;—Tranof ero—(change—ei—departraent 

and change e i p a y r o l l ) ; Appointracnto (which also includco 

proraotions and deraotions);—and Deaths. 

Each—raonth—fehe—Eraployor—will—provide—fee—fehe—Union—fehe 

current—raonth ' s—bargaining u n i t — a c t i v i t y — r e p o r t — a n d — f e h e — u p d a t e d 

report—frora the previous raonth. 

Section 14.8 Soibcontracting 

The Eraployer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or eraployer who 

i s not i n corapliance w i t h the area standards established under 

and pursuant t o the forraula used by the United States Departraent 

of Labor adrainistering the Davis-Bacon Act. Notice of any such 

c o n t r a c t i n g or subcontracting s h a l l be given t o the Union at 

l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The n o t i c e 

s h a l l be i n w r i t i n g and s h a l l contain the narae and address of 

the p a r t y who w i l l perforra the work, a d e s c r i p t i o n of the work 

to be performed and any other relevant data to enable the Union 

to deterraine corapliance w i t h t h i s Section. I n the event such 

party i s deterrained not t o be i n corapliance w i t h the said area 

standards, the Eraployer s h a l l w i t h h o l d payouts and s h a l l not 

contract or subcontract f u r t h e r w i t h any such p a r t y u n t i l the 

Union and the Employer receive a w r i t t e n and enforceable 

assurance of corapliance. 
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In the event t h a t the Eraployer deterraines t o subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

eraployees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

perraanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Department,, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f eraployees have the then 

present a b i l i t y t o perforra the required work without f u r t h e r 

t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her t o perform 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the eraployraent of eraployees subject to layoff. During 

that raeeting the Eraployer w i l l request and urge that the sub

contractor hire l a i d off eraployees. 

Section 14.9 Automobile Reimbursement 

Eraployees who are required by the Eraployer t o use t h e i r own 

autoraobiles i n the performance of t h e i r job s h a l l receive 

mileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaxiraura of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreeraent, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraura reiraburseraent w i l l 

increase to $350.00 per month. E f f e c t i v e February 1, 2008, the 

maxiraura reimburseraent w i l l increase to $450.00 per raonth. 

E f f e c t i v e February 1, 2009, the maxiraura reimbursement w i l l 

increase t o $550.00 per month. Thereafter, the maxiraura 
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reiraburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consuraer Price Index f o r A l l Urban Consumers (CPI-U) : 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increraent. Eraployees seeking raileage reiraburseraent 

raust subrait t h a t request on a forra provided by the Eraployer. 

Payraent f o r raileage expenses w i l l be made on a monthly basis. I n 

the event t h a t during the l i f e of ' t h i s Agreeraent the Eraployer 

s h a l l irapleraent f o r any group of eraployees an autoraobile expense 

reiraburseraent prograra which i s raore favorable t o eraployees than 

the p rovisions of t h i s paragraph, upon n o t i c e from the Union, 

the Employer w i l l meet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new prograra t o eraployees 

covered by t h i s Agreeraent. 

Upon request by e i t h e r p a r t y raade no e a r l i e r than January 

1, 2010, the p a r t i e s s h a l l raeet t o discuss any proposed changes 

to t h i s Section 14.9. 

Section 14.10 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination that the 

employee i s u n f i t for duty and the employee's physician 
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c e r t i f i e d that the employee i s f i t for duty, the employee may 

el e c t or Employer may require the employee, at the Employer's 

sole expense, to be soibject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 

duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and binding. 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order to permit access to a l l medical records 

related to his/her condition, and the City s h a l l agree to secure 

and maintain the confidential nature of a l l medical records 

obtained through the process. 



ARTICLE 15 
LAYOFFS/RECALL 

Section 15.1 

Probationary eraployees w i t h raore than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior eraployee 

i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t , 

provided the a b i l i t y , q u a l i f i c a t i o n s t o perforra the required 

work, and the eraployee's job perforraance are equal araong the 

other eraployees i n the job. 

" S e n i o r i t y " s h a l l mean, f o r purposes of t h i s Section, the 

employee's continuous service i n any bargaining u n i t t i t l e ( s ) 

c i t y - w i d e . 

A l a i d - o f f eraployee raay displace (burap) the l e a s t senior 

eraployee, i f any, i n the raost recent lower job t i t l e the 

employee t o be l a i d o f f has held, provided the employee t o be 

l a i d o f f has the then present a b i l i t y t o perform the job t o the 

Employer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Should raore than one eraployee have the sarae hire date and 

seniority becorae an issue, seniority date t i e breakers w i l l be 

established through the toss of a coin. 

Section 15.2 Notice of Layoff 

The Union and eraployees (except probationary eraployees w i t h 

less than 90 days of service) s h a l l be provided w i t h at l e a s t 14 

days advance notice of a l a y o f f , except i n eraergencies beyond 

the c o n t r o l of the Eraployer, i n which event, such not i c e s h a l l 

be given as soon as reasonably possible a f t e r . the Eraployer 

knows. Such noti c e s h a l l contain the narae, p o s i t i o n 

c l a s s i f i c a t i o n , departraent, work l o c a t i o n , i f a v a i l a b l e i n the 
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Eraployer's records, and s e n i o r i t y date of each eraployee schedule 

to be l a i d o f f . 

Eraployees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

I n the event any ei—fehe p r o v i s i o n e of t h i s Agreeraent s h a l l 

be or becorae i n v a l i d or unenforceable by reason of any f i n a l and 

bi n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such 

i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the reraainder of 

the provisions hereof, which s h a l l remain i n f u l l f o r c e and 

e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n s h a l l be soibject 

t o r e - n e g o t i a t i o n by the Pa r t i e s w i t h i n a reasonable p e r i o d o f 

time . The—parties—agree—fee—raeet—aftd—adopt—reviood—provisiono 

which vjould be—in conforraity w i t h the—law. 
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ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Eraployer i n w r i t i n g , of the naraes 

of the Stewards i n each departraent or area agreed upon w i t h the 

Eraployer and s h a l l n o t i f y the Eraployer promptly of any changes. 

Stewards w i l l be permitted t o handle and process grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 

procedure during norraal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable p e r i o d of tirae, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors i n advance of t h e i r i n t e n t i o n 

t o handle and process grievances. Supervisors may not 

unreasonably withhold permission t o the Stewards t o engage i n 

such a c t i v i t i e s . 

Employees a c t i n g as Union Stewards s h a l l not be 

dis c r i m i n a t e d against nor be t r a n s f e r r e d frora t h e i r job 

c l a s s i f i c a t i o n s or departraents because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards from t h e i r 

job c l a s s i f i c a t i o n s or departments, other than i n an eraergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 

Section 17.2 Union Rights 

The Union s h a l l have the r i g h t and r e s p o n s i b i l i t y t o 

represent the i n t e r e s t s of a l l employees i n the Unit, t o present 

i t s views t o the C i t y on matters of concern, e i t h e r o r a l l y or i n 

w r i t i n g , and t o consult and be consulted w i t h , i n respect t o the 
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formulation, developraent and irapleraentation of po l i c i e s and 

prograras affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal working hours, t o enter Eraployer f a c i l i t i e s f o r 

purposes of handling grievances or observing c o n d i t i o n s under 

which eraployees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not t o i n t e r f e r e w i t h normal operations. The 

Eraployer may be able t o change or set r u l e s of access, provided 

t h a t any change i n current p r a c t i c e s must be reasonable and 

subject, to the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services t o i t s c i t i z e n s i n a safe and economic manner. The 

p a r t i e s to t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of eraployees, as w e l l as t h e i r raorale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y and the eraployees under t h i s Agreeraent serve. Furtherraore, 

the econoraic cost of pr o v i d i n g health care services t o eraployees 

who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 

The Eraployer and the Union raaintain a strong coraraitraent t o 

protect people and property, and to provide a safe working 
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environraent. To t h i s end, the eraployer. has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s to t h i s Agreeraent urge eraployees who have such 

probleras t o u t i l i z e the Prograra's services. 

To raaintain a workplace which provides a safe and health 

work environraent for a l l eraployees, the following drug and 

alcohol prograra i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia . i n the possession of, or being used by, an 

eraployee on the job or the premises of the Employer. 

(c) Employer Preraises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, t r u c k s and other vehicles 

owned, leased or used by the Employer as job s i t e s or work 

l o c a t i o n s and over which the Eraployer has a u t h o r i t y as eraployer. 

(d) Employee: a l l persons covered by t h i s Agreeraent. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t daraage t o 

property to which an eraployee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause: 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i r a i t e d to noticeable irabalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 



ordinary s e n s i b i l i t i e s t o conclude t h a t the eraployee i s under 

the i n fluence of drugs and/or a l c o h o l . 

(g) Under the Influence: any raental, emotional, sensory 

or physical impairment due t o the use of drugs of a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

saraple, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l employees must report t o work i n a ph y s i c a l 

c o n d i t i o n t h a t w i l l enable thera t o perforra t h e i r jobs i n a safe 

raanner. Further, eraployees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d iteras or substances on or at the Eraployer's 

preraises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Eraployer has reasonable cause t o believe t h a t 

an eraployee i s under the in f l u e n c e of a p r o h i b i t e d substance, 

the Eraployer s h a l l have the r i g h t t o subject t h a t eraployee t o a 

drug and alcohol t e s t . At the Eraployer's d i s c r e t i o n , the 

eraployee raay be placed on a d r a i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the eraployee s h a l l be r e i n s t a t e d . In a l l other cases, the 

Employer w i l l terminate a l l eraployees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse to cooperate w i t h t e s t i n g procedures; 
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( i i i ) are found t o be under the i n f l u e n c e of drugs 
or alcohol while on duty and on the 
Eraployer's preraises; 

( i v ) are found i n possession of a l c o h o l , drugs or 
drug paraphernalia, or are found s e l l i n g or 
d i s t r i b u t i n g ' drugs or drug paraphernalia, on 
the Employer's premises. 

(c) A l l adverse employraent a c t i o n taken against an 

employee under t h i s program s h a l l be subject t o the grievance 

and a r b i t r a t i o n procedures of t h i s Agreeraent. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer raay require drug and/or alcohol t e s t i n g 

...under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be adrainistered i n the event t h a t 
\ two supervisors have reasonable cause to 

believe t h a t an employee has reported t o 
work under the i n f l u e n c e of or i s at work 
under the i n f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t may be required i f an employee i s 
involved i n a workplace accident or 
f i g h t i n g ; 

( i i i ) a t e s t may be required as p a r t of a f o l l o w -
up t o counseling or r e h a b i l i t a t i o n f o r 
substance abuse f o r up t o a one year period. 

(b) Eraployees to be t e s t e d w i l l be required t o sign a 

consent forra and chain of custody form, assuring proper 

documentation and accuracy. I f an employee refuses t o sign a 

consent form a u t h o r i z i n g the t e s t , he or s h e l l w i l l be subject 

to t e r r a i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted 'by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and raay consist of e i t h e r blood or urine t e s t s , or both. 

The Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o 
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t e s t f o r the presence of alcohol, i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g prograras, dated A p r i l 11, 1988 and as raay 

be araended her e a f t e r by the relevant agency of the Departraent of 

Health and Human Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they raay be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

employee was under the infl u e n c e of drugs. 

( f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which raeet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h t h a t the te s t e d 

eraployee was under the influence of alc o h o l . 

(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Eraployer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Coramissioner of Personnel or h i s designee i n the raanner t o be 

prescribed by the Comraissioner. The applicant or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Coramissioner w i l l inforra the applicab l e departraent head of any 

eraplcDyee who t e s t s posit.lve f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 
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( i ) A l l urin e or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as to allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

t e s t r e s u l t i s p o s i t i v e raay e l e c t , at h i s or her expense, t o be 

rete s t e d by the sarae or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Coraraissioner of Personnel, provided t h a t the Eraployer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s r a i t t i n g said saraple t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

to take a s u f f i c i e n t saraple, or t o preserve such saraple, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the reraoval from 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any eraployee. 

( j ) No l a b o r a t o r y r e p o r t or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are pa r t of a 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

special- locked f i l e maintained by the Coraraissioner of Personnel, 

except as such di s c l o s u r e raay be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Eraployees are encouraged to seek help f o r a drug or alcohol 

problera before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y raatter and 

raay p a r t i c i p a t e i f they wish i n the vo l u n t a r y Eraployee 

Assistance Prograra. This A r t i c l e w i l l not dirainish any 

languages t o the contrary i n any other C o a l i t i o n '~Union 

Agreeraent. 
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ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i r a i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicbago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

and t r a i n i n g prograras and t o provide expanded post-

apprenticeship and t r a i n i n g eraployraent o p p o r t u n i t i e s f o r such 

graduates. I n conjunction w i t h the execution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreeraent w i t h the C i t y of 

Chicago, the Parties s h a l l enter i n t o a suppleraental raeraorandum 

of understanding regarding the s t r u c t u r e , irapleraentation, 

raonitoring and enforceraent of t h i s I n i t i a t i v e . Said raeraorandura 

s h a l l be attached to t h i s Agreeraent as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coramitraent by the C o a l i t i o n to f i l l at 

leas t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 
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CPS students, graduates or forraer students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreeraent. 

b. A coramitraent by the C o a l i t i o n and the C i t y t o 

co l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union ' apprenticeship and 

t r a i n i n g prograras. I n p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e ' 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g prograras as appropriate; and t o expand post-

apprenticeship and t r a i n i n g eraployraent o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps t o f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and suppleraental meraorandura attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreeraent s h a l l be subject to 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance forra. The Eraployer and the 

Union w i l l cooperate to secure t h i s l e g i s l a t i v e approval. 
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This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t frora said date to June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o r a a t i c a l l y renew i t s e l f from year t o 

year unless at l e a s t 60 days and not raore than 120 days p r i o r to 

the t erraination date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o araend, add t o , subtract frora, or 

terrainate t h i s Agreeraent. 

In the event such not i c e of a desire t o araend, add t o , or 

subtract frora.the terras of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which no t i c e was given, t h i s Agreeraent 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreeraent. The notices r e f e r r e d t o s h a l l be 

considered t o have been given as of the date shown on the 

postmark, w r i t t e n notices may be tendered i n person, i n which 

case the date of notice s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e c ontract between;the 

Eraployer and the Union and s e t t l e s a l l deraands and issues w i t h 

respect to a l l raatters subject to c o l l e c t i v e bargaining. The 

Eraployer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees that the other s h a l l not be o b l i g a t e d to bargain 
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c o l l e c t i v e l y w i t h respect t o any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such raatter raay not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

tirae t h i s Agreeraent was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l -vacation, holiday or other paid tirae o f f , or 

voluntary unpaid tirae o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

agreeraent, such a d d i t i o n a l tirae o f f s h a l l be granted t o a l l 

eraployees covered by t h i s Agreeraent. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreeraent s h a l l be effective frora the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l reraain in effect 

through 11:59 p.ra. on June 30, 20i^ 2022. 

Health Plan Reopener 

Each party reserves the r i g h t t o reopen t h i s Agreeraent i n 

order to f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

• Any change (s) i n the applicab l e l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care prograra mandating s i g n i f i c a n t changes 
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i n health insurance b e n e f i t s t h a t becomes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 

The lack of achieveraent of health care cost 

containraent as . a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishraent and a d r a i n i s t r a t i o n 

of the Labor-Manageraent Cooperation Committee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containraent or savings, as raeasured by a 

proje c t e d increase of costs f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared to health care costs i n F i s c a l 

Year 2008 . and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l to r e s u l t i n such cost containraent or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustments i n deductibles, co-

pays and co-insurance, to prevent the cost 
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increase from exceeding 8% as measured i n 

subsection (a) above, 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y may e l e c t to reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Coraposition of the LMCC; 

• Funding of the LMCC. 

provided,—hovjcvcr,—each—party—reserves—fehe—right—fee—reopon—thio 

A g r e e m e n t — i n — o r d e r — t - e — n e g o t i a t e — f e h e — H e a l t h — P l a n — s e t — f o r t h — i n 

Article—9—ne—later—than—June—2 0 - ,—2011—and—June—3-0-7—2015,—er—in 

t h e—event—the—City of—Chicago—ie—awarded ' the—2016—01 ympic—Garaco, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of t h i s 

Agreement, and the City agrees, for the term of t h i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p arty to t h i s Agreeraent has t h i r t y (30) days t o n o t i f y 

the other party of i t s i n t e n t ,to reopen t h i s Agreement i n order 
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to negotiate the Health Plan set forth in A r t i c l e 9. Should 

either party elect to reopen negotiations pursuant to t h i s 

provision, i t s h a l l submit written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreeraent on the A r t i c l e . I f the parties f a i l to reach 

agreeraent at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreeraent. 

Non-Provailing Wage Rate Reopener 

Four-Year: This—Agreement—m a y—be—reopened—t-e—further 

n e g o t i a t e — f e h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — t h e — o c c o n d 

f i v e year—feer^R (07/01/2012 te—06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4.4, i n — t h e — c v o n t — t h a t (-â  fehe—City—notifies—fehe 

C o a l i t ion—that—it—hae—nefe—reached—a—successor—agroomont—fee—a 

t h o n — c u r r e n t — f o u r - y e a r — a g r e e m e n t — o x p i r i n g — e n — J u n e — 2 0 - , 2011 

regarding an across-the-board—pcrcontage increase i e r other 

u n i o n i z e d — e r a p l o y e e s — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a o s i f i c a t i o n o 

defined i n the—"Me Too Clauoc" by March—2^ ,—2 012;—er—fb^—fehe 

Coalition—notifies—the—City—ei—i-fes—intent—fee—tcrrainato—feh-e—^^Me 

Too Clauoc" by March 31, 2012. 

Fivo-Year: Thio—Agrocraent—raa-y—be—reopened—t-e—further 

n e g o t i a t e — t h e — n o n - p r e vailing—v^age—rates—governing—fehe—second 

five -year te^ (07/01/2012 fee 06/30/2017) under—Article 4-r 

Section 4.4, i n — t - h e — e v e n t — t h a t (-a-̂  fehe—City—notifies—fehe 

Coalition—that—ife—ha-s—net—reached—a—succeooor—agreement—fee—a 

then current five—year—agrccmcn t e x p i r i n g en June 3̂-7 2012 

104 



regarding an across—tho-board—percentage incrcaoc i e r other 

u n i o n i z e d — o r a p l o y c c o — i n — n o n - p r o v a i l i n g — w a g e — r a t e — c l a o o i f i c a t i o n o 

defined i n the "Mc Too Clause" by October 31,—2 012;—er—fb^— t h e 

C o a l i t i o n — n o t i f i e s — t h e — C i t y — e i — i f e e — i n t e n t — f e e — t e r r a i n a t e — f e h e — ^ 4 4 e 

Too Clause" by October 31, 2012. 

ii— a n y—efte—ei—fehe—foregoing—events—occurs,—either—party—fee 

t h i o Agreeraent has thirty—(-3-0^—days to n o t i f y the othor p a r t y of 

ifee—intent—fee—reopen—this—Agreeraent—in—order—fee—negotiate—fehe 

non-pre v a i l ing—wage—rates—govorning—fef^e—oocond—five-year—terra 

(07/01/2012 to 06/30/2-017) oet f o r t h i n A r t i c l e 4, Section 4.4. 

S h o u l d — e i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n e g o t i a t i o n s — p u r s u a n t — f e e 

t h i s — p r o v i o i o n , — i f e — s h a l l — s u b r a i t — w r i t t e n — n o t i c e — f e e — f e h e — o t h e r 

party—and—fehe—City—shall—nefe—be—obligated—fee—raako—fehe—wage 

a d j u s t r a e n t s — s e t — f o r t h — i n — A r t i c l e — 4 - 7 — S e c t i o n — 4 . 4 . Thereafter, 

fehe p a r t i e s have ni n e t y (-90̂  dayo w i t h i n which fee reach 

a g r e e r a e n t — e n — f e h e — A r t i c l e . i i — t h e — p a r t i e s f a i l fee—reach 

agreement—afe—fehe—concluoion—ef—that—ninety—(-9-0^—day period,—each 

party reserves the right to reopen the entire Agreement. 

Other Reopener 

I n the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

party reserves the r i g h t t o reopen the e n t i r e Agreement. 

105 



IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed t h i s docuraent as of 

the day of , 2018. 

CITY OF CHICAGO 
PAINTERS' DISTRICT COUNCIL 14 

By: By; 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and T r a i n i n g Prograra I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Manageraent Cooperation Coraraittee e s t a b l i s h e d 

under A r t i c l e 9 t o explore and recoraraend the consi d e r a t i o n of 

such o p p o r t u n i t i e s t o the C i t y and other governraental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and T r a i n i n g Prograra I n i t i a t i v e , i n c l u d i n g , but 

not l i r a i t e d t o : 

a. A raulti-project labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o ntractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum number of apprentices on the p r o j e c t as 

perraitted under the terras and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreeraent(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors . perforraing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship prograra r e g i s t e r e d w i t h 

the U.S. Departraent of Labor's Bureau of Apprenticeship and 

Tra i n i n g . 
107 



FOR COUPE: FOR THE CITY OF CHICAGO: 

lOi 



LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes to the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive health care model and w i l l r e s u l t i n 

design improveraents, cost containraent or savings, i n c l u d i n g but 

not l i r a i t e d t o the f o l l o w i n g areas: 

• Expanded Disease Management Prograra 

• HRA and Bio-raetric Screening 

• Health Fairs 

• Weight Manageraent Prograra 

• Iraaging Review Service 

• L i f e t i r a e Maxiraura 

• Subscriber Share f o r Hospital B i l l s and Co-insurance 

• Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 
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• Coraprehensive Coraraunication and Outreach Strat'egies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree to the f o l l o w i n g i n a side l e t t e r t o t h i s Agreeraent: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Memorandum of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive sorae or a l l of the raonetary 

make whole remedies d i r e c t e d by the A r b i t r a t o r i n his Award. 

Although the C i t y i s w i l l i n g t o amend Section 3 (a) as requested 

by the Unions i n order t o conclude neg o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreeraent w i t h the C i t y t o waive 

sorae or a l l of the raonetary raake whole reraedies. U n t i l such an' 

agreement i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be ob l i g a t e d to impleraent the raonetary raake whole 

reraedies i n the Award. In a d d i t i o n , i f such an agreeraent i s not 
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reached by Deceraber 1, 2007, the p a r t i e s s h a l l subrait the issues 

of the Unions' proposed araendraent t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f frora the monetary make whole reraedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

SEASONAL EMPLOYMENT - "EQUAL DIGNITY" 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

Effective upon r a t i f i c a t i o n , in the event the Eraployer 

iraposes a uniform d i s c i p l i n a r y suspension on a l l merabers of a 

crew (including both career service and seasonal employees) for 

a d i s c i p l i n a r y infraction(s) coraraitted by that crew, and the 

Employer subsequently reduces the suspension imposed on the 

career service members of the crew to a lower, uniform level of 

d i s c i p l i n e , and where the seasonal employee raeraber (s) of the 

crew i s not raore culpable than the career service eraployees 

whose d i s c i p l i n e was reduced, considering any prior relevant 

d i s c i p l i n e , then the Eraployer s h a l l reduce the d i s c i p l i n e 

iraposed on the seasonal eraployee (s) to the sarae araount as 

imposed on the career service eraployee crew raerabers. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

SHEET METAL WORKERS' INTERNATIONAL ASSOCIATION 
LOCAL 73 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer") and the Sheet Metal Workers' I n t e r n a t i o n a l 

Association, Local 73 ( h e r e i n a f t e r c a l l e d "the Union"), f o r the 

purpose of e s t a b l i s h i n g , through the process of c o l l e c t i v e 

bargaining c e r t a i n p r ovisions covering wages, and other terms 

and conditions of employraent f o r the eraployees represented by 

the Union. 

In r e c o g n i t i o n of the above, the Eraployer -and the Union 

agree as f o l l o w s : 
ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

V e n t i l a t i o n and Furnace Inspector 

Supervising V e n t i l a t i o n and Furnace Inspector 

Assistant -Chief V e n t i l a t i o n and Furnace Inspector 

Sheet Metal Worker 

Foreman of Sheet Metal Workers 

General Foreraan of "Sheet Metal Workers 

Sign Hanger 

Foreman of Sign Hangers 



The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

eraployees w i t h respect t o rates of pay, wages, hours and other 

terras and conditions of eraployraent. The terra "eraployee" as used 

herein, r e f e r s to the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Employer, except only as they may be subject to a. s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreeraent. Araong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the manageraen't of the 

Eraployer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or organization of the Eraployer's operations, or other 

econoraic reasons; to h i r e , c l a s s i f y , t r a n s f e r and assign work, 

proraote, deraote, or r e c a l l ; to raake and enforce reasonable r u l e s 

and r e g u l a t i o n s , to maintain order and e f f i c i e n c y ; to schedule 

the hours of work; to determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipraent and m a t e r i a l s to be used, the nature, 

extent, d u r a t i o n , character and raethod of operation, i n c l u d i n g 
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(but not l i r a i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t t o deterraine the nuraber of eraployees and how they 

s h a l l be eraployed, and the q u a l i t y and q u a n t i t y of workraanship 

and work required t o insure raaxiraura e f f i c i e n c y of operations; 

to e s t a b l i s h and enforce f a i r production standards; and t o 

deterraine the size, nuraber and l o c a t i o n of i t s departraents and 

f a c i l i t i e s . A l l of the pro v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Eraployer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreeraent. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to-work cooperatively w i t h the Eraployer t o 

insure equal eraployraent o p p o r t u n i t i e s as required by law i n a l l 

aspects of the Eraployer's personnel p o l i c i e s , and nothing i n 

t h i s Agreeraent s h a l l be i n t e r p r e t e d t o cause a negative e f f e c t 

on said e f f o r t s . I t i s understood and agreed t h a t t h i s A r t i c l e 

s h a l l n e i t h e r a f f e c t nor be i n t e r p r e t e d t o adversely a f f e c t the 

s e n i o r i t y p r o visions of t h i s Agreeraent. 

Section 3.2 No Discrimination 

Neither the Employer nor the Union s h a l l d i s c r i m i n a t e 

against any eraployee covered by t h i s Agreeraent i n a manner which 

would v i o l a t e any applicab l e laws because of race, c o l o r , 

r e l i g i o n , n a t i o n a l o r i g i n , age, sex, m a r i t a l status, raental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 



Section 3.3 

Grievances by eraployees alleging violations of this A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

this Agreeraent, but s h a l l not be subject to arbitration unless 

mutually agreed by the parties. 

Section 3.4 Reasonable Accommodation 

I n the event the Eraployer s h a l l be required t o raake a 

reasonable accoramodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incurabent 

eraployee t h a t raay be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreeraent,'-. the Eraployer s h a l l b r i n g t h i s raatter t o 

the a t t e n t i o n of the Union. The provisions of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Eraployer's o b l i g a t i o n s under the ADA and t h i s 

Agreement and the eraployee's r i g h t s under t h i s Agreeraent, 

provided t h a t no incurabent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July 1, 20-017, employees covered by t h i s 

Agreeraent s h a l l continue to receive the hourly r a t e being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing s i m i l a r kinds of work i n 

Cook County pursuant to the formula c u r r e n t l y used by the United 

States Department of I,abor i n administering the Davis-Bacon Act 

as c u r r e n t l y being paid t o said employees as set f o r t h i n 

Appendix A appended to and made a part of t h i s Agreement. 
4 



Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning, in 20-017, through the period ending June 30, 20i^22, 

the wage r a t e r e f e r r e d t o i n the imraediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i r a i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreeraent are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Eraployer adjust said 

wage rates raore than one time i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—First—Fivo-
Yoaro of thia Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustraents below f o r a l l eraployees who are i n non-prevailing 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1-f-

• Effective 07/01/2007 1% 01/01/2018 - 2.00% 

• Effective 01/01/2003 2 . 2 5 °o 01/01/2019 - 2.25% 

Year 2: 

• Effective 01/01/2000 34- 01/01/2020 - 2.00% 

Year 3: 



• Effective 01/01/2010 2% 01/01/2021 - 2.25% 

Year 4:-

• Effective 01/01/2011 - 3.25°o 01/01/2022 - 2.00% 

Year S-e 

• — E f f e c t i v e 01/01/2012 - 3.5°u 

Section—4-r-4 Non-Prevailing—Wage—Rates—Govorning—Second—Five-
Year Torm (07/01/2012 to 06/30/2017) 

Effoctivc—the—following—dates,—fehe—City—will—raake—fehe—wage 

adj ustraents—below—ier—aii—employeeo—whe—a-re—in—non-prevailing 

r a t e — c l a s s i f i c a t i o n s — a n d who a r c — c i t h e r on the payroll—ae—ei—fehe 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l — r i g h t o : 

Year 6: 

E f f e c t i v e 01/01/2013 O o. 

Year 7: 

• — E f f e c t i v e 01/01/2014 2% 

Year 8: 

E f f e c t i v e 01/01/2015 o °-

Year 9: 

• — E f f e c t i v e 01/01/2016 2% 

Year 10: • 

• — E f f e c t i v e 01/01/2017 2% 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized eraployees 

i n non-prevailing wage rate c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base r a t e of pay 



i n any contract year higher than the increase set f o r t h above i n 

any such year, eraployees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreeraent s h a l l have t h e i r wage adjustraent set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a raajority of C i t y unionized 

eraployees i n non-prevailing wage ra t e c l a s s i f i c a t i o n s * * receive 

a lurap sura payraent i n any contract year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the sarae lurap sura payraent i n any such year. The p a r t i e s 

agree t o confer regarding the t i r a i n g , araount and iraplementation 

of any wage adjustment or lump sura payraent • under t h i s Section 

p r i o r t o such adjustraent being paid. 

**Exclusive of sworn employees of the Chicago Police Department 

and uniforraed raerabers of the Chicago Fire Departraent. 

Section 4.5 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected eraployees who, as of August—2-7—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal eraployees who 

are e l i g i b l e ' for rehire, or are forraer employees who re t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the City Council, inclusive. 

Section 4.6 Inspectors 
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Inspectors eraployed under t h i s Agreeraent s h a l l receive the 

Foreraan's r a t e of pay provided f o r i n the Agreeraent r e f e r r e d t o 

i n Sections 4.1 and 4.2 above, except as s p e c i f i e d i n Section 

4.7. 

Section 4.7 

The Assistant Chief Ventilation and Furnace Inspector w i l l 

receive 50 cents per hour raore than the General Foreman in 

accordance with the provisions of Sections 4.1 and 4.2 and as 

set- forth in Appendix A attached hereto. 

Section 4.8 

New Sign Hangers who are without appropriate experience 

s h a l l be corapensated according t o the f o l l o w i n g schedule: 

1st 6 raonths of s a t i s f a c t o r y service 

2nd 6 raonths of s a t i s f a c t o r y service 

3rd 6 raonths of s a t i s f a c t o r y service 

4th 6 raonths of s a t i s f a c t o r y service 

5th 6 raonths of s a t i s f a c t o r y service 

6th 6 raonths of s a t i s f a c t o r y service 

Thereafter 

60% of Journeyraan Sign 
Hanger r a t e . 

65% of Journeyraan Sign 
Hanger r a t e . 

70% of Journeyraan Sign 
Hanger r a t e . 

75% of Journeyraan Sign 
Hanger r a t e . 

80% of Journeyraan Sign 
Hanger r a t e . 

90% of Journeyraan Sign 
Hanger r a t e . 

100% of Journeyraan Sign 
Hanger r a t e . 

receive 



Section 4.9 Out of Grade Pay 

An eraployee covered by t h i s Agreeraent who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such tirae from the f i r s t 

day of the assignraent. The Eraployer agrees t h a t i t w i l l make 

such assignments f o r not less than an employee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payraent was earned. 

The time l i m i t s f o r ouch i n d i v i d u a l assignments t o a c t i n g 

i n t o h i g h e r - r a t e d jobs s h a l l not exceed one hundred e i g h t y (180) 

days bo ninety—(-9-0-)—dayo, except where a regular incumbent i s on 

leave of absence, i n which case the tirae l i r a i t f o r a c t i n g i n t o 

such p o s i t i o n may not exceed one (1) year be six—(-6-)—raontho and 

no i n d i v i d u a l employee can a c t i n t o t h a t p o s i t i o n f o r more than 

n i n e t y (90) days. The tirae l i r a i t s raay be extended by rautual 

agreeraent of the p a r t i e s . I f the one hundred e i g h t y (180) day 

time l i m i t i s extended t o one year due t o a re g u l a r inciambent on 

leave of absence or by mutual agreement of the p a r t i e s , 

i n d i v i d u a l employees s h a l l not act i n t o higher r a t e d jobs f o r 

more than n i n e t y (90) days per employee. To the extent the 

Eraployer continues to require the perforraance of the duties of 

the h igher-rated job beyond the tirae l i m i t s set f o r t h herein. 



the aosignment position s h a l l be treated as a "perraanent 

vacancy" within the raeaning of Section 14.10 of th i s Agreeraent— 

and the employer s h a l l be subject to tho applicable posting- and 

f i l l the job as a "permanent vacancy" subject to the applicable 

provisions of that Section. 

Section 4.10 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtime or 

premiura pay s h a l l be paid to employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g party w i l l pay the e n t i r e araount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an eraployee's pay check, at the tirae s p e c i f i e d 

i n paragraph (a) above, f a i l s to include a l l of the regular 

base, overtirae and/or preraiura pay to which he/she i s 

e n t i t l e d , the Departraent w i l l c o r r e c t t h a t shortage 

provided the eraployee proraptly n o t i f i e s the Departraent's 

tiraekeeper i n w r i t i n g . Eraployees s h a l l subrait a p a y r o l l 

dispute t o the . Department timekeeper on the "Eraployee 

P a y r o l l I n q u i r y Forra" attached hereto as Appendix B. The 

eraployee's subraission of such Forra s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 
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over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the araount 

i n question exceeds $100.00, the Departraent w i l l subrait a 

suppleraental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the eraployee's 

coraplaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s suppleraental check ( f o r 

a sura greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o the eraployee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i r a i t e d to duty d i s a b i l i t y ) , overtirae 

earned under the City's eraergency snow removal prograra, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the provisions of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect t o the payments r e f e r r e d to i n t h i s paragraph 

which raay be contained elsewhere i n t h i s Agreeraent. 
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(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's raembers of the Coraraittee w i l l 

consist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the Dir e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l select four (4) 

representatives t o serve as raembers of the Committee. The 

Comraittee w i l l meet not less than q u a r t e r l y , or more 

fr e q u e n t l y as'' the need raay a r i s e , t o review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of rautual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreeraent. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y raay include frora tirae-to-tirae a 

representative of the C o a l i t i o n at the Coraptroller's weekly 

s t a f f raeetings w i t h Departraent heads to review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t eraployees. 

ARTICLE 5 
HOURS OF WORK 

Section 5.1 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 
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The norraal work week s h a l l consist of f i v e (5) consecutive 

eight hour days, Monday through Friday, and two (2) consecutive 

days o f f , except where the Eraployer's operations r e q u i r e 

d i f f e r e n t scheduling needs. The Eraployer w i l l n o t i f y the Union 

of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one rainute a f t e r 11:59 P.M. 

Saturday) Sunday and ending at 12:00 raidnight the f o l l o w i n g 

Sunday. The norraal work day s h a l l begin at 8:00 a.m. and end at 

4:30 p.m., except where d i f f e r e n t hours are c u r r e n t l y i n e f f e c t . 

Notwithstanding the foregoing, ' i t i s agreed that the 

Employer raay change the established starting tirae of the Monday 

through Friday work day for a departraent, bureau, work unit, 

crew or individual upon fourteen (14) days written notice to the 

Union and affected eraployees, and discussion with the Union. 

Said starting times s h a l l not be scheduled raore than two (2) 

hours before the regular starting tiraes currently in effect in 

this Agreeraent. A l l such changes, unless otherwise agreed to by 

the parties, s h a l l be in effect for a rainiraura of one (1) week, 

and s h a l l provide for the sarae starting tiraes each day of that 

period. No eraployee s h a l l be placed on a s p l i t s h i f t without 

agreeraent by the Union. Failure to coraply with t h i s provision 

s h a l l result in the payraent of appropriate preraiura tirae to 

affected eraployees. 

Section 5.2 Overtime 

Overtirae and preraiura pay f o r eraployees s h a l l be defined and 

paid i n accordance w i t h the h i s t o r i c a l and t r a d i t i o n a l p r a c t i c e s 
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of the Eraployer and the Union pursuant t o the a p p l i c a b l e 

c o l l e c t i v e bargaining agreeraent which i s negotiated i n the 

p r i v a t e sector and which h i s t o r i c a l l y and t r a d i t i o n a l l y governs 

said payraent. The Union s h a l l c e r t i f y and provide evidence t o 

the Eraployer of said overtime and premiura d e f i n i t i o n s and rates 

as described above. 

A l l work perforraed i n excess of 40 hours worked per week; 

or i n excess of 8 hours worked per day where the eraployee has 40 

hours of work or excused absences, s h a l l be paid f o r at one and 

one-half (1 1/2) tiraes the regular s t r a i g h t tirae hourly r a t e of 

pay f o r the f i r s t two hours of overtirae worked; a l l other 

overtirae work s h a l l be paid f o r at two (2) tirae the regular 

s t r a i g h t tirae hourly r a t e of pay. ^ 

Work performed on Saturday, when Saturday i s not p a r t of 

the' employee's regular work week; or on the s i x t h consecutive 

day worked, s h a l l be paid f o r at one and one-half (1 1/2) tiraes 

the regular s t r a i g h t tirae hourly rate of pay f o r the f i r s t e i g h t 

hours of overtirae work; a l l other overtirae work s h a l l be paid 

f o r at two (2) tiraes the regular s t r a i g h t tirae hourly rate of 

pay-
A l l work perforraed on Sunday, when Sunday i s not p a r t of 

the eraployee's regular work week; or the seventh consecutive day 

worked, s h a l l be paid f o r at two (2) tiraes the regular hourly 

rate of pay. Such overtirae s h a l l be coraputed on the basis of 

completed f i f t e e n rainute segments. Employees exerapt frora the 

Fair Labor Standards Act s h a l l not be e l i g i b l e f o r overtime 

under t h i s Section. There s h a l l be no pyramiding of overtime 
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and/or"premiura pay. Daily and/or weekly overtirae and/or preraium 

pay s h a l l not be paid for the same hours worked. A l l overtime 

earned under t h i s Section s h a l l be paid to employees, not l a t e r 

than the second regular payday following the end of the payroll 

period i n which i t i s earned. 

Section 5.3 Overtime Distribution 

(a) Overtirae and/or premiura tirae r e f e r r e d to i n t h i s 

Agreeraent s h a l l be o f f e r e d f i r s t t o the eraployee perforraing the 

job and t h e r e a f t e r by s e n i o r i t y t o the raost senior eraployee i n 

the c l a s s i f i c a t i o n at the work l o c a t i o n being given the 

op p o r t u n i t y t o work, provided the eraployee has the present 

a b i l i t y t o perforra the work t o the s a t i s f a c t i o n of the Eraployer 

without f u r t h e r t r a i n i n g . A reasonable araount of overtime s h a l l 

be a c o n d i t i o n of continued eraployment, provided however, t h a t 

i n ' the event such o f f e r s of overtirae are not accepted by such 

eraployees, the Eraployer may mandatorily assign such overtime by 

reverse s e n i o r i t y . 

(b) Employees i n the c l a s s i f i c a t i o n at the work l o c a t i o n 

who have been given the option t o work the overtirae and/or 

preraiura tirae, whether the option was accepted or r e j e c t e d , w i l l 

not be afforded the option to work subsequent overtirae and/or 

preraiura tirae u n t i l a l l eraployees i n the c l a s s i f i c a t i o n at the 

work l o c a t i o n have been reasonably afforded the o p p o r t u n i t y t o 

work the overtime and/or premiura tirae, subject to the sarae 

p r o v i s i o n as i n Section 5.3(a)'. 

Section 5.4 Reporting Pay 
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When an eraployee reports f o r his or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainiraura of two (2) hours 

work or pay at the eraployee's regular s t r a i g h t tirae hourly r a t e , 

unless the eraployee was t o l d at le a s t three hours prior, t o his 

or her norraal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , eraployees raust advise the designated 

person w i t h i n the Departraent of h i s or her current telephone 

nuraber. 

I f the eraployee works raore than two (2) hours, he or she 

s h a l l receive a rainiraura of four (4) hours work or pay f o r t h a t 

day. I f the employee works more than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay f o r t h a t day. An 

eraployee who does not coraplete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Eraployer s h a l l have the 

option of using a p o r t i o n of accrued vacation, personal or 

corapensatory tirae f o r t h a t day upon noti c e to the Eraployer. 

Section 5.5 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , eraployees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a miniraura 

of two (2) hours pay at the appropriate overtime r a t e from the 

tirae t h a t they a r r i v e at t h e i r workplace. 

The terra " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an eraployee being brought back to work outside of his/her 

norraal work day, and s h a l l not r e f e r to any s i t u a t i o n where the 

eraployee i s brought i n t o work or required to stay at work during 
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periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 

In the event a General Foreman or Foreraan i s directed by 

the Eraployer to respond to eraergency c a l l s from home and outside 

of his or her regular working hours, he or she w i l l be granted 

corapensatory tirae at the appropriate rate for a l l v e r i f i e d tirae 

spent responding to the eraergency from horae, with a rainiraura of 

15 rainutes of corapensatory tirae to be granted in any calendar 

day on which any such emergency responses were required, up to a 

maxiraura of two hours of corapensatory tirae in any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accumulate such time up to a maximum of 160 hours. 

Use of compensatory time s h a l l be st±)ject to the 

operational needs of the Employer. A l l accumulated compensatory 

time in excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at their current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 
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ARTICLE 6 
HOLIDAYS 

Section 6.1 

(a) F u l l - t i r a e hourly eraployees s h a l l receive eight hours 

s t r a i g h t - t i r a e pay f o r the holidays set f o r t h below: 

1. New Year's Day 

2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Meraorial Day 
5. Independence Day 
6. Labor Day 
7. Colurabus Day 
8. Thanksgiving Day 

9. Christraas Day 

(b) F u l l - t i r a e s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Memorial Day 
7. Independence Day 
8. Labor Day 
9. Colurabus Day 
10. Veterans Day 
11. Thanksgiving Day 
12. Christraas Day 

(c) Eraployees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreeraent. At the eraployee's 

option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not t'b schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 
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provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Employer. I f the employee i s required 

or allowed t o work on such designated day, the eraployee s h a l l 

receive the appropriate holiday preraium r a t e . An eraployee raay 

e l e c t t o carry over the personal day to the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees may' not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Eraployer. New eraployees who 

coraraence work f o r the Eraployer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(d) The benefits set forth in (a), (b) and (c) above s h a l l 

be paid provided the employee i s in pay status the f u l l 

scheduled work day iraraediately preceding and the f u l l scheduled 

work day iraraediately following such holiday, or i s absent frora 

work on one or both of those days with the Employer's 

perraission; such permission s h a l l not be unreasonably denied. 

Section 6.2 Payment for Holiday 

I f .an eraployee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1 he/she s h a l l be paid at the r a t e of 

two (2) tiraes (which includes holiday pay) his/her norraal hourly 

ra t e f o r a l l hours worked. 

I f the eraployee i s not required t o work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such employee s h a l l be paid 

eight hours at s t r a i g h t time f o r such holiday. 

19 



A l l holiday time s h a l l be considered tirae worked f o r the 

purposes of coraputing overtirae except where the holiday f a l l s on 

the eraployee's day o f f . 

Section 6.3 Failure to Report to Work on Scheduled Holiday 

I f an eraployee i s scheduled to work on a holiday and f a i l s 

to report to work, the eraployee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other eraergency. 

Section 6.4 Holiday Observance 

Except f o r eraployees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday,, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Eraployer s h a l l have the option of g r a n t i n g the 

employee an extra day's pay or an extra day of vacation at a 

time mutually agreed upon between the eraployee and the 

departraent head, provided the eraployee works the f u l l scheduled 

workday iraraediately preceding and the f u l l scheduled workday 

iraraediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Eraployer f i n d s to be v a l i d . 
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ARTICLE 7 
VACATIONS 

Section 7.1 

Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

employed. An eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such eraployee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service P r i o r t o July 1 Vacation 

Less than 6 years 13 days 

6 years or raore, but less than 14 years 18 days 

14 years or raore - 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The eraployee d i d not have twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated frora eraployraent, other than 

f o r cause, during a calendar year i n which the eraployee d i d not 

have twelve (12) raonths of continuous service. 

The amount of pro r a t a vacation i s determined by d i v i d i n g 

the , nuraber of raonths of continuous service the f u l l - t i r a e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s raultiplied by the 

amount of paid vacation f o r .which the eraployee i s e l i g i b l e i n 
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Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole nuraber of days. Eraployees separated frora eraployment, 

other than f o r cause, w i l l be paid on a suppleraental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

'Part-tirae eraployees who work at le a s t 80 hours per raonth 

earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance w i t h 

the forraula used by the Eraployer i n accordance w i t h past 

practice. 
Section 7.3 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

employee was denied vacation by the employer, or (2) the employee 

i s on an approved leave of absence, or (3) the employee e l e c t s i n 

w r i t i n g t o carry over vacation days (up t o three (3) ouch 

vacation days of accrued and unused vacation days f o r employees 

w i t h less than ten (10) years of s e r v i c e , and up t o f i v e (5) days 

of accrued and unused vacation days f o r employees w i t h ten (10) 

or more years of service) f o r use i n d i v i d u a l l y or consecutively 

during the next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given t o the eraployer before Deceraber 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximum n\amber of s i n g l e use vacation days provided 

f o r under t h i s Agreement. Such carry over vacation days raust be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

Cancellation or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks , upon—mutual—agreement—ei—fehe—employer,—which 

agreement—shall—nefe—be—unreasonably—denied—er^ withheld, and such 
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carry over days raust be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) raonths, i n the case of an 

eraployee's r e t u r n from an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30̂ *̂ , or approving 

the rescheduling of c a r r y over days beyond June 30^. Eraployees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

t o being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation time earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) months f o l l o w i n g the date i n which the person becarae 

disabled, and s h a l l be e n t i t l e d t o use such vacation tirae w i t h i n 

twelve (12) raonths f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 Employee Laid Off Or Discharged 

Eraployees who are terminated for cause are not e n t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay i n th e i r 

bank at the time of resignation. Employees s h a l l not earn 

vacation credit for any period during which they are on layoff 

or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of this Agreeraent. 

In the event of the death of an e l i g i b l e eraployee, the surviving 

widow, widower or estate s h a l l be e n t i t l e d to any vacation pay 

to which the deceased eraployee was entitled. 

Section 7.5 Rate of Pay 
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The rate of vacation pay s h a l l be coraputed by raultiplying 

the eraployee's straight tirae hourly rate of pay in effect for 

the eraployee's regular job" at the tirae the vacation i s being 

taken, tiraes 8 hours per day, tiraes the nuraber of days' vacation 

to which the employee i s en t i t l e d . Salaried employees s h a l l 

receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 Vacation Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Departraent Head s h a l l have the r i g h t t o 

determine the number and scheduling of crews and employees who 

can be on vacation at any one tirae without h i n d e r i n g the 

operation of the Department. The Department w i l l not designate 

any time or period during the calendar year when e l i g i b l e 

eraployees would be p r o h i b i t e d frora scheduling and t a k i n g 

vacation tirae. 

Employees s h a l l "make vacation .picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Departraent. The 

Department w i l l respond t o the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s made, but not more than fourteen (14) days frora the 

date the request i s received by the Departraent, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l not a r b i t r a r i l y cancel 

an af^proved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g. snow, f l o o d , storms), a 

severe manpower shortage which may s e r i o u s l y hinder the 
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Department's operations, or where an employee possesses a unique 

s k i l l indispensable t o the iraraediate perforraance of a 

Departraent's operation. Any such c a n c e l l a t i o n of the vacation 

pi c k s h a l l r e s u l t i n the payraent of the vacation pay (thereby 

reducing the t o t a l of the eraployee's accrued vacation tirae) plus 

payraent t o the employee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a normal work day, or f o r a normal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an eraployee s h a l l 

occur only in the raost extrerae eraergencies. In the event of 

such cancellation, the Eraployer w i l l reimburse the eraployee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Reciprocity With Other Agencies 

Any eraployee e i fehe C i t y e i Chicago h i r o d p r i o r fee 

February 13, 1986—whe—ha-s—rendered—service—te—ti^e—County—ei 

Coolc,—fehe—Chicago—Park—District,—fehe—Chicago—Housing A u t h o r i t y , 

fehe—Forest—Preserve—District,—the Metropolitan S a n i t a r y — D i o t r i c t 

ei—Creator—Chicago,—t-he—State , of—Illinois,—fehe—Chicago—Board of 

Education, the C i t y — C o l l e g e s e i Chicago, Coraraunity—College 

D i o t r i c t — 5 0 8 ,—the Chicago T r a n s i t Authority,—fehe—Public B u i l d i n g 

Coraraission e i Chicago, fehe Chicago Urban TranoporJ:at ion 

D i s t r i c t , — a n d — f e h e — R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

fel^e—rigi=ht—fee—have—fehe—period—ei—ouch—service—credited—and 
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c o u n t e d — f e r — t h o purpooc—ei—coraputing—fehe—nurabcr—ei—years—ei 

service—a-s—an—erapioycc—ei—fehe—City, f o r — v a c a t i o n s , — p r o v i d e d — t h a t 

ouch—service—ha-s—been—continuouo—service . However,—vacation 

t i r a e — a c c r u e d — w h i l e . w o r k i n g — f e r — a n o t h e r — p u b l i c — a g e n c y — i e — n e f e 

t r a n s f e r a b l e . Eraploycco—hired ̂ .after—February—3r^-7 198 6—whe 

rcnder—service—ier—any othor—oraploycr as—stated above—shall—have 

fehe—right—fee—have—fehe—period—ei—such—service—credited—and 

counted—ier—fehe—purpooc—ei—coraputing—fehe—nurabor—ei—yoaro—ei 

servico—a-s—an—eraployee—ei—fehe—City—f-er—vacations,—provided—a 

raajority of other eraployees of the Eraployor receive ouch credit. 

Section 7.7 Non-Consecutive Vacation Days 

Eraployees may receive up to five s i x (6) of their vacations 

days one or raore day(s) at a tirae as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

eraployee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the -eraployee seeks such days so late 

in the vacation year that the eraployee's supervisor cannot 

reasonably grant the eraployee's request, such days s h a l l be 

scheduled by the Eraployer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 

charged with a single, non-consecutive vacation day (WF). 
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Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side of the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Eraployees raay designate and use at t h e i r option up t o f i v e 

-{^-)- ..six (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as sick days t o cover periods of bonafide raedical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l i n clude (or 

may be expanded upon by the C i t y ) : (i)mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

p a r t n e r i s r e g i s t e r e d w i t h the Department of H\iman Resources. 

The Eraployer reserves the r i g h t to ask the eraployee t o f u r n i s h 

proof of said i l l n e s s . An eraployee d e s i r i n g t o use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inforra the 

representative of the Eraployer who eraployees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the tirae he/she 

c a l l s i n to report an i l l n e s s . Salaried eraployees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreeraent s h a l l be i n e l i g i b l e 
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t o use vacation days as s i c k days while they have a v a i l a b l e 

unused sick days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 

Continuous service raeans continuous paid employment frora 

the employee's' l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employraent. I n a d d i t i o n , an eraployee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or less; or 

2. An absence where the eraployee i s adjudged e l i g i b l e f o r 

duty d i s a b i l i t y corapensation. 

Section 8.2 Interruption in Service 

(a) Non-seasonal eraployees who work a rainiraura of e i g h t y 

(80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 

f o r the tirae worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) Unpaid leave of absence f o r more than 30 days or 
l a y o f f f o r more than 30 days, .unless employees 
are allowed t o accuraulate s e n i o r i t y under t h i s 
Agreeraent. 
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(b) Seasonal eraployraent of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the time worked. 

(c) Seasonal eraployraent i n excess of 120 days i n any 

calendar year s h a l l be credited toward continuous service. 
Soction 8.3 Reciprocity 

Eraploycco h i r e d p r i o r t o February 13,—1986 who have 

rendered service to the County of Cook,—tho Chicago Park 

D i s t r i c t , — t h e Forest—Preserve D i o t r i c t , — t h e Chicago Houoing 

A u t h o r i t y , — t h e Metropolitan Sanitary D i o t r i c t of Greater 

Chicago,—the State of I l l i n o i o , — t h e Chicago Board of Education, 

C i t y CollcgcD of Chicago,—Community College Diotrict—508,—fehe 

Chicago Tranoit A u t h o r i t y , — P u b l i c B u i l d i n g Coraraiooion of 

Chicago,—the Chicago Urban Tranoportation D i o t r i c t and the 

Regional Tranoportation A u t h o r i t y s h a l l have the period of such 

s e r v i c e — e r e d i t e d and counted f o r the purpooo—of advancement 

w i t h i n l o n g e v i t y salary schedules. However,—employees h i r e d 

a f t e r February 13,—1986 who render o e r v i c c — f o r any other 

employer o-s—stated above s h a l l have the r i g h t t o have the period 

of ouch service c r e d i t e d and counted f o r the purpose of 

advancement w i t h i n — l o n g e v i t y salary schedules provided a 

raajority of other eraployees—of the—Eraployer—receive—such c r e d i t . 

Section 8.4 Break i n Service 

Notwithstanding the provisions of any ordinance or r u l e t o 

the contrary, continuous service of an eraployee i s broken, the 
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eraployraent relationship i s terrainated, and the eraployee s h a l l 

have no right to be rehired, i f the eraployee quits, i s 

discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the eraployee's authorized Eraployer 

representative unless the circurastances preclude the Eraployee, 

or soraeone on his behalf, from giving such notice, does not 

actively work for the Employer for twelve (12) months (except 

for approved f u l l time Union representative leaves or medical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for raore than twelve (12) consecutive raonths i f the eraployee has 

less than five (5) years of service at the tirae of the layoff, 

or i s on layoff for raore than two (2) years i f the employee has 

five (5) or raore years of service at the tirae of the layoff. 

Section 8.5 Probationary Employment 

New eraployees, h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary employees f o r the f i r s t twelve 

(12) eix—(-6-)- months of t h e i r eraployment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Eraployer a f t e r twelve (12) -s-i^^ (-6) raonths s h a l l be career 

service employees and s h a l l have their seniority date made 

retroactive ' to the date of their original hiring. Probationary 

employees may. be disciplined 'or discharged as exclusively 

deterrained by the Employer and such Eraployer action s h a l l not be 

subject to the grievance procedures, provided that, (1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 
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employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting . with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Eraployer, within i t s discretion, rehires a forraer 

eraployee who did not coraplete his/her probationary period within 

one year frora the eraployee's terraination, and said forraer 

eraployee had served 90 days or more of his/her probationary 

period, a l l time previously served in the probationary period 

s h a l l be counted for purposes of determining when the said 

eraployee corapletes his/her probationary period. A probationary 

employee who has served 90 days or raore of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for eraployraent in'- the sarae job t i t l e in the 

departraent frora which he/she was l a i d off, so long as he/she 

does not refuse an offer of employment, and does not suffer a 

break in service under Section 8.4 of th i s Agreeraent. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cumulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed si x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

31 



employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreeraent. Probationary eraployees s h a l l be corapensated at the 

same ra t e as career service eraployees. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Eraployer s h a l l provide t o eraployees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a raajority of 

other eraployees of the Ci t y under the sarae terras and conditions 

applic a b l e t o said, other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 

(b) Eraployees who participate in the Eraployer; raedical 

care plan or an HMO s h a l l raake the following contributions 

toward their health care cove'rage based on the applicable 

percentage of thei r base salary (not including overtime) limited 

by the salary cap: 

Single Employee +1 Family Salary Cap 

July 1, 2017 1.2921% 1.9854% 2.4765% $90,000 

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

Jan. 1, 2019 2.2921% 2.9854% 3.4765% $115,000 
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Jan. 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

-(-i) e r a p i o y c c — r a e d i c a l — c o n t r i b u t i o n s — a ^ e e — b a s e d — e n — a 

coraposito—1. 6°o—of base—salary—fer—single,—erapioycc—aftd 

ono,— - a n d—faraily—Icvclo—ei—coverage—ae—opecificd bclovj. 

Fer—exaraple, fehe—contributiono—a-t selected salary 

l e v e l s per pay period are as—f ollovjo : 

ANNUAL 
C A T A D Y 

S I N G L E 
-1 n o q -1 Q. 

EMPLOYEE 1 1 — 
1 cn nn o. 

F A M I L Y 
1 nn nco 

..Jl \Xji \r\ X X . 3 Z O X G X . 3 1 J 1 G X . ly / 3 3 G 

rin -i-f-i ^•'n nnn l'~> 'oO 10 00 n n 
LtJ Cf Jli \J , \J \J \J 

S'^0 001 
X i~ . 33 
1 O O C, 

X J . 3 3 

10 7 R 
Z Z . 3 3 

'~> A 
.J, 3 3 , 3 3 X 

SAO 000 
X i^ . 3 3 

11 1 A 
X J , 13 
Of OO 

Z ^ . 3 3 
OO OA 

V " ^ , 3 3 3 

* c, n nnn 
_L / • _L *I 
O 1 AO 

i^ 3 . 3 3 
O O q 1 

3 z . o rt 

A l n R 
Cf 3 3 , 3 3 3 

SfO 000 

zL X m *i 

R 7 0 
^ i.^ . y X 

^ Q AO 
^ X . 3 3 

AO ^ f 
^ 3 3 , 3 3 3 

SIO 000 o n q q 
3 3 , 'i J 

Af 0'^ 

*i y . Z3 
^n An 

.f 13, 333 

S°0 000 
iL " • J ^ 
OA on 

' 1 3 , 3 1 

f f 

3 1 . H 1 

f o f ° 
•^ \j 3 , 3 3 3 
c o n q q q O O c: c 

3 i^ . 33 

S Q '~> A 
3 3 . 3 3 
no on 

,Y 3 y , J y J 

$ 9 0 , 0 0 0 1 3 8 . 6 0 
3 y . z *i 

5 9 . 3 0 

1 3 . 3 ly 

7 3 . 9 5 

A i i — c o n t r i b u t i o n o — s h a l l — b e — r a a d e — o n a—pre-tax—basis—and—are-

payablc on a per pay period baoio. 

-f2^ e f f e c t i v e — J u l y — h , — 2 0 0 6 eraployee—raedical—contributions 

e r ^ e — b a s e d — e n — a — c o r a p o s i t e — 2 . 0 % — e f — b a s e — s a l a r y — f e r ^ 

s i n g l e , eraployee aftd one, aftd faraily I c v c l o e i 

coverage a-s s p e c i f i e d below. Fer exaraple, fehe 

c o n t r i b u t ions—a-t—oolccted—salary—lovclo—per—pa-y—period 

a-re—a-s—follows : 

ANNUAL SINGLE EMPLOYEE'l 1 FAMILY 
SALARY 1.2921% 1.9854% 2.-1765% 

Under $30,000 $15.71 . $23.88 $27 . 65 
$30, OQi $16.15 $24 . 82 $30. 96 
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$40,000 
S^O 000 

$21.54 
CO f no 

$33.09 
* d 1 "5 P 

$41.28 
S'^l ^0 Cf 3 3 , U U U 

SfO 000 
Cf iL 3 . J Z 

COO o n 
V *1 ± . 3 3 
SAO fA 

Cf 3 X . 3 y 

Sfl 01 
Cf 3 3 , 3 3 3 

SIO 000 
Cf 3 Z . 3 3 

con f n 
Cf *i y . 3 ^ 

S^'^ 01 
Cf 3 X . Jy X 

cno oo 
V 1 3 , 3 3 3 

S°0 000 
Cf 3 1 . 3 y 

SA'^ 01 
Cf 3 1 . J X 

S f f 1 9 

Cf 1 iL . iL 3 

q o o cc 
Cf 3 3 , 3 3 3 

SOO 000 
. f H 3 . 3 1 

S A ° d R 

V U U . -L O 

•^n A AC 

V O z_ . 3 3 
q qo 07 Cf y 3 , U U U 

$100, 000 
Cf ^ O . ^ 3 

$53.84 
Cf / *1 . *1 O 

$82.73 
Cf J iL . 0 / 

$103.19 

A l l c o n t r i b u t i o n s s h a l l be raade on a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

subject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

sti b j e c t t o an annual de d u c t i b l e of $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by .the Eraployer. A l l b e n e f i t s are subject t o standard 

p r o v i s i o n s of insurance p o l i c i e s between Eraployers and insurance 

corapanies. 

(d) A dispute between an eraployee (or his/her covered 

dependent) and the processor of clairas s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreeraent between 

the Eraployer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be raade a v a i l a b l e t o q u a l i f i e d 

eraployees. The Eraployer may o f f e r coverage under raore than one 

HMO. The eraployee's option of s e l e c t i n g an HMO i s subject to 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreeraent to the contrary. 
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( f ) Where both husband and wife or other faraily members 

e l i g i b l e under one f a m i l y coverage are eraployed by the Eraployer, 

the Eraployer s h a l l pay f o r only one f a m i l y insurance or faraily 

h e a lth plan. 

(g) The current p r a c t i c e p e r r a i t t i n g eraployees t o use 

vacation or other tirae. due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreeraent. 

(h) Consistent w i t h the terras of the Employer's e x i s t i n g 

Group Health Care Plan, and the app l i c a b l e r u l e s thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or les s . Eraployees' on approved FMLA 

leave s h a l l be e n t i t l e d t o continued raedical coverage f o r a 

raaxiraum of 12 weeks, subject t o the terras of the Plan and any 

other a p p l i c a b l e p r o v i s i o n s of t h i s Agreeraent. Eraployees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued raedical coverage as provided under the terras of the 

Plan and i t s applicab l e r u l e s . As a c o n d i t i o n of continued 

raedical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees' raust raake a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the -terms " of -

the Plan and i t s app l i c a b l e r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the forra of which raay include, but i s 

not l i r a i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 
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coramunication from the Eraployer or i t s insurance c a r r i e r , or 

sorae other s i m i l a r advisory. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and' each C o a l i t i o n Union (the 

"Parties") agree t o croate maintain a J o i n t Labor Management 

Cooperation Committee ("LMCC") pursuant t o applicabl e s t a t e and 

fe d e r a l Law. The purpose of the LMCC i s t o research and make 

recommendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achievement of s i g n i f i c a n t and raeasurable savings i n the 

cost of eraployee health care during the terra of t h i s Agreement. 

The Parties s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreeraent and Declaration of Trust ("Trust 

Agreeraent") conteraporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreeraent w i t h the C i t y 

of Chicago. Said Trust Agreement s h a l l be attached t o t h i s 

Agreeraent as Appendix C. 

Section 9.3 

The Trust Agreeraent s h a l l address, without l i r a i t a t i o n , the 

f o l l o w i n g : 

(a) Formation of a Comraittee t o govern the LMCC c o n s i s t i n g 

of up t o twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the Ci t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 



(b) Appointraent by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreeraent. 

(c) A u t h o r i t y of the LMCC to raake recoraraendations and 

raodifieations i n the health plan expected t o r e s u l t i n . savings 

and cost. containraent. 

(d) Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of t h i s A r t i c l e , an ""'eraployee" s h a l l raean a 

City eraployee represented by signatory labor organizations of 

t h i s Agreeraent. A "Coalition Union" raeans signatories to t h i s 

Agreeraent which have executed a c o l l e c t i v e bargaining agreeraent 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design changes 

that w i l l r e s u l t i n estimated savings of at l e a s t $3 million (as 

calculated with respect to the Coalition Unions bargaining 

units) by 2020. The parties w i l l work through the LMCC to 

identify changes that w i l l r e s u l t i n the required savings. I f , 

prior to January 1, 2020, the parties have not reached agreement 

upon the proposed changes, each party w i l l submit i t s offer of 

proposed changes and the amount proposed to be reduced, 

including the methodology for estimating the value of the 

proposed changes, to a mutually agreed upon arbitrator", who w i l l 

be limited to selecting either the City's or Coalition Unions' 
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o f f e r . The o f f e r selected by the a r b i t r a t o r w i l l be b i n d i n g on 

the p a r t i e s and on the LMCC. 

Section 9.6 

The C i t y agrees t o provide representatives from the 

C o a l i t i o n Unions i n f o r m a t i o n , such as the claims experience from 

the C i t y r e t i r e e h e a l t h plans, and other r e l e v a n t 

data/information so t h a t the C o a l i t i o n Unions can explore the 

f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h plan 

separate and independent from the Cit y ' s plans t h a t could cover 

c e r t a i n C i t y r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be 

provided w i l l i n c l u d e , but not be l i m i t e d t o , a census f o r the 

cu r r e n t non-Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, 

coverage t i e r ( s i n g l e , couple, f a m i l y , e t c . ) , and z i p code of 

residence, as w e l l as the claims i n f o r m a t i o n and enrollment 

counts f o r the l a s t three (3) years. The Unions agree t o execute 

any appropriate c o n f i d e n t i a l i t y agreements necessary f o r the 

release of such i n f o r m a t i o n . The p a r t i e s understand and agree 

t h a t the i d e n t i t y of any s p e c i f i c i n d i v i d u a l w i l l not be 

ascertainable from the i n f o r m a t i o n supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an eraployee's immediate f a m i l y 

such employee ..shall 'oe e n t i t l e d t o a leave of absence up t o a 

maxiraura of three consecutive days i n c l u d i n g the day of the 

fu n e r a l . Where death occurs and the fu n e r a l i s to be held out 
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of I l l i n o i s and beyond the States contiguous t h e r e t o , the 

eraployee s h a l l be e n t i t l e d t o a raaxiraura of f i v e consecutive 

days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such tirae as she/he i s 

required t o be away frora work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed eight hours per day) . S a l a r ied 

eraployees s h a l l receive the leave of absence without a d d i t i o n a l 

corapensation. 

The eraployee's iraraediate faraily s h a l l be defined as: 

raother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted) , f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, b r o t h e r - i n - l a w , grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whora the eraployee i s 

a court-appointed l e g a l guardian. The Employer may, at i t s 

option, require the eraployee t o submit s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 M i l i t a r y Leave 

Any employee who i s a meraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the eraployee 
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deposits his/her railitary pay f o r a l l days corapensated by the 

Eraployer w i t h the C i t y Coraptroller. 

Any eraployee who i s a raeraber of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the. appropriate a u t h o r i t i e s t o attend a t r a i n i n g prograra or 

perforra other duties under 'the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a ' paid leave of 

absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the eraployee deposits his/her railitary pay f o r a l l days 

corapensated by the Employer w i t h the C i t y Comptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r Septeraber 11, 2001, 

s h a l l be e n t i t l e d t o f u l l s alary and raedical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payraent of railitary 

pay t o the Comptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l a u t o r a a t i c a l l y terrainate upon terr a i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Siibpoena 

An employee who serves on a j u r y or i s subject to a proper 

subpoena (except i f the eraployee i s a p a r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the term of 

such absence, provided t h a t the eraployee deposits h i s j u r y duty 

pay with the City Comptroller. 
Section 10.4 Sick Leave 

S a 1 a r i c cl—employees—whe—ar^e—granted—paid—sick.—leave—en—fehe 

execution—ef—this—Agreement—shall—continue—fee—receive—fehe—same 
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s i ck—leave—prov i s ions—dur ing the—terra o f t h i o Agreeraent,—se—long 

a - s—he/ohe—cont inuco—fee—work—under—a—class i f i ca t ion—tha t—wae 

receiving—side—leave—at—fehe—execution—ei—thio—Agreeraent . T h i o 

provis ion—wil l—nefe—affect—an-y—accuraulated—oick—leave—eraployees 

may—have—afe—fehe—execution—ei—thio—Agrocraent. An eraployee—shall 

have—the—option t o use up to—oix days—ei—sick l e a v e per year—fer^ 

fehe—illness—of an—iraraediate—faraily raeraber. 
i 

! 

Notwithstanding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and t h e r e a f t e r , said s a l a r i e d eraployees who receive paid s i c k 

tirae s h a l l accrue s i c k tirae at the rat'e of one (1) day f o r each 

raonth of eraployment. Employees may use up t o s i x (6) days of 

si c k time per year f o r the bona f i d e i l l n e s s of f a m i l y members, 

who s h a l l i n clude (or may be expanded upon by the C i t y ) : 

(i)mother, f a t h e r , husband, w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g 

blood, step or h a l f ) , son or daughter ( i n c l u d i n g blood, step or 

adopted), f a t h e r - i n - l a w , mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic p a r t n e r or 

the domestic partner's mother, f a t h e r , son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department of 

Hiiman Resources. In the event an employee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

A c t , i - s — h o s p i t a l i z e d , upon request of the eraployee, the Employer 

w i l l make a v a i l a b l e to said eraployee up to the f u l l araount of 

sick tirae the eraployee would have accrued f o r the reraainder of 

th a t calendar year as i f he/she were a c t i v e l y employed, i n order 

to cover the absence resulting frora the serious health 
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c o n d i t i o n , h o s p i t a l i z a t i o n — a f i d — r e c o v e r y . Upon his/her r e t u r n t o 

work, the employee w i l l begin t o accrue s i c k tirae w i t h the s t a r t 

of the next calendar year. The Eraployer reserves the r i g h t t o 

require an eraployee t o provide docuraentation of the i l l n e s s i n 

question. 
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Section 10.5 Personal Leave 

Non-probationary employees may apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l 'be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accumulate f o r eraployees on said leaves. 

Eraployees who r e t u r n frora said leave s h a l l be r e i n s t a t e d t o 

t h e i r forraer job c l a s s i f i c a t i o n , i f the Eraployer deterraines i t 

i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's' former job i s not a v a i l a b l e 

because the employee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the eraployee raay exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreeraent. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

raonths of eraployraent and who have worked 1,250 hours i n the 

preceding 12 raonth period s h a l l t h e r e a f t e r be e n t i t l e d t o faraily 

and raedical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) raonth period f o r ' any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an eraployee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placeraent w i t h the eraployee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) to care f o r the eraployee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 
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(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 

employee. 

Such leave s h a l l be without pay unless the employee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's health care cove-rage s h a l l be raaintained 

and paid f o r by the eraployer, as i f the employee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee desiring to take leave under thi s Section 

s h a l l provide reasonable advance notice to the employer on a 

form provided by the employer, which form s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no l e s s than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide notice within' 48 hours after the eraployee 

i s able to do so. Failure to provide the notice provided for in 

this Section s h a l l not affect the v a l i d i t y of the leave where 

the eraployer has actual notice. Except as raay be s p e c i f i c a l l y 

stated in t h i s Agreeraent, employees s h a l l take leave provided 

for as permitted by the provisions of the Faraily Medical Leave 

Act, including i t s rules and regulations. Eraployees s h a l l have 

a right to return to their regular assignraent and location. 

Section 10.6 Duty D i s a b i l i t y Leave 

Any eraployee who i s absent frora work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Eraployer w i l l 

raail the i n i t i a l Duty D i s a b i l i t y payraent w i t h i n ten working days 

upon r e c e i p t of v e r i f i e t j a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e employees w i l l be 
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raade twice a raonth. I f duty d i s a b i l i t y i s denied, and such 

d e n i a l i s l a t e r reversed, the eraployee s h a l l be paid up t o date 

the araount the eraployee was e l i g i b l e t o receive. Eraployees who 

r e t u r n frora said leaves s h a l l be r e i n s t a t e d t o t h e i r forraer job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

eraployee w i t h lower s e n i o r i t y . I f the eraployee's forraer job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the eraployee had not been on a leave of 

absence, the eraployee. raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreement. 

The Eraployer w i l l mail the i n i t i a l Duty D i s a b i l i t y payment 

within fourteen (14) days of the Employer's designated raedical 

o f f i c e r being advised by the eraployee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to eraployee's entitleraent to Duty D i s a b i l i t y . 

Section 10.7 Medical Leave 

Non-probationary eraployees s h a l l be granted raedical leaves 

of absence upon request. Said raedical leaves of absence s h a l l 

be granted f o r up t o 3 raonths', provided said leaves s h a l l be 

renewable f o r l i k e '3-month periods. The Eraployer raay request 

s a t i s f a c t o r y proof of raedical leaves of absence. A f t e r the 

f i r s t year, such raedical leaves s h a l l be extended i n up to one-

year segraents. Eraployees on raedical leaves of absence s h a l l 

r e t u r n t o work promptly a f t e r t h e i r doctor releases them t o 

r e t u r n to work. 
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Eraployees who r e t u r n frora said raedical leaves of absence 

proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d to t h e i r forraer job c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an eraployee of lower s e n i o r i t y . In 

a d d i t i o n , the Eraployer w i l l r e t u r n an employee t o the same 

geographic l o c a t i o n of h i s or her previous job assignment f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

employee's forraer job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the eraployee had not been on a leave 

of absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service p r o v i s i o n s i n t h i s Agreeraent. 

A f t e r one year on an approved raedical leave of absence, 

eraployees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 

release and who raeet the f o l l o w i n g continuous service 

requireraents s h a l l be r e i n s t a t e d .as described above according t o 

the f o l l o w i n g formula: three (3) months of such reinstatement 

r i g h t s f o r every year of service t o a raaxiraura of f i v e (5) years 

^ reinstateraent r i g h t s . 

An eraployee who does not raeet the above e l i g i b i l i t y 

requireraents and who returns to work promptly a f t e r his/her 

doctor's release a f t e r raore than one year on a raedical leave of 

absence, s h a l l be returned to his/her forraer job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the eraployee w i l l be placed on a 

l i s t f o r reinstateraent. 

S e n i o r i t y s h a l l accumulate f o r employees on raedical leaves 

of absence f b r only up to one year. A f t e r one year, an eraployee 
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on a raedical leave of absence s h a l l r e t a i n , but not accuraulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Eraployer s h a l l grant request f o r leaves of absence f o r 

up t o 2 eraployees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

d u r a t i o n of his/her appointraent t o the Union, provided 

reasonable advance n o t i c e i n w r i t i n g i s given t o the eraployer. 

While on such leave t o employee s h a l l not incur a break i n 

continuous service. An employee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an eraployee. 

Employees who r e t u r n from Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n from medical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during th e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 
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taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 
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ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

app l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or raore raay be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted frora a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r becorae a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals . procedure are rautually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any im p r o p r i e t y or cause has the r i g h t t o ask f o r and receive a 

Union representative to be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not commence 

u n t i l the Union re p r e s e n t a t i v e a r r i v e s , provided t h a t the 

Eraployer does not have to wait an unreasonable tirae and the 

Eraployer does not have to have the i n t e r r o g a t i o n unduly delayed. 

An employee raay be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said employee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 
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provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts,,' c r i r a i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, in s u b o r d i n a t i o n or work stoppages, the 

eraployee w i l l be given 30 days advance noti c e of discharge, and 

has 7 days frora r e c e i p t of the noti c e t o appeal. I f the 

eraployee does not f i l e an appeal w i t h i n the 7-day appeal period, 

the Eraployer may then remove the eraployee from the p a y r o l l . I f 

the employee appeals the discharge, the Personnel Board s h a l l be 

requested t o set a hearing date w i t h i n the 30-day noti c e period 

and the employee s h a l l reraain on the p a y r o l l f o r the f u l l n o t i c e 

period, except i f p r i o r t o completion of the 30-day noti c e 

period (1) the Hearing O f f i c e r a f f i r m s the discharge; or (2) the 

employee continues the discharge hearing; or (3) the employee 

withdraws h i s appeal or otherwise engages i n conduct which 

delays the completion of the hearing. However, i n no event raay 

the employee req u i r e the Employer t o r e t a i n the eraployee on the 

p a y r o l l beyond the 30-day period. The Union s h a l l have the 

r i g h t t o have i t s representatives present at e i t h e r of the 

Board(s) or the grievance procedure, i n c l u d i n g a r b i t r a t i o n , and 

to a c t i v e l y p a r t i c i p a t e . 

(c) The Eraployer w i t h i n i t s d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

repriraand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o, the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable op p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 
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conduct a meeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d t o meet w i t h the employee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable -or 

i n eraergency s i t u a t i o n s . 

Demotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be part of an employee's d i s c i p l i n e . 

In cases of o r a l warnings, the supervisor s h a l l inform the 

employee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's iraraediate supervisor s h a l l raeet w i t h the eraployee and 

n o t i f y him/her of the accusations against the employee and give 

the eraployee an o p p o r t u n i t y t o answer said accusations. 

' S p e c i f i c a l l y , the supervisor s h a l l t e l l the eraployee the names 

of witnesses, i f any, -and raake a v a i l a b l e copies of p e r t i n e n t 

documents the employee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

re v e r s a l of the Eraployer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer t o pay back pay t o the eraployee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the eraployee and 

the Union s h a l l be given, i n w r i t i n g , 'a statement of the reasons 

t h e r e f o r e . The eraployee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, which s h a l l be placed i n the eraployee's f i l e . The 

eraployee s h a l l have the r i g h t t o raake a response i n w r i t i n g 

which s h a l l becorae p a r t of the eraployee's f i l e ^ 

Any record of d i s c i p l i n e raay be r e t a i n e d f o r a period of 

tirae not t o exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 
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be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-raonth period. I f an employee su c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the eraployee, the Eraployer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the eraployee, 

or i n the case of promotions or t r a n s f e r s . 

I n any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

•'offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Eraployer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 30 

calendar days of the eraployer being raade aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the terra 

"non-egregious offense" s h a l l not include i n d i c t a b l e c r i r a i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the eraployee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged eraployee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r to the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or reraanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the eraployee's reasonable attorney's fees 
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which he or she has i n c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The eraployee s h a l l subrait a post-appeal fee 

p e t i t i o n t o the Eraployer, which s h a l l be supported by f u l l 

docuraentation of the work perforraed, the hours expended, and the 

rates paid by the eraployee. Should the p a r t i e s be unable t o 

agree on the proper araount of the fees t o be paid t o the 

eraployee, e i t h e r p a r t y may r e f e r the dispute -to a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s agreement. 

Section 11.2 Procedure For Department Review of Disciplinary 
Action Including Suspension 

Step 1. Within f i v e (5) working days a f t e r an eraployee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not appealable t o the Personnel or Police Board, 

or i n the case of suspensions of 11 or raore days ' which raay 

be appealed t o a r b i t r a t i o n i n l i e u of the Police or 

Personnel Board upon w r i t t e n request of the Union, the 

Eraployer s h a l l conduct a raeeting w i t h the Union and 

eraployee. D i s c i p l i n e s h a l l be adrainistered as soon as 

possible a f t e r the Eraployer has had a reasonable 

o p p o r t u n i t y to f u r t h e r i n v e s t i g a t e the raatter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken' a f t e r the 

raeeting or f u r t h e r i n v e s t i g a t i o n , the eraployee raay request 

i n w r i t i n g to the department head f o r review of the said 

d i s c i p l i n a r y a c t i o n on a form provided by the Eraployer. 

Said request f o r review s.hall be i n w r i t i n g and submitted 

w i t h i n three (3) working days of r e c e i p t of w r i t t e n n o t i c e 
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of d i s c i p l i n e . Said review form s h a l l be p r i n t e d on the 

back of or attached t o the notice of d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e t o submit a 

w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n w i t h i n 

three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the employee's r i g h t t o review. 

Step 2. Within three (3) working days or any mutually agreed 

upon extension a f t e r the department head or designee 

receives the eraployee's request f o r review, the departraent 

head or designee s h a l l conduct a raeeting t o review the 

suspension. F a i l u r e t o conduct said raeeting i n three (3) 

days w i l l r e s u l t i n autoraatic advanceraent t o Step 3 and the 

Union s h a l l so n o t i f y the Employer. At the raeeting, the 

Department w i l l give the basis f o r i t s a c t i o n and the 

employee and union r e p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the o p p o r t u n i t y t o ask questions. The 

departraent head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the raeeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreeraent or f a i l u r e to decide and 

coraraunicate such decision w i l l r e s u l t i n autoraatic 

advanceraent to Step 4 and the Union s h a l l so n o t i f y the 

Eraployer. A '..copy of such decision s h a l l be sent t o the 

eraployee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held between the departraent head or 

designee and the employee and the Union re p r e s e n t a t i v e to 



discuss the r e s u l t s of the i n v e s t i g a t i o n . Said raeeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 raeeting, unless otherwise agreed by the 

p a r t i e s . The departraent head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

raeeting. A copy of such decision s h a l l be sent t o the 

employee and the Union. I f the p a r t i e s f a i l t o meet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o r a a t i c a l l y proceed t o Step 4 and the Union s h a l l so 

n o t i f y the Eraployer. Except where otherwise i n d i c a t e d , the 

tirae l i r a i t s set f o r t h herein are t o encourage the prorapt 

reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e t o coraply 

w i t h these tirae l i m i t s w i l l not a f f e c t the v a l i d i t y of the 

said d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the 

eraployee's exclusive reraedy f o r a l l said d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g suspension f o r ten (10) days or less, or 

f o r suspensions of 11 days through 30 days which raay be 

appealed t o a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon w r i t t e n request of the Union. 

Step 4 . I f the raatter i s not s e t t l e d i n Steps 2 or 3, the 

Union raay subrait the raatter to a r b i t r a t i o n under the terras 

of t h i s Agreeraent. The r u l e s governing procedure f o r 

a r b i t r a t i o n s h a l l be the sarae as i n 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of 11.1 and 11.2 

above, a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r c a l l e d a 



grievance) between the Employer and the Union or any of the 

eraployees of the Employer i t represents, a r i s i n g out of the 

circumstances or conditions of employment, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the tirae l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

corapliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said time l i m i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s t o t h i s Agreeraent. 

F a i l u r e of the Employer t o answer a grievance w i t h the time 

l i m i t s herein s h a l l perrait the Union t o advance the case t o the 

next step. The Union w i l l be inforraed of and allowed to be i n 

attendance at a l l grievance or d i s c i p l i n a r y hearings. The Union 

s h a l l send w r i t t e n n o t i c e t o the Department Head n o t i f y i n g 

him/her of automatic advanceraent t o the next Step. 

Before a forraal grievance i s i n i t i a t e d , the employee may 

discuss the matter with his/her immediate supervisor. I f the 

problera i s not resolved in discussion, the following procedure 

s h a l l be used to adjust the grievance: 

Step I - Immediate Supervisor 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form to be supplied -by the Eraployer 

upon request, but i n the absence of such a forra, 

eraployee or the Union may subrait the grievance i n 
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l e t t e r form, w i t h i n twelve working days of e i t h e r the 

eraployee or the Union having knowledge of the event 

which gives r i s e to the grievance. The eraployee or 

the Union w i l l i n d i c a t e what Section and pa r t of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

reraedy, and subrait the grievance t o the eraployee's 

iraraediate supervisor. I t i s understood t h a t i f the 

eraployee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the Union i n w r i t i n g of the decisio n . 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

repr e s e n t a t i v e and/or the eraployee s h a l l have the 

r i g h t to raake an appeal i n w r i t i n g t o the Departraent 

Head/or the Departraent Head's designee w i t h i n seven 

(7) working days a f t e r ' the date of the r e c e i p t of the 

decision or the date i t was due under Step I , by the 

immediate supervisor. The name of the Department 

Head's designee s h a l l be posted f o r employees i n areas 

where employee notices are norraally posted and 
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subraitted t o the Union. F a i l u r e t o post and so n o t i f y 

the Union w i l l perrait iraraediate advanceraent t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of no t i c e of f a i l u r e t o post. 

B. The Departraent Head or the Departraent Head's designee 

s h a l l raeet w i t h the Union's representative at l e a s t 

once each raonth t o discuss a l l pending grievances t h a t 

have been advanced to Step I I . The purpose of the 

Step I I meeting w i l l be f o r the Department and the 

Union to share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o araicably resolve as 

raany grievances as possible. The Departraent Head or 

the Departraent Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I raeeting. No grievances w i l l be discussed at 

raore than one Step I I raeeting, unless the C i t y and the 

Union rautually agree t h a t f u r t h e r raeeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s t o -.otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Departraent Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 
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copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the corapletion of the Step I I raeeting. 

The response t o the grievance s h a l l s t a t e the 

Departraent's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f stateraent of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settleraent at Step I or I I s h a l l be binding upon 

the Eraployer, Union and the aggrieved eraployee or 

eraployees. Grievances may be withdrawn without 

p r e j u d i c e at any step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Employer raay request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days frora r e c e i p t of the 

Eraployer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s raore than one 

eraployee, i t raay be presented by a s i n g l e selected 

eraployee r e p r e s e n t a t i v e of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Eraployer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of eraployees 

s h a l l be raade a p p l i c a b l e t o a l l of the a f f e c t e d 

eraployees w i t h i n that group. 
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G. Even though a grievance has been f i l e d , eraployees are 

o b l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

eraployee t h a t i t could cause death or serious p h y s i c a l 

harra. The Eraployer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the eraployee does not waive 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - Arbitration 

I f the raatter i s not s e t t l e d i n Step I I the Union or the 

Eraployer, but not an i n d i v i d u a l eraployee or eraployees, raay 

subrait the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative from the 

Employer's operating departraent, w i t h copies of the request t o 

the designated law departraent representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually may 

agree, the Union s h a l l have the r i g h t to convene a raeeting w i t h 

the Eraployer's designated representative i n an atterapt to 

resolve the grievance p r i o r to any f u r t h e r a c t i o n being taken to 
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advance the raatter t o a r b i t r a t i o n . At such raeeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the raatter i n dispute 

and the r e l i e f requested. The Eraployer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. In the 

event the p a r t i e s are unable at such raeeting t o resolve the 

grievance, the Union and the Eraployer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Ei t h e r p a r t y raay subrait the grie.vance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the ru l e s of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Eraployer and Union frora rautually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s subraitted must agree as a whole t o 

comraenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those tirae l i r a i t s raust 

be by w r i t t e n consent of the Union and the Eraployer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of tirae s h a l l 

not be disclosed to the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Eraployer. The a r b i t r a t o r 

s h a l l have the r i g h t t o subpoena witnesses and require the 
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production of p e r t i n e n t docuraents at the request of e i t h e r 

p arty. 

Each pa r t y s h a l l be responsible f o r corapensating i t s own 

representatives and witnesses. The cost of a t r a n s c r i p t s h a l l 

be borne by the pa r t y requesting the r e p o r t e r unless the p a r t i e s 

agree t o share such costs. 

An a r b i t r a b l e raatter raust involve the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreeraent or a docuraent incorporated by reference t h e r e t o . The 

provisions of t h i s Agreement and any other document incorporated 

by reference i n t h i s agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y raay assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o araend, add t o , subtract frora, 

or change the terms of t h i s Agreeraent, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreement and 

apply them t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguraents presented t o hira by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s to the dispute, 

i n c l u d i n g the eraployee or eraployees involved. Where tiraeliness 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 
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A. Advanced Grievance Step F i l i n g 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i r a i n a r y step of the grievance procedure or 

which would becorae.- moot due t o the length of tirae necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved more e x p e d i t i o u s l y , raay be f i l e d at the option 

of the grievant/union at Step I I . 

B. Pertinent Witnesses and Inforraation 

The Union may request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

frora the Eraployer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conforraance w i t h a p p l i c a b l e 

laws and ru l e s issued pursuant t h e r e t o governing the 

disseraination of such raaterials. 

A Union r e p r e s e n t a t i v e , a g r i e v a n t , and Union steward w i l l 

be perraitted a reasonable araount of tirae without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Departraent, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r perraission t o handle grievances on work tirae, i t 

being understood t h a t the operation of the Departraent . takes 

precedence unless there i s a-n eraergency, but such perraission 
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s h a l l not be denied unreasonably. A reasonable nuraber of 

eraployees raay attend the raeeting without loss of pay; such 

raeetings s h a l l be set by rautual agreeraent' by the Eraployer and 

the Union. Where the Eraployer d i r e c t s an eraployee to. report f o r 

a raeeting concerning a grievance at a tirae when the eraployee i s 

not scheduled t o work such tirae s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Eraployer, upon request of 

the Union re p r e s e n t a t i v e , s h a l l provide the use of a room and 

telephone, t o discuss the grievance, subject t o the Employer's 

reasonable rules f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Employer and the Union may rautually agree t o subrait any 

grievance t o expedited a r b i t r a t i o n . , Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l rautually s e l e c t an a r b i t r a t o r 

frora a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible frora the date the p a r t i e s agreed t o subrait the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreeraent, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The arb.i.trator' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

64 



A representative frora the Employer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l raeet at l e a s t q u a r t e r l y , 

or raore f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per raonth f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of D i s c i p l i n a r y Investigations 

Suppleraenting a l l r i g h t s and processes due employees 

covered by t h i s Agreement who raay be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the eraployee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. T h e i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the eraployee's l o c a t i o n of assignraent, 

norraal departraent l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be informed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a formal statement i s being taken, 

a l l questions, d i r e c t e d to the eraployee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 
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D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s perraitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be inforraed of the nature of the raatters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent t o 

provide inforraation r e l a t i n g t o the raatter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the employee's a d r a i n i s t r a t i v e r i g h t s , or 

the iraposition of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy .,of any w r i t t e n 

stateraent the eraployee has raade. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recoraraendation f o r d i s c i p l i n e i s probable against the 

eraployee, said eraployee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r to the 

coramenceraent of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i r a i n a l prosecution raay be probable 

against said eraployee, the provisions of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

afforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -
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i n c r i m i n a t i o n p r i o r t o the comiraencement of the 

i n t e r v i e w . An employee w i l l not be read his/her 

a d r a i n i s t r a t i v e and Miranda r i g h t s during the sarae 

i n t e r v i e w . 

I . At the request of the eraployee under i n v e s t i g a t i o n , an 

eraployee who raay be subject to d i s c i p l i n e s h a l l have 

the r i g h t to be represented i n the i n t e r v i e w by a 

representative of the Union. The eraployee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union repr e s e n t a t i o n 

before coramenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e presentation 

can be obtained, provided the suspension i s not f o r an 

unreasonable tirae and the Eraployer does not have the 

i n t e r v i e w unduly delayed. 

J. The Employer s h a l l not compel an employee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governmental agency r e l a t i n g t o 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph exaraination s h a l l ..not be 

used against an eraployee i n any forum adverse t o the 

eraployee's i n t e r e s t s . The Eraployer w i l l not r e q u i r e a 

polygraph exaraination i f i t i s i l l e g a l t o do so. I f 

an eraployee ^is asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d m i n i s t r a t i o n of the examination. The r e s u l t s of 

any polygraph examination s h a l l be known to the 

employee w i t h i n one week. 

67 



L. This Section s h a l l not apply t o employee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the raedia during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the employee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the raedia of the charges 

against the employee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e to the media where the eraployee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and' i n the 

sarae forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the eraployee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inforraation i n c l u d i n g employee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the employee, or i n the case of 

promotions or t r a n s f e r s . 

(2)(a) Notwithstanding the p r o v i s i o n s of paragraph 

N above, at the option of the Union, a claim t h a t the 
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Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section raay be rai s e d i n a suppression hearing before 

a raeraber of the permanent hearing panel l i s t e d herein, 

r a t h e r than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s o ption by 

n o t i f y i n g the eraployee's Departraent Head and the 

Eraployer's Law Departraent i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing p r o v i s i o n s of t h i s Agreeraent. The appeal 

s h a l l s p e c ify the p a r t i c u l a r c ontract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l suraraary of 

the conduct alleged t o have v i o l a t e d the Agreeraent. I t 

i s understood t h a t by e x e r c i s i n g t h i s o p t i o n , any and 

a l l tirae l i r a i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) (b) (c) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s elect i n order of r o t a t i o n one of the three 

permanent hearing panel merabers who are chosen as 

f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

raerabers raust be w i l l i n g to convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any meraber of the panel resign or be reraoved 
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upon rautual agreeraent of the p a r t i e s during the l i f e 

of t h i s Agreement, the p a r t i e s w i l l meet t o reach 

agreeraent on new panel meraber who raust be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreeraent can be reached, 

the Employer w i l l request a panel o'f seven (7) 

a r b i t r a t o r s frora FMCS, a l l of whora must be merabers of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l meet t o s t r i k e naraes from the l i s t , w i t h 

the Eraployer s t r i k i n g f i r s t , u n t i l one name reraains, 

which person s h a l l be naraed t o the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or at such other tirae as the p a r t i e s raay 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i r a i t e d t o determining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the raerits of any underlying d i s c i p l i n e or. 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2(d) The panel raeraber s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject to c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

eraployee i n question. 
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p. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the eraployee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

eraployee has been incarcerated f o r raore than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 

The Union agrees that during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s (including, but not limited to 

syrapathy s t r i k e s and s t r i k e s to protect union or third party 

conduct), work stoppages, slowdowns, picketing, delays of work 

of any kind. 

Section 12.2 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s t o 

prevent any acts forbidden i n t h i s A r t i c l e and t h a t i n the event 

any such acts take place or are engaged i n by any eraployee or 

group of eraployees i n the Union's bargaining u n i t , the Union 

f u r t h e r agrees i t w i l l use i t s best e f f o r t s t o cause an 

iraraediate cessation thereof. I f the Union iraraediately takes a l l 

necessary steps i n good f a i t h to end any stoppages, s t r i k e s , 

p i c k e t i n g , i n t e n t i o n a l slowdown or suspension of work, 

i n c l u d i n g : (a) p u b l i c l y d i s c l a i r a i n g such a c t i o n as not c a l l e d or 

sanctioned by the Union, and (b) posting notices i n conspicuous 

places which n o t i f y involved eraployees t h a t the a c t i o n was not 

c a l l e d or sanctioned by the Union, i n a d d i t i o n t o i n s t r u c t i n g 

eraployees to ;imraediately cease such a c t i v i t y , the Eraployer 
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agrees t h a t i t w i l l not b r i n g a c t i o n against the Union t o 

e s t a b l i s h r e s p o n s i b i l i t y f o r such unauthorized conduct. 

Section 12.3 

The Eraployer may terminate the eraployment of or otherwise 

d i s c i p l i n e any eraployee or eraployees who have been found t o have 

engaged i n any act forbidden i n t h i s A r t i c l e . 

Section 12.4 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the terra of t h i s Agreeraent. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

frora the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-raonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e.xpiration of t h i s 

Agreeraent. The Union s h a l l inderanify, defend and hold the 

Eraployer harraless against any and a l l clairas, deraands, s u i t s or 

other forras of l i a b i l i t y , i n c l u d i n g daraages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

act i o n taken or not taken by the Eraployer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignraent furnished under any such provisions or i n r e l i a n c e 
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upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union t o the Eraployer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

The Eraployer s h a l l provide to the Union within t h i r t y (30) 

days narae, address, c l a s s i f i c a t i o n , rate of salary and starting 

date of any new eraployee hired into the Union's bargaining unit. 

Section 13.2 

I t i s f u r t h e r agreed t h a t 30 days a f t e r the l a t e r of the 

execution of the Agreeraent or the eraployee's date of h i r e , the 

Employer s h a l l deduct from the earnings of employees who are not 

raerabers of the Union, a raonthly araount as c e r t i f i e d by the Union 

and s h a l l rerait such deductions t o the Union at the sarae tirae 

t h a t the dues check-off i s r e m i t t e d . I t i s understood t h a t the 

araount of deductions frora said non-raeraber bargaining u n i t 

employees w i l l not exceed the regular raonthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract a d m i n i s t r a t i o n and pursuing raatters 

a f f e c t i n g wages, hours and other conditions of"eraployraent. 

Section 13.3 

Nothing i n t h i s Agreeraent s h a l l be i n c o n s i s t e n t w i t h 
./ 

Sect.ion 6(g) of the I l l i n o i s Public Labor Relations Act i n 
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protecting the right of non-association of eraployees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are raerabers. 

Section 13.4 

Each eraployee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a raeraber of the Union, and each eraployee who becomes a raeraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of eraployraent, raaintain 

his/her raerabership i n the Union during the terra of t h i s 

Agreeraent. 

Any present eraployee who i s not a raeraber of the Union 

s h a l l , as a c o n d i t i o n of eraployment, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n . 

A l l eraployees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreeraent and who have not raade a p p l i c a t i o n f o r raerabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n 

and pursuing raatters a f f e c t i n g wages, hours and other conditions 

of employraent. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Eraployer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Eraployer makes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

thereto. I f the Eraployer changes a job t i t l e without 

s u b s t a n t i a l l y changing the duties of the job, the Union w i l l 
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retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Eraployer w i l l not perraanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the mutual 

agreement of the unions involved. 

Section 14.2 

Any work which has been t r a d i t i o n a l l y perforraed by 

eraployees who are represented by the Union s h a l l continue t o be 

perforraed by said eraployees, except where non-unit eraployees 

have i n the past perforraed u n i t work, or i n eraergencies, t o 

t r a i n or i n s t r u c t eraployees, t o do layout, deraonstration, 

experiraental, or t e s t i n g d u t i e s , t o do tro u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where eraployees 

do not report t o work because of vacations, or other absences or 

tard i n e s s , or f o r personal reasons during the course of the day, 

or because a l l of the eraployees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o coraplete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not perforra 

the work of said eraployees. For exaraple, i f a Sheet Metal 

Worker i s on vacation, a Pluraber s h a l l not be assigned as a 

replaceraent Sheet Metal Worker. The Eraployer s h a l l not 

a r b i t r a r i l y extend the period of any eraergency beyond the need 

f o r t h a t emergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n of t h i s Agreement i f the f o l l o w i n g 

functions are perforraed by members of raanageraent, regardless of 

whether they are also performed by the bargaining u n i t : (a) crew 

assignment and scheduling; (b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; 
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(d) ordering of equipment and raaterials frora vendors. Nothing 

herein s h a l l deprive raerabers of the bargaining unit of the right 

to perforra h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit eraployee for the purpose of 

replacing that person with a member of manageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

In the event t h a t the Union f i l e s a grievance clairaing t h a t 

the Eraployer has v i o l a t e d the terras of t h i s Agreeraent by 

assigning c e r t a i n work t o C i t y eraployees represented by another 

union, or where the Eraployer receives a grievance frora another 

union p r o t e s t i n g the assignraent of work t o eraployees covered 

under t h i s Agreeraent, the Eraployer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

I n the event t h i s dispute reraains unresolved and i s 

subraitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Eraployer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y to p a r t i c i p a t e i n the 

hearing and to present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. ' 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n that event, the other 

a f f e c t e d union(s) s h a l l pursue a claira against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 
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of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s to- the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claira and to present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding deterraine t h a t the Eraployer's reassignraent 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer t o coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Eraployer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l s e l e c t the a r b i t r a t o r . The Eraployer, the Union and the 

other a f f e c t e d union(s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t to f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignraent 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreeraent and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d union (s) . No other evidence or testiraony s h a l l be 

adraitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s to 
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the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d r a i n i s t r a t i v e 

forura. 

Nothing herein s h a l l preclude a l l ' parties to the dispute 

frora voluntarily resolving i t at any tirae. 

Section 14.4 Deferred Compensation 

The Eraployer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g t o deferred corapensation, s h a l l be 

afforded t o a l l eraployees of the Eraployer without change during 

the terra of t h i s Agreeraent. 

The Employer w i l l make contributions, on a dollar - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximum t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the tot a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing their own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s i n the future. Such information to be provided w i l l 



include, but not be limited to, a census for the current non-

Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Rules of Conduct Changes 

When the Eraployer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

Eraployees to d i s c i p l i n e , the Eraployer s h a l l transrait four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Eraployer w i l l meet with the Union within twenty (20) calendar 

days of the receipt of the proposals to receive the Union's 

comraents. Absent an eraergency, the Eraployer w i l l not irapleraent 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Eraployer. No such changes or additions s h a l l 

be irapleraented without prior publication and notice to the 

affected Eraployees. 

Section 14.6 Safety 

(a) The Eraployer s h a l l provide a safe and h e a l t h f u l working 

environraent f o r eraployees covered by t h i s agreeraent i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e occupational safety 
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and health laws, and s h a l l raaintain i n good and safe working 

c o n d i t i o n a l l equipraent necessary f o r the safe and proper 

perforraance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t s a f e t y 

coraraittee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Eraployer'. The purpose of the coraraittee 

s h a l l be t o discuss, exaraine and t o raake recoramendations 

concerning occupational safety and health issues a f f e c t i n g 

eraployees. A l l recommendations of the committee w i t h respect t o 

safety and health issues s h a l l be subraitted i n w r i t i n g t o the 

appropriate Departraent Head w i t h a copy t o the Union and the 

Di r e c t o r of Labor Relations. The Departraent Head s h a l l proraptly 

issue a w r i t t e n response t o the coraraittee concerning the 

Departraent's views regarding the coraraittee's recoramendations. 

The p a r t i e s raay decide, frora tirae t o tirae, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Department (s) responsible f o r safety raatters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 

safety personnel w i l l raeet and confer w i t h a r e p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and report back to the 

Coraraittee on any decisions or recommendations concerning thera. 

(c) The j o i n t safety coraraittee s h a l l meet at l e a s t once a 

month, or otherwise by mutual agreeraent. 

(d) The p a r t i e s agree and understand t h a t i f an eraployee i s 

faced wi t h an unsafe working c o n d i t i o n , the employee i s required 

to perform the task i n question unless the employee's 
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perforraance of an assigned task presents the strong l i k e l i h o o d 

of s u b j e c t i n g the eraployee t o irarainent danger of death or 

serious i n j u r y . I f the employee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perform t h a t task and 

expose hiraself t o th a t dangerous c o n d i t i o n , the eraployee w i l l 

not be subject to d i s c i p l i n e . I n order t o avoid d i s c i p l i n e 

under t h i s paragraph, the c o n d i t i o n raust be of such a nature 

t h a t a reasonable person, under the circurastances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and irarainent danger 

of death or serious i n j u r y . I n a d d i t i o n , the eraployee raust also 

have sought frora the Eraployer, and have been unable to ob t a i n , 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g t o perforra the task 

i n question. 

Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimum, the following information: 

• Payroll period 

• Payroll Ntomber 

• Employee number 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 
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• Base hour l y r a t e 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the s a f e t y and s e c u r i t y • of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f oinnation . -en—a raonthly basi's—a—bargaining—unit 

report—ei—current—active—craploycos,—fehe—list—fee—include—eraployee 

narae, address, s o c i a l — s e c u r i t y — n u r a b e r , t i t l e , pa-y—schedule, 

g r a d e , — c u r r e n t — p e y — r a t e , — s t a t u s , — c o n t i n u o u o — o c r v i c c — d a t e , — t i r a e 

i n t i t l e , — d a t e of birth,—race—and sex. ' 

The—Eraployer—shall—also—provide—fee—fehe—Union—en—a—raonthly 

b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — e i — c u r r e n t — a c t i v e 

c r a p l o y c o s — t h a t — w i i i — l i s t — C a r e e r — S e r v i c e — R e t ireracnts; Career 

Service Resignations; Career Service Discharges; Non-Career 

; Service Terrainations; Leaves e i Absence; Suspensions; 

Roinotatoraent o;—Reappointments;—Transfers—(change—ei—department 

en^^ change e i p a y r o l l ) ; Appointracnto (which also includes 

proraotions and doraotions);—and Dcatho. 

Each—raonth—fehe—Eraployer—will—provide—t-e—fehe—Union—fehe 

current—month ' o— b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a f l ^ ^ — f e h e — u p d a t e d 

report—from the previous raonth. 

Section 14.8 Subcontracting 

The Eraployer s h a l l not contract or subcontract out 

bargaining u n i t work to any person, c o n t r a c t o r or eraployer who 

i s not i n compliance w i t h the area standards established under 

and pursuant to the formula used by the United States Departraent 
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of Labor i n adrainistering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

notice s h a l l be i n w r i t i n g and s h a l l contain the narae and 

address of the p a r t y who w i l l perforra the work, a d e s c r i p t i o n of 

the work t o be performed and any other relevant data t o enable 

the Union t o deterraine corapliance w i t h t h i s Section. I n the 

event such party i s deterrained not t o be i n corapliance w i t h the 

said area standards, the Eraployer s h a l l w i t h h o l d payouts and 

s h a l l not contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Eraployer receive a w r i t t e n and 

enforceable assurance of corapliance. 

In the event t h a t the Eraployer deterraines t o subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

eraployees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

perraanent jobs which the Eraployer has declared t o be vacant i n 

the a f f e c t e d Departraent, or other departments, as the case may 

be, i n t h a t order, provided the l a i d o f f eraployees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 

reasonable araount of o r i e n t a t i o n t o allow hira or her to perforra 

the work. 

Pr i o r to sub-contracting of bargaining u n i t work, the 

Eraployer, the Union, and the proposed sub-contractor s h a l l raeet 

to discuss the eraployment of eraployees subject to l a y o f f . During 
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that meeting the Eraployer w i l l request and urge that the sub

contractor hire l a i d off eraployees. 

Section 14.9 Automobile Reimbursement 

Eraployees who are required by the Employer t o use t h e i r own 

autoraobiles i n the performance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then' e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaxiraura of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreeraent, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraura reiraburseraent w i l l 

increase t o $350.00 per raonth. E f f e c t i v e February 1, 2008, the 

maxiraura reiraburseraent w i l l increase t o $450.00 per raonth. 

E f f e c t i v e February 1, 2009, the raaxiraura reiraburseraent w i l l 

increase t o $550.00 per month. Thereafter, the maxiraura 

reiraburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consuraer Price Index f o r A l l Urban Consuraers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increraent. Eraployees seeking raileage reiraburseraent 

raust subrait' that request on a forra provided by the Eraployer. 

Payraent f o r raileage expenses w i l l be made on a monthly basis. I n 

the event t h a t during the l i f e of t h i s Agreeraent the Eraployer 

s h a l l irapleraent f o r any group of eraployees an autoraobile expense 

reiraburseraent prograra which i s raore favorable t o eraployees than 

the provisions of t h i s paragraph, upon n o t i c e frora the Union, 

the Eraployer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program t o employees 

covered by t h i s Agreement. 
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Upon request by e i t h e r p a r t y made no e a r l i e r than January 

1, 2010, the p a r t i e s s h a l l raeet t o discuss any proposed changes 

to t h i s Section 14.9. 

Section 14.10 F i l l i n g of Permanent Vacancies 

The Employer s h a l l determine i f there i s a permanent 

vacancy t o be f i l l e d , and at any tirae before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 

The Eraployer w i l l post vacancy vacancies e l e c t r o n i c a l l y on 

the City of Chicago CAREERS website. A copy of the posting w i l l 

be provided to the Union at l e a s t 72 hours prior to the 

electronic posting. Said vacancies s h a l l be posted 

announceraonto f o r fourteen (14) days on the CAREERS WEBSITE. 

The p o s t i n g s h a l l contain a t l e a s t the f o l l o w i n g i n f o r m a t i o n : 

job t i t l e , q u a l i f i c a t i o n s , days o f f , s h i f t , hours, work 

l o c a t i o n , i f known, and the r a t e o f pay. The p o s t i n g s h a l l also 

i d e n t i f y the number of p o s i t i o n s t o be f i l l e d . I f the number t o 

be f i l l e d changes, the Employer s h a l l promptly n o t i f y . P r i o r t o 

the commencement of the s e l e c t i o n process, the employer w i l l 

provide the Union w i t h a l i s t of q u a l i f i e d bidders-r-7—and—prov.ide 

fehe—Union—with—a—copy—ei—fehe—announccraent—afe—the—tirae—ife—ie-

posted. 

Q u a l i f i e d bargaining u n i t employees s h a l l be given an 

oppo r t u n i t y to b i d on ^ perm.anent vacancies declared by the 

Eraployer. In making s e l e c t i o n s , the Employer s h a l l give 

preference to bargaining u n i t - a p p licants over non-bargaining 

85 



u n i t a p p l i c a n t s , except where non-bargaining u n i t a p plicants 

have deraonstrably greater s k i l l and a b i l i t y t o perforra the work. 

In raaking a s e l e c t i o n between two or raore bargaining u n i t 

applicants who are equally q u a l i f i e d , the Eraployer s h a l l select 

the raost senior bidder. For purposes of t h i s Section, s e n i o r i t y 

s h a l l be deterrained by the eraployee's service i n the eraployee's 

current job t i t l e ( t i r a e - i n - t i t l e ) City-wide. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of dociaments such as the r e f e r r a l l i s t , employment 

decision form, hiring information soammary, and h i r i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

The successful bidder f o r any job under t h i s Section s h a l l 

have an evaluation period, not t o exceed s i x t y (60) days, to 

demonstrate t h a t he or she can perforra the job.. I f the Eraployer 

has j u s t cause based upon.the employee's job perforraance at any 

tirae during t h a t period to believe t h a t the successful bidder 

cannot perforra the job, then the successful, bidder s h a l l be 
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returned t o the job he/she held j u s t p r i o r to the awarding of 

the b i d , d i s p l a c i n g , i f necessary, any eraployee who has been 

placed i n t o said job. 

Section 14.11 Fitness f o r Duty 

I f the Employer observes and has reasonable cause t o 

be l i e v e the employee has a medical c o n d i t i o n or s i g n i f i c a n t 

l i m i t a t i o n t h a t prevents the employee from being able t o perform 

the e s s e n t i a l d u t i e s of the p o s i t i o n , an employee may be sent 

f o r a Fitness f o r Duty examination a t the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's phy s i c i a n 

c e r t i f i e d t h a t the employee i s f i t v f o r duty, the employee may 

e l e c t or Employer may r e q u i r e the employee, a t the Employer's 

sole expense, t o be subject t o an independent medical 

examination ("IME") t o determine i f the employee i s f i t f o r 

duty. The Union s h a l l s e l e c t an examining independent p h y s i c i a n 

who w i l l conduct the IME from a l i s t o f a t l e a s t three 

physicians w i t h the appropriate medical s p e c i a l t y who have 

suc c e s s f u l l y completed the C i t y ' s procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and b i n d i n g . 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order t o permit access t o a l l medical records 

r e l a t e d t o his/her c o n d i t i o n , and the C i t y s h a l l agree t o secure 
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and maintain the confidential nature of a l l medical records 

obtained through the process. 

ARTICLE 15 
LAYOFF AND RECALL 

Section 15.1 

Probationary eraployees w i t h raore than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior eraployee 

i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t , 

provided the a b i l i t y , q u a l i f i c a t i o n s t o perforra the required 

work, and the eraployee's job perforraance are equal araong the 

other eraployees i n the job. 

" S e n i o r i t y " s h a l l raean, f o r purposes of t h i s Section, the 

eraployee's service i n the job t i t l e ( t i m e - i n - t i t l e ) City-wide. 

A l a i d - o f f employee may displace (burap) the l e a s t senior 

eraployee, i f any, i n the raost recent lower job t i t l e the 

eraployee to be l a i d 'off has held, provided the eraployee t o be 

l a i d o f f has the then present a b i l i t y to^ perforra the job t o the 

Eraployer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Employees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

In the event any ei—fehe p r o v i s i o n e of t h i s Agreement s h a l l be or 

become i n v a l i d or unenforceable by reason of any f i n a l and 

bi n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such 



i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the remainder of 

the provisions hereof, which s h a l l remain i n f u l l force and 

effect. The i n v a l i d Qr unenforceable provision s h a l l be subject 

to re-negotiation by the Parties within a reasonable period of 

time. ihe—portico—agree—fee—raeet and—adopt—reviood—provioions 

vjhich would be i n conforraity w i t h the law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Eraployer i n w r i t i n g , of the naraes 

of the Stewards 'in each departraent or area agreed upon w i t h the 

Eraployer and s h a l l n o t i f y the Eraployer proraptly of any changes. 

Stewards w i l l be perraitted to handle and process grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 

procedure during norraal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of time, 

or unreasonably i n t e r r u p t the work of employees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors i n advance of t h e i r i n t e n t i o n 

to handle and process grievances. Supervisors raay not 

unreasonably withhold perraission t o the stewards t o engage i n 

such a c t i v i t i e s . 

Eraployees a c t i n g as Union Stewards s h a l l not be 

discrirainated against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards frora t h e i r 

job c l a s s i f i c a t i o n s or departraents, other than i n an eraergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 
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Section 17.2 Union Rights 

The Union s h a l l have the right and resp o n s i b i l i t y to 

represent the interests of a l l eraployees in the Unit, to present 

i t s views to the City on raatters of concern, either or a l l y or in 

writing, and to consult and be consulted with, in respect to the 

forraulation, developraent and irapleraentation of p o l i c i e s and 

prograras affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be perm i t t e d 

during normal working hours, t o enter Eraployer f a c i l i t i e s f o r 

purposes of handling grievances or observing c o n d i t i o n s under 

which eraployees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l tiraes be conducted i n a 

raanner so as not t o i n t e r f e r e w i t h normal operations. The 

Employer raay be able t o change or set r u l e s of access, provided 

t h a t any change i n current p r a c t i c e s raust be reasonable and 

subject t o the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l raission i s t o provide 

services t o i t s c i t i z e n s i n a safe and econoraic manner. The 

p a r t i e s t o t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of eraployees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the perscDUS which the 

Ci t y and the eraployees under t h i s Agreeraent serve. Furthermore, 
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the econoraic cost of p r o v i d i n g health care services t o eraployees 

who abuse drugs and alcohol has put an increasing burden -on the 

City's finances. 

The Eraployer and the Union raaintain a strong coraraitraent t o 

p r o t e c t people and property, and t o provide a safe working 

environraent. To t h i s end, the employer has also established i t s 

' c o n f i d e n t i a l Eraployee Assistance Prograra f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s to t h i s Agreeraent urge eraployees who have such 

probleras to u t i l i z e the Prograra's services. 

To raaintain a workplace which provides a safe and health 

work environraent for a l l eraployees, the following drug and 

alcohol program i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

employee on the job or the preraises of the Eraployer. 

(c) Employer Preraises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Eraployer as job s i t e s or work 

lo c a t i o n s and over which the Eraployer has a u t h o r i t y as employer. 

(d) Employee: al'l persons covered by t h i s Agreeraent. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g raedical a t t e n t i o n or causing s i g n i f i c a n t daraage to 
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property to which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e ^ s t o conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any raental, eraotional, sensory 

or physical irapairraent due to the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

saraple, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e raanner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l eraployees must report t o work i n a ph y s i c a l 

c o n d i t i o n t h a t w i l l enable them t o perform t h e i r jobs i n a safe 

raanner. Further, eraployees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d iteras or substances on or at the Eraployer's 

premises, nor s h a l l they- report t o work under the i n f l u e n c e of 

drugs and/or alcohol. 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an employee i s under the influence of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t t o subject that employee t o a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

eraployee may be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l 
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t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the- employee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Eraployer w i l l terrainate a l l eraployees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs or 
alcohol while on duty and on the Eraployer's 
preraises; 

( i v ) are found i n possession of a l c o h o l , drugs or 
drug paraphernalia, or are found s e l l i n g or 
d i s t r i b u t i n g drugs or drug paraphernalia, on 
the Eraployer's preraises. 

(c) A l l adverse eraployment a c t i o n taken against an 

eraployee under t h i s - program s h a l l be subject t o the grievance 

and a r b i t r a t i o n procedures of t h i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer raay re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

(1) a t e s t raay be adrainistered i n the event t h a t 
two supervisors have reasonable cause t o 
believe t h a t an eraployee has reported t o 
work under the i n f l u e n c e of or i s at work 
under the in f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t 'may be required i f an eraployee i s 
involved i n a workplace accident or 
f i g h t i n g ; 

( i i i ) a t e s t raay be required as p a r t of a f o l l o w -
up t o counseling or r e h a b i l i t a t i o n f o r 
substance abuse f o r up t o a one year period. 

(b) Eraployees to be tested w i l l be required t o sign a 

consent form and chain of custody forra, assuring proper 
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docuraentation and accuracy. I f an eraployee refuses t o sign a 

consent form a u t h o r i z i n g the t e s t , he or s h a l l w i l l be subject 

to t e r r a i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and raay consist of e i t h e r blood or urin e t e s t s , or both. 

The Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alcohol, i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g prograras, dated A p r i l 11, 1988 and as raay 

be araended her e a f t e r by the relevant agency of the Departraent of 

Health and Huraan Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they raay be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively e s t a b l i s h t h a t the te s t e d 

eraployee was under the in f l u e n c e of drugs. 

(f ) I n i t i a l and confirraatory (or breathalyzer) t e s t 

r e s u l t s which raeet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the test e d 

employee was under the influence of alc o h o l . 
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(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be 

borne by the Eraployer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Comraissioner of Personnel or h i s designee i n the raanner to be 

prescribed by the Comraissioner. The a p p l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Comraissioner w i l l inforra the a p p l i c a b l e departraent head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 
I 

s u f f i c i e n t q u a n t i t y as t o allow' f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

t e s t r e s u l t i s p o s i t i v e raay e l e c t , at h i s or her expense, t o be 

r e t e s t e d by the sarae or other l a b o r a t o r y s a t i s f a c t o r y to the 

Coraraissioner of Personnel, provided t h a t the Eraployer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s r a i t t i n g said saraple t o the 

second la b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

to take a s u f f i c i e n t saraple, or t o preserve such saraple, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal frora 

e l i g i b i l i t y of an a pplicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No l a b o r a t o r y report or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are part o f ' a 
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personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

special locked f i l e maintained by the Coramissioner of Personnel, 

except as such discl o s u r e raay be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Eraployees are encouraged to seek help f o r a drug or alcohol 

problera before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y raatter and 

raay p a r t i c i p a t e i f they wish i n the vo l u n t a r y Eraployee 

Assistance Prograra. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree to create a J o i n t Apprenticeship and T r a i n i n g 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i m i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

and t r a i n i n g prograras and t o provide expanded post-

apprenticeship and t r a i n i n g employraent o p p o r t u n i t i e s f o r such 

graduates. In conjunction w i t h the execution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreement w i t h the C i t y of 

Chicago, the Parties s h a i l enter i n t o a suppleraental raemorandum 

of ' understanding regarding the s t r u c t u r e , iraplem.en t a t i o n, 
9 6 



raonitoring and enforceraent of this I n i t i a t i v e . Said meraorandura 

s h a l l be attached to t h i s Agreement as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coraraitraent by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s across C o k l i t i o n Unions w i t h 

CPS students, graduates or forraer students ' w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A coraraitraent by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship, and 

t r a i n i n g prograras. In p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

prograras and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g prograras as appropriate; and t o expand post-

apprenticeship and t r a i n i n g eraployment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 
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appropriate steps to f u l f i l l the commitraents set f o r t h i n 

t h i s A r t i c l e and supplemental raeraorandura attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreement s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance forra. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the Ci t y Council and s h a l l reraain i n f u l l force 

and e f f e c t frora said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l autoraatically renew i t s e l f frora year t o 

year unless at lea s t 60 days and not raore than 120 days p r i o r t o 

the terraination date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire to araend, add. t o , subtract frora, or 

terrainate t h i s Agreeraent. 

In the event such noti c e of a desire t o amend, add t o , or 

subtract from the terras of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 

n e g o t iations concerning the request. I f the p a r t i e s are unable 

to agree upon a -successor agreeraent before the 30th day of June 

f o l l o w i n g the date on which no t i c e was given, t h i s Agreeraent 

s h a l l exp.i re on such: 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreem.ent. The notices r e f e r r e d to s h a l l be 
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considered t o have been given as of the date shown on the 

postraark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreeraent c o n s t i t u t e s the e n t i r e c ontract between the 

Eraployer and the Union and s e t t l e s a l l demands and issues w i t h 

respect t o a l l matters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 

r e f e r r e d to herein, and even though such raatter may not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 

I n the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, . holiday or other paid tirae o f f , or 

v o l u n t a r y unpaid tirae o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

agreeraent, such a d d i t i o n a l tirae o f f s h a l l be granted t o a l l 

eraployees covered by t h i s Agreeraent. 
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ARTICLE 21 
TERM OF AGREEMENT 

This Agreeraent s h a l l be effective frora the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l reraain in effect 

through 11:59 p.ra. on June 30, 2017 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreeraent i n 

order to f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the applicab l e l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care prograra raandating s i g n i f i c a n t changes 

i n health insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 

2. The lack of achieveraent of hea l t h care cost 

containraent as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishraent and a d m i n i s t r a t i o n 

of the Labor-Manageraent Cooperation Comraittee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

th a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as raeasured by a 

projected increase of costs f o r any 
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i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared'to health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containraent or 

savings as stat e d i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase frora exceeding 8% as raeasured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containraent or savings 

as s t a t e d i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y may e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

; • Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 
101 



provided,—howovcr,—oach—party—reserves—the—right—fee—reopen—thio 

A g r e e m e n t — i n — o r d o r — f e e — n o g o t i a t c — f e h e — H e a l t h — P l a n — e e f e — f o r t h — i f t 

Article—9—ne—later—than—June—3-0-7—2011—and—June—3-0-7—2015,—er— in 

fehe—event—fehe—City of Chicago—ie—awarded tho—2016 Olyrapic Garaco, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of t h i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

either party to this Agreeraent has t h i r t y (30) days to notify 

the other party of i t s intent to reopen thi s Agreeraent in order 

to negotiate the Health Plan set forth in A r t i c l e 9. Should 

either party elect to reopen negotiations pursuant' to ' t h i s 

provision, i t s h a l l submit written notice to the other party. 

Thereafter, the parties have ninety (90)' days within which to 

reach agreement on the A r t i c l e . I f the parties f a i l to reach 

agreeraent at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreeraent. 

Non-Prevailing Wago Rato Rooponer 

Four-Yoar : Thio—Agreement—ma-y—be—reopened—fee—further 

negotiate—fehe—non-prevailing—wage—rates—governing—fehe—second 

f ivc-ycar fee^fft (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e 4-r 

Section 4.4, i n the—event tha t (-a-) feh-e—City—notifies fehe 

C o a l i t i o n — t h a t—it—hae—net—reached—a—successor—agrcomont—fee—a 
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t h o n — c u r r e n t four-year—agrocraent—expiring—en—June—3-0-7 2011 

regarding—aft—across-the-board—percentage incrcaoc f e r — o t h o r 

u n i o n i z e d — c r a p l o y c o s — i f t — n o n - p r e v a i l i n g — w a g e — r a t e — c l a o o i f i c a t i o n o 

defined i n the—"Mc Too Clauoc" by March—3^^—2012;—er—(b) the 

C o a l i t i o n — n o t i f i e s — f e h e — C i t y — e f — i f e e — i n t e n t — f e e — t e r m i n a t e — t h e — ^ ^ i t e -

Too Clause" by March 31, 2012. 

Five-Year: This—Agreement—m a y—be—reopened—fee—further 

n e g o t i a t e — t h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — f e h e — o c c o n d 

f i v e year—feer^m^ (07/01/2012 fee—06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4.4, i n — f e h e — o v c n t — t h a t (-â  fehe—City—notifioo—fehe 

Coalition—that—it—ha-s—nefe—reached—a—successor—agrGoment—fee—a 

t h e n — c u r r e n t — f i v e - y e a r — a g r c o r a c n t — e x p i r i n g — e n — J u n e — 3 - 0 - 7 2012 

regarding—an—acroos-tho-board—percentage increase f - e r — o t h o r 

unionized—eraployees—in^—non-prevailing—wage—rate—classifications 

defined i n the "Me Too Clause" by Octobor 31,—2012;—e^—fte^—the 

C o a l i t i o n — n o t i f i e s — t h e — C i t y — e i — i r t - s — i n t e n t — f e e — t e r r a i n a t e — f e h e — ^ ^ M e 

Too Clauoc" by October 31, 2012. 

ii— a n y—eee—ef—fehe—foregoing—events—occurs,—either—party—fee 

t h i o Agreeraent—ha-s—thirty—(-3-0-)—days—fee—notify the—other p a r t y of 

ife-s—intent—fee—roopon—this—Agreeraent— i n—order—fee—negotiate—feh-e 

non-prevailing—wage—rates—governing—fehe—second—five—year—terra 

(07/01/2012 t o 06/30/2017)—set f o r t h i n A r t i c l e 4,—Section 4.4. 

S h o u l d — c i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n e g o t i a t i o n s — p u r o u a n t — f e e 

t h i s — p r o v i s i o n , i t — s h a l l — o u b r a i t — v j r i 11 c n — n o t i c e — f e e — t h e — o t h e r 

p a r t y — a f t d — t h e — C i t y — s h a l l — n e f e — b e — o b l i g a t e d — f e e — r a a k e — f e h e — w a g e 
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adj u s t m c n t s — e e f e — f o r t h — i n — A r t i c l e — 4 - 7 — S o c t i o n — 4 . 4 . Thereafter, 

fehe—parties have ninoty (-9̂-) days w i t h i n — v j h i c h fee roach 

a g r e e m e n t — e n — f e h e — A r t i c l e . i i — f e h e — p a r t i e s f a i l — f e e — r e a c h 

agreement—a-t—fehe—concluoion of—that—ninety—(-90-)—day period,—each 

party reserves the right to reopen the entire Agreement. 

Other Reopener 

I n the event of an emergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

party reserves the r i g h t to reopen the e n t i r e Agreeraent. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed th i s docuraent as of 

the day of , 2018. 

CITY OF CHICAGO SHEET METAL WORKERS 
INTERNATIONAL ASSOCIATION 
LOCAL 73 

By: By: 

[EMS: LOCAL-73] 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree to the following i n a Side Letter to t h i s Agreement: 

The parties recognize that the success of the Joint 

Apprenticeship and Training Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and creation of opportunities to increase the use 

of apprentices in area construction projects. The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 to explore and recommend the consideration of 

such opportunities to the City and other governmental e n t i t i e s 

within the City of Chicago i n connection with the Joint 

Apprenticeship and Training Program I n i t i a t i v e , including, but 

not limited to: 

a. A multi-project labor agreement. 

b. A standard provision i n Construction Contracts that 
r 

(i) contractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum n\amber of apprentices on the project as 

permitted under the terms and conditions of th e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l contractor and 

sub-contractors performing construction work on the project 

s h a l l participate i n an apprenticeship program registered with 

the U.S. Department of Labor's Bureau of Apprenticeship and 

Training. 
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FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree to the following i n a Side Letter to t h i s Agreement: 

The City and Coalition agree to d i r e c t the LMCC to evaluate 

and i n i t i a t e changes to the current Health Care Plan (the 
i' 

"Plan") e f f e c t i v e January 1, 2008 i n areas that w i l l f a c i l i t a t e 

the s h i f t to a preventive health care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, including but 

not limited to the following areas: 

• Expanded Disease Management Program 

• HRA and Bio-metric Screening 

• Health F a i r s 

• Weight Management Program 

• Imaging Review Service 

• Lifetime Maximvim 

• Subscriber Share for Hospital B i l l s and Co-insurance 

• Exclusion for S e l f - i n f l i c t e d I n j u r i e s . 
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• Comprehensive Communication and Outreach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND'COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree to the following i n a side l e t t e r to t h i s Agreement: 

Since the Arbitrator issued h is Opinion and Award dated 

June 21, 2007 i n the Matter of Arbitration between the City of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the City and affected Coalition Unions have explored various 

approaches to resolving th e i r dispute over the scope of the 

Award and the application of Section 3 (a) of the Memorandum of 

Understanding dated July 18, 2005 entered into between the City 

and Coalition ("Section 3 ( a ) " ) . In addition to amending 

Section 3(a) to r e f l e c t the Unions' preferred approach to the 

four 10-hour workweek, the parties, i n return, have discussed an 

agreement by the Unions to waive some or a l l of the monetary 

make whole remedies directed by the Arbitrator i n h i s Award. 

Although the City i s w i l l i n g to amend Section 3 (a) as requested 

by the Unions in order to conclude negotiations at the Coalition 

l e v e l , such willingness i s contingent on the expectation that 

the affected Unions w i l l reach agreement with the City to waive 

some or a l l of the monetary make whole remedies. U n t i l such an 

agreement i s reached, the affected Unions agree that the City 

s h a l l not be obligated to implement the monetary make whole 

remedies i n the Award. In addition, i f such an agreement i s not 
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reached by December 1, 2007, the p a r t i e s s h a l l siobmit the issues 

of the Unions' proposed amendment t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the f o u r 10-hour workweek arid the 

City's proposed r e l i e f from the monetary make whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 

110 





COLLECTIVE 
BARGAINING 
AGREEMENT 

Between 

INTERNATIONAL UNION OF OPERATING ENGINEERS 
(HEAVY EQUIPMENT) 
LOCAL NO. 150 

And 

CITY OF CHICAGO 

Effe c t i v e July 1, 2017 
Through 

June 30, 2017 2022 

Ra t i f i e d by City Council on: Docember 12 ,—2007 



CITY OF CHICAGO AGREEMENT 
WITH 

INTERNATIONAL UNION OF OPERATING ENGINEERS 
LOCAL NO. 150 

TABLE OF CONTENTS 

Page 

ARTICLE 1 - RECOGNITION 1 
Section 1.1 1 
Section 1.2 2 

ARTICLE 2 - MANAGEMENT RIGHTS 2 
Section 2.1 2 

ARTICLE 3 - NON-DISCRIMINATION 3 
Section 3.1 Equal Employraent Opportunities 3 
Section 3.2 No Dis c r i r a i n a t i o n 4 
Section 3 . 3 . . . ' . 4 
Section 3.4 Reasonable Accommodation 4 

ARTICLE 4 - WAGES 4 
Section 4.1 P r e v a i l i n g Wage Rates 4 
Section 4.2 P r e v a i l i n g Rate Adjustments 5 
Section 4.3 Non-Prevailing Wage Rates Governing—Firot 
Five-Yearo of t h i s Agreement (07/01/2007 t o 06/30/2012)... 5 
Section 4.4 Non-Prevailing Wage Rates Governing Second 
Fivc-Ycar Term (07/01/2012 t o 06/30/2017) 6 
Section 4.5 R e t r o a c t i v i t y 8 
Section 4.6 8 
Section 4.7 Reporting Pay 8 
Section 4.8 C a l l - i n Pay - 9 
Section 4.9 Eraergency C a l l Pay 9 
Section 4.10 Inspectors 9 
Section 4.6 Payment of Wages 10 

ARTICLE 5 - HOURS OF WORK 12 
Section 5.1 12 
Section 5.2 Overtime 13 
Section 5.2(a) Overtime - Ho i s t i n g Engineers and 
Construction Equipment Inspectors 14 
Section 5.3 Overtirae E q u a l i z a t i o n 14 
Section' 5.4 Clean-Up and Preparation Tirae 15 

ARTICLE 6 - HOLIDAYS ... 16 
Section 6.1 16 



Section 6.2 Payraent f o r Holiday 17 
Section 6.3 Determining Work Days as Holidays 18 
Section 6.4 F a i l u r e t o Report t o Work on Scheduled Holiday 

18 
Section 6.5 Holiday Observance 18 

ARTICLE 7 - VACATIONS 19 
Section 7.1 Araount 19 
Section 7.2 Pro Rata "Vacation 20 
Section 7.3 21 
Section 7.4 22 
Section 7.5 22 
Section .7.6 23 
Section 7.8 Non-Consecutive Vacation Days 2 4 
Section 7 . 7 — R e c i p r o c i t y With Othor Agoncieo 26 

ARTICLE 8 - CONTINUOUS SERVICE 27 
Section 8.1 27 
Section 8.2 I n t e r r u p t i o n i n Service 27 
Soction 8 . 3 — R e c i p r o c i t y 28 
Section 8.4 Break i n Service 28 
Section 8.5 Probationary Employment 2 9 
Section 8.6 31 
Section 8.7 Vacancies 36 
Section 8.7(a) Posting 37 
Section 8.7(b) Bidding 37 
Section 8.7(c) Seasonal Eraployment (Recall) 38 
Section 8.7(d) 39 
Section 8.7(e) Evaluation Period .' 39 

ARTICLE 9 - GROUP HEALTH, VISION CARE, DENTAL, LIFE AND ACCIDENT 
BENEFITS 3 9 

Section 9.1 39 
Section 9.1 4 3 
Section 9.2 Joint Labor Management Cooperation Committee 
On Health Care 4 3 
Section 9.3 44 
Section 9.4 44 
Section 9.6 45 

ARTICLE 10 - LEAVES OF ABSENCE 4 6 
Section 10.1 Bereavement Pay 46 
Section 10.2 M i l i t a r y Leave 47 
Section 10.3 Jury Duty Leave/Subpoena - 48 
Section 10.4 Sick Leave 1 4 8 
Section 10.5 Duty D i s a b i l i t y Leave 49 
Section 10.6 Personal Leave 50 
Section 10.7 Medical Leave 52 

1 1 



Section 10.8 Union Leave 54 

ARTICLE 11 DISCIPLINE AND GRIEVANCE/ARBITRATION 56 
Section 11.1 D i s c i p l i n e and Discharge 56 
Section 11.2 Procedure For Department Review of ' 
D i s c i p l i n a r y Action I n c l u d i n g Suspension 60 
Section 11.3 Grievance and A r b i t r a t i o n 63 
Section 11.4 Conduct of D i s c i p l i n a r y I n v e s t i g a t i o n s 72 

ARTICLE 12 - NO STRIKES/NO LOCKOUT 78 
Section 12.1 78 
Section 12.2 79 
Section 12.3 79 
Section 12.4 : 79 

ARTICLE 13 - DUES CHECK-OFF AND FAIR SHARE 80 
Section 13.1 I n d e m n i f i c a t i o n / A u t h o r i z a t i o n 8 0 
Section 13.2 81 
Section 13.3 81 
Section 13.4 81 

ARTICLE 14 - MISCELLANEOUS 82 
Section 14.1 Job T i t l e s 82 
Section 14.2 T r a d i t i o n a l Work 83 
Section 14.3 J u r i s d i c t i o n a l Disputes 84 
Section 14.4 Deferred Compensation 8 6 
Section 14.5 Rules of Conduct Changes 88 
Section 14.6 Safety 88 
Section 14.7 In f o r m a t i o n t o Union 90 
Section 14.8 Subcontracting 91 
Section 1 4 . 9 — A c t i n g i n a Higher Rated Job 93 
Section 4.7 Out of Grade Pay 93 
Section 14.11 Automobile Reiraburseraent 95 
Section 14.12 Changing Machines . During a S h i f t 96 

ARTICLE 15 - LAYOFFS AND RECALL 97 
Section 15.1 97 

ARTICLE 16 - SEPARABILITY 98 
Section 16.1 98 

ARTICLE 17 - UNION REPRESENTATION 99 
Section 17.1 Union Stewards 99 
Section 17.2 Union Rights 99 
Section 17.3 Right of Access 100 

ARTICLE 18 - DRUG AND ALCOHOL PROGRAM 100 
Section 1*8.1 Policy Stateraent 100 

1 1 1 



Section 18.2 D e f i n i t i o n s 101 
Section 18.3 D i s c i p l i n a r y Action 102 
Section 18.4 Drug and Alcohol Testing , 103 
Section 18.5 Eraployee Assistance Prograra 106 

ARTICLE 19 - JOINT APPRENTICESHIP AND TRAINING PROGRAM 
INITIATIVE 106 

Section 19.1 106 
Section 19.2 107 

ARTICLE 20 - RATIFICATION AND TERMINATION 108 

ARTICLE 21 - TERM OF AGREEMENT 109 

EXHIBIT 1 - APPRENTICESHIP AGREEMENT 115 

SIDE LETTER - JOINT APPRENTICESHIP AND TRAINING PROGRAM 
INITIATIVE: LMCC REFERRAL 119 

SIDE LETTER - HEALTH CARE PLAN: LMCC REFERRAL •'. . 121 

SIDE LETTER - SEASONAL EMPLOYMENT-"EQUAL DIGNITY. . ."' 123 

SIDE LETTER - FOUR 10-HOUR DAY WORKWEEK 124 

I V 



CITY OF CHICAGO 
AGREEMENT WITH 

THE INTERNATIONAL UNION OF OPERATING ENGINEERS 

LOCAL NO. 150 

AGREEMENT 

This Agreeraent i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer") and the I n t e r n a t i o n a l Union of Operating 

Engineers Local No. 150 ( h e r e i n a f t e r c a l l e d "the Union"), f o r 

the purpose of e s t a b l i s h i n g , through the process of c o l l e c t i v e 

bargaining c e r t a i n p r o v i s i o n s covering wages, and other terras 

and conditions of employment f o r the eraployees represented by 

the Union. 

I n r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l eraployees i n ' the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Construction Equipraent Inspector 
H o i s t i n g Engineer Apprentice 

Ho i s t i n g Engineer 
H o i s t i n g Engineer-In-Charge 

Foreraan of Ho i s t i n g Engineers 
General Foreraan of Ho i s t i n g Engineers 
Superintendent of Ho i s t i n g Engineers 

Shop Mechanic (Fleet) 
Service Mechanic (Fleet) 



The Union i s authorized to bargain c o l l e c t i v e l y for such 

eraployees with respect to rates of pay, wages, hours and other 

terras and conditions of eraployraent. The term "eraployee" as used 

herein, refers to the above job c l a s s i f i c a t i o n s , unless 

specified to the contrary. 

Section 1.2 

E f f e c t i v e January 1, 1989, the Steam R o l l e r Engineer t i t l e 

was e l i m i n a t e d and a l l persons employed as Steam R o l l e r 

Engineers have had t h e i r t i t l e changed t o H o i s t i n g Engineer, 

Shop Mechanic ( F l e e t ) , or Service .Mechanic ( F l e e t ) , as 

appropriate. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y to" and are e x c l u s i v e l y vested i n 

the Eraployer, except only as they raay be subject t o a s p e c i f i c 

and 'express o b l i g a t i o n of t h i s Agreeraent. Araong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

raatters concerning or r e l a t e d t o the. raanageraent of the 

Eraployer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t to suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or raaterial changes i n 

duties or o r g a n i z a t i o n of the Eraployer's operations, or other 



econoraic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o raake and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o determine the services, processes, and 

extend the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipment and raaterials t o be used, the nature, 

extent, d u r a t i o n , character and raethod of. operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t t o con t r a c t out or subcontract; 

the r i g h t t o determine the nuraber of eraployees and how they 

s h a l l be eraployed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required t o insure maxiraura e f f i c i e n c y of operations; t o 

e s t a b l i s h and enforce f a i r production standards; and t o 

deterraine the size, nuraber and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the pr o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Eraployer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3 .1 Eqpial Employment Opportunities 

The Union agrees t o work cooperatively w i t h the Eraployer t o 

insure equal eraployraent o p p o r t u n i t i e s as required by law i n a l l 

aspects of the Eraployer's personnel p o l i c i e s , and nothing i n 

t h i s Agreeraent s h a l l be i n t e r p r e t e d t o cause a negative e f f e c t 

on said e f f o r t s . I t i s understood and agreed th a t t h i s A r t i c l e 

s h a l l n e i t h e r a f f e c t nor be i n t e r p r e t e d t o adversely e f f e c t the 

s e n i o r i t y p r o visions of t h i s Agreeraent. 



Section 3.2 No Discrimination 

Neither the Eraployer nor the Union s h a l l discrirainate 

against any employee covered by this Agreement in a raanner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, raarital status, raental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 

Grievances by eraployees alleging violations of this A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

this Agreeraent, but sh a l l not be subject to arbitration unless 

rautually agreed by the parties. 

Section 3.4 Reasonable Accommodation 

I n the event the Employer s h a l l be required t o make a 

reasonabie accoraraodation under the 7\raericans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incurabent 

eraployee t h a t may be i h c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreement, the Employer s h a l l b r i n g t h i s raatter t o 

the a t t e n t i o n of the union. The provisions of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Eraployer's o b l i g a t i o n s under the ADA and t h i s 

agreeraent and the employee's r i g h t s under t h i s Agreement, 

provided t h a t no incumbent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 
ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July 1, 20-017, eraployees covered by t h i s 

Agreement s h a l l continue to receive the hourly r a t e being paid 



t o c r a f t s or job c l a s s i f i c a t i o n s doing s i m i l a r kinds of work i n 

Cook County pursuant t o the formula c u r r e n t l y used by the United 

States Department of Labor i n admin i s t e r i n g the Davis-Bacon Act 

as c u r r e n t l y being paid t o said eraployees as set f o r t h i n 

Appendix A appended t o and raade a pa r t of t h i s Agreement. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 20-017, through the period ending June 30, 20i^22, 

the wage ra t e r e f e r r e d t o i n the iraraediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the ev'ent 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one tirae i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—First—Five-
Yoaro of t h i s Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l eraployees who are i n non-prevailing 

rate c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 



Year 1 

• Effective 07/01/2007 l°a 01/01/2018 - 2.00% 

• E f f e c t i v e 01/01/2008 - 2 ^ 01/01/2019 - 2.25% 

Year 2: 

• Effective 01/01/2009 3-% 01/01/2020 - 2.00% 

Year 3 

Effective 01/01/2010 2%- 01/01/2021 2 .25% 

Year 4 

• Effective 01/01/2011 - 3.25°o 01/01/2022 - 2.00% 

Year 5: 

E f f e c t i v e 01/01/201: - 3 ^ 

Soction—4 . 4 Non-Prevailing—Wage—Rates—Governing—Second—Five-
Yoar Term (07/01/2012 to 06/30/2017) 

Effective—fehe—following—datco,—fehe—City— v i l l—raa kc—fehe—wage 

adj uotracnts—below—fer—aii—eraployees—whe—ar^e—in^—non-prevailing 

r a t e — c l a o s i f i c a t i o n o — a n d who—a^?e—cither—en—fehe—payroll—a-s—ei—fehe 

o f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t o : 

Year 6: 

• — E f f e c t i v e 01/01/2013 2^ 

Year 7: 

Effective 01/01/2014 2% 



Year 8: 

• — E f f e c t i v e 01/01/2015 •• 2% 

Year 9: 

• — E f f e c t i v e 01/01/2016 •• 2% 

Year 10: 

•—Effective 01/01/2017 2% 

"Me Too" Clause: I f a raajority of C i t y unionized eraployees 

i n n o n - p r e v a i l i n g wage r a t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, eraployees i n non - p r e v a i l i n g r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreeraent s h a l l have t h e i r wage adjustraent set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board'percentage increase i n 

any such year. S i r a i l a r l y , i f a raajority of C i t y unionized 

eraployees i n non - p r e v a i l i n g wage ra t e c l a s s i f i c a t i o n s * * receive 

a lurap sura payraent i n any contract year, eraployees i n non-

p r e v a i l i n g rate c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the same lurap sum payment i n any such year. The p a r t i e s 

agree t o confer regarding the ti r a i n g , araount and implementation 

of any wage adjustment or lurap sum payraent under t h i s Section 

p r i o r t o such\djustraent being paid. 

**Exclusive of sworn employees of the Chicago Police Departraent 

and uniformed members of the Chicago Fire Department. 
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Section 4.4 Retroactivity 

The increases set f o r t h i n A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to a f f e c t e d eraployees who, as of August—2-7—2007 the 

date of f i n a l r a t i f i c a t i o n o f t h i s Agreement by the C i t y 

Council, are e i t h e r on the p a y r o l l , or are on approved leave, or 

are on l a y o f f w i t h r e c a l l r i g h t s , or are seasonal eraployees who 

are e l i g i b l e f o r r e h i r e , or are former eraployees who r e t i r e d 

e f f e c t i v e between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreement by the C i t y Council, i n c l u s i v e . 

Section 4 .5 

The General Foreraan of Hoisting Engineers w i l l receive 

$0.75 per hour more then a Foreraan of Hoisting Engineers and the 

Superintendent of Hoisting Engineers w i l l receive $1.50 per hour 

raore then a Foreraan of Hoisting Engineers in accordance with the 

provisions of Sections 4.1 and 4.2 and as set forth in Appendix 

A attached hereto. The Superintendent of Hoisting Engineers 

w i l l receive $2.50 per hour raore than the General Foreraan of 

Hoisting Engineers. 

Section 4.6 Reporting Pay 

When an eraployee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainiraura of two (2) hours 

work or pay at the eraployee's regular s t r a i g h t tirae hourly r a t e , 

unless the eraployee was t o l d at l e a s t three hours p r i o r t o his 

or her norraal s t a r t i n g tirae not t o report f o r work, except f o r 

reasons beyond the Eraployer's c o n t r o l . To be e l i g i b l e f o r pay 



under t h i s p r o v i s i o n , eraployees raust advise the designated 

person w i t h i n the Departraent of h i s or her current telephone 

number. 

I f the employee works raore than two (2) hours, he or she 

s h a l l receive a rainiraura of four (4) hours work or pay for that 

day. I f the employee works more than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay for that day. An 

employee who does not complete a norraal eight (8) hour s h i f t 

because he or she i s sent home by the Eraployer s h a l l have the 

option of using a portion of accrued vacation, personal or 

corapensatory tirae for that day upon notice to the Employer. 

Section 4.7 C a l l - i n Pay 

Employees called in for work outside th e i r regular working 

hours s h a l l be corapensated for not less than four (4) hours at 

the applicable overtirae rate in accordance with the h i s t o r i c a l 

and t r a d i t i o n a l practices of the Eraployer and the Union. 

Section 4.8 Emergency C a l l Pay 

I n the event a General Foreraan or Foreman i s d i r e c t e d by 

the Employer t o respond t o eraergency c a l l s frora horae and outside 

of his or her regular working hours, he or she w i l l be granted 

compensatory tirae at the appropriate r a t e f o r a l l v e r i f i e d tirae 

spent responding to the eraergency frora horae, w i t h a rainiraura of 

15 rainutes of corapensatory tirae t o be granted i n any calendar 

day on which any such eraergency responses were required, up t o a 

raaxiraura of two hours of corapensatory tirae i n any calendar day. 

Section 4.9 Inspectors 



Inspectors eraployed under t h i s Agreeraent s h a l l receive the 

Foreraan's r a t e of pay provided f or. i n the Agreeraent(s) r e f e r r e d 

to i n Sections 4.1 and 4.2 above. 

Section 4.10 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

. p a y r o l l period i n which i t i s earned. A l l overtime or 

premiura pay s h a l l be paid t o eraployees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

p e riod i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e araount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an eraployee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtirae and/or preraiura pay t o which he/she i s 

e n t i t l e d , the Departraent w i l l c o r r e c t t h a t shortage 

provided the employee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Eraployees s h a l l submit a p a y r o l l 

dispute t o the Departraent tiraekeeper on the "Eraployee 

P a y r o l l I n q u i r y Forra" attached hereto as Appendix B. The 

eraployee's submission of such Forra s h a l l t o l l the period 

fo r processing a grievance f i l e d by the eraployee or Union 
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over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Department w i l l subrait a 

suppleraental p a y r o l l t o the Coraptroller t o cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the employee's 

« 

coraplaint. Shortages less than $100.00 w i l l be added to 

the eraployee's next regular pay check. 

(c) Should an eraployee not receive t h i s suppleraental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Eraployer 

w i l l pay t o the employee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) ^ I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i m i t e d t o duty d i s a b i l i t y ) , overtirae 

earned under the C i t y ' s emergency snow reraoval prograra, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payraent o b l i g a t i o n s 

w i t h respect to the payments r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreeraent. 
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(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

forra a Labor Manageraent Comraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's raerabers of the Comiraittee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Manageraent, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l select four (4) 

representatives t o serve as raerabers of the Coraraittee. The 

Coraraittee w i l l raeet not less than q u a r t e r l y , or more 

f r e q u e n t l y as the need raay'arise, t o review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of rautual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreeraent. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y raay include frora tirae-to-tirae a 

r e p r e s e n t a t i v e of the C o a l i t i o n at the Coraptroller's weekly 

s t a f f raeetings w i t h Departraent heads to review and address 

pending p a y r o l l i n q u i r i e s frora bargaining u n i t eraployees. 

ARTICLE 5 
HOURS OF WORK 

Section 5.1 

This A r t i c l e s h a l l be to c a l c u l a t e overtirae and s h a l l not 

be a guarantee of work or hours any day or week. 
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The norraal work week s h a l l , consist of f i v e (5) consecutive 

8-hour days Monday through Friday and two (2) consecutive ;days 

o f f . 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at raidnight (12:00 a.ra.) Sunday and ending at 

raidnight (11:59 p.ra. Saturday) the f o l l o w i n g Sunday. The 

s t a r t i n g tiraes of Inspectors and H o i s t i n g Engineers c u r r e n t l y 

vary between the hours of 7:00 a.m. t o 8:00 a.m., 3:00 p.ra. and 

6:00 p.ra. as deterrained by the Eraployer. 

Notwithstanding the foregoing, i t i s agreed that the 

Eraployer raay change the established starting tirae of the Monday 

through Friday work day for a departraent, bureau, work unit, 

crew or individual upon fourteen (14) days written notice to the 

Union and affected . eraployees, and discussion with the Union. 

Said starting times s h a l l not be scheduled raore than two (2) 

hours before the regular starting times currently in effect in 

this Agreeraent. A l l such changes, unless otherwise agreed to by 

the parties, s h a l l be in effect for a rainiraura of one (1) week, 

and s h a l l provide for the sarae starting tiraes each day of that 

period. No eraployee s h a l l be placed on a s p l i t s h i f t without 

agreeraent by the Union. Failure to coraply with th i s provision 

s h a l l result in the payraent of appropriate preraiura time to 

affected eraployees. 

Section 5.2 Overtime 

Overtirae and premiumi pay s h a l l be defined and paid in 

accordance with the provisions contained in t h i s Agreement. A l l 

overtirae s h a l l be paid in the next regular paycheck. A l l 
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overtime earned under thi s Section shall, be paid to employees, 

not l a t e r than the second regular payday following the end of 

the payroll period i n which i t i s earned. 

Section 5.2(a) Overtime - Hoisting Engineers and Construction 
Equipment Inspectors 

A l l work perforraed i n excess of f o r t y hours per week or 

a f t e r e ight (8) hours worked i n any 24 hour period should be 

considered overtirae ahd paid f o r at the r a t e of two (2) tiraes 

the regular s t r a i g h t tirae r a t e provided the eraployee corapletes 

the norraal work week or i s absent w i t h the Employer's 

perraission. 

A l l work performed on Saturday or Sunday, or the s i x t h or 

seventh consecutive day worked, s h a l l be paid f o r at two (2) 

times the regular hourly r a t e of pay. 

Such overtime s h a l l be computed on the basis of completed 

fi f t e e n minute segments. Eraployees exempt from the Fair Labor 

Standards Act s h a l l not be e l i g i b l e for overtirae under thi s 

Section. There s h a l l be no pyraraiding of overtirae and/or 

preraiura pay. Daily and/or weekly overtirae and/or preraiura pay 

s h a l l not be paid for the sarae hours worked. 

Section 5.3 Overtime Equalization 

A reasonable amount of overtime and/or preraiura tirae s h a l l 

be a c o n d i t i o n of continued eraployraent. Overtirae and/or preraiura 

tirae r e f e r r e d to i n t h i s Agreement s h a l l be o f f e r e d f i r s t t o the 

employee doing the job. A l l overtirae w i l l be d i s t r i b u t e d as 

equally as f e a s i b l e over a reasonable period of tirae araong the 

eraployees w i t h i n the sarae c l a s s i f i c a t i o n and w i t h i n the sarae 
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department. • 

Section 5.4 Clean-Up and Preparation Time 

Notwithstanding any current p r a c t i c e of the p a r t i e s t o the 

contrary, the Employer reserves the r i g h t t o schedule clean up 

work as required i n i t s deterraination, and i s not required to 

schedule t h a t work on overtirae unless i t s h a l l so decide. The 

City's current p r a c t i c e w i t h respect t o the scheduling of 

preparation work f o r c e r t a i n raachines one-half hour p r i o r t o the 

s t a r t of the regular s h i f t w i l l continue f o r the l i f e of t h i s 

Agreeraent. 

Section 5.5 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have acciimulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees in the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may acc\imulate such time up to a maximum of 160 hours. 

Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. A l l accumulated compensatory 

time in excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at thei r current rate of pay. Nothing herein s h a l l 
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be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 

(a) F u l l tirae hourly eraployees s h a l l receive eight hours 

s t r a i g h t tirae pay f o r the holidays set f o r t h below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Meraorial Day 
5. Independence Day 
6. Labor Day 
7. Colurabus Day 
8. Thanksgiving Day 

9. Christraas Day 

(b) F u l l - t i r a e s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin'Luther King's Birthday 
3. Casirair Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Meraorial Day 
7 . Independence Day 
8. Labor Day 
9. Colurabus Day 
10. Veterans Day 
11. Thanksgiving Day 

12. Christmas Day 

(c) Eraployees covered by t h i s Agreeraent i n c l u d i n g 

probationary eraployees s h a l l be e n t i t l e d to one (1)' paid 

personal day in., each year of t h i s Agreeraent; At the eraployee's 

option, the personal day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 
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Agreeraent, I f the eraployee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures ' as 

provided above, such day s h a i l be designated by the employee and 

s h a l l not be denied by the Employer. I f the employee i s required 

or allowed t o work on such designated day, the eraployee s h a l l 

receive the appropriate holiday preraiura r a t e . An eraployee raay 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees raay not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Eraployer. New eraployees who 

commence work f o r the Eraployer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(d) The benefits set forth in (a) , (b) and (c) above s h a l l 

be paid provided the employee i s in pay status the f u l l 

scheduled work day iraraediately preceding and the f u l l scheduled 

work day iraraediately following work on one or both of those days 

with the Eraployer's perraission; such perraission s h a l l not be 

unreasonably denied. 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on a paid holiday under 

t h i s Agreement, except f o r Christmas, New Year's Day, and Dr. 

Martin Luther King's Birthday, he/she s h a l l be paid at the ra t e 

of two and one-half (2 1/2) times his/her regular hourly r a t e 

(which includes holiday pay) f o r a l l hours worked. 
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An employee working on Christmas, New Year's Day and Dr. 

Martin Luther King's Birthday s h a l l be paid at the rat e of two 

(2) tiraes his/her regular hourly r a t e (which includes holiday 

pay) f o r a l l hours worked plus 8 hours ' o f f w i t h pay 

(corapensatory tirae) i f the eraployee i s a f u l l - t i r a e employee and 

pro r a t a time o f f i f the eraployee i s a part-tirae employee. 

I f a f u l l - t i m e hourly eraployee i s not required t o work on a 

paid holiday under t h i s Agreeraent, such eraployee s h a l l be paid 

eight (8) hours at his/her regular s t r a i g h t tirae hourly r a t e f o r 

such holiday. 

A l l holiday tirae s h a l l be considered tirae worked f o r the 

purposes of coraputing overtirae except where the holiday f a l l s on 

the eraployee's day o f f . 

I f an eraployee i s called in to work on a holiday, he s h a l l 

be guaranteed eight (8) hours work. 

Section 6.3 Determining Work Days as Holidays 

A holiday i s the calendar day running frora midnight t o 

midnight. An employee whose work day extends over parts of two 

(2) calendar days, one of which i s a holiday, s h a l l be 

considered t o have worked on the holiday i f the raajority of the 

hours worked f a l l on the holiday. 

Section 6.4 Failur e to Report to Work on Scheduled Holiday 

I f an eraployee i s scheduled to work on a holiday and f a i l s 

to report to work, the eraployee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other emergency. 

Section 6.5 Holiday Observance 
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Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays as r e f e r r e d t o i n 

Section 6.1 which f a l l on Saturday w i l l be observed on Friday 

before the holiday; said holidays as r e f e r r e d t o i n Section 6.1 

which f a l l on Sunday w i l l be observed on Monday a f t e r the 

holiday. For eraployees whose r e g u l a r l y scheduled work week 

includes Saturday and/or Sunday, said holidays as r e f e r r e d t o 

Section 6.1 which f a l l on e i t h e r Saturday or Sunday w i l l be 

observed on t h a t day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Eraployer s h a l l have the opt i o n of gr a n t i n g the 

eraployee an ext r a day's pay or an extra day of vacation at a 

time mutually agreed ' upon between the employee and the 

department head, provided the eraployee works the f u l l scheduled 

workday imraediately preceding and the f u l l scheduled workday 

iraraediately f o l l o w i n g such vacation period, unless such absence 

i s w i t h the Employer's permission. Such permission s h a l l not be 

unreasonably denied. 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 

Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An eraployee w i l l earn the f o l l o w i n g amounts of paid 

vacation, based on such employee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service P r i o r to July 1 Vacation 
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--. Less than 6 years 13 days 

6 years or raore, but less 

than 14 years 18 days 

14 years or raore 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An eraployee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The eraployee d i d not have twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The employee was separated frora eraployraent, other than 

f o r cause, during- a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 

The araount of pro r a t a vacation i s deterrained by d i v i d i n g 

the nuraber of raonths of continuous service the f u l l - t i r a e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s raultiplied by the 

araount of paid vacation f o r which the employee i s e l i g i b l e , i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole nuraber of days. Employees separated from employraent, 

other than f o r cause, w i l l be paid on a suppleraental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-tirae eraployees who work at l e a s t 80 hours per month 

earn vacation or a pro rata basis c a l c u l a t e d i n accordance w i t h 
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the formula used by the Employer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 Forfeiture 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

eraployee was denied vacation by the eraployer, or (2) the employee 

i s on an approved leave of absence,' or (3) the eraployee e l e c t s i n 

w r i t i n g t o carry over vacation days (up t o three '(3) ouch 

vacation days o f accrued and unused vacation days f o r employees 

w i t h less than ten (10) years of s e r v i c e , and up t o f i v e (5) days 

of accrued and unused vacation days f o r employees w i t h ten (10) 

or more years of service) f o r use i n d i v i d u a l l y or consecutively 

during the-- next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given t o the eraployer before Deceraber 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximtim number of s i n g l e use vacation days provided 

f o r under t h i s Agreement. Such carry over vacation days raust be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

Cancellation or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks, upon—rautual—agrocraent—ei—fehe—oraploycr,—which 

agreeraent—shall—nefe—be—unreasonably denied or withheld, and such 

carry over days raust be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) raonths, i n the case of an 
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eraployee's r e t u r n from an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30̂ *̂ , or approving 

the rescheduling of c a r r y over days beyond June 30̂ *̂ . Employees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

t o being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation tirae earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) raonths f o l l o w i n g the date i n which the person became 

disabled, and s h a l l be e n t i t l e d t o use such vacation tirae w i t h i n 

twelve (12) raonths f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 

Eraployees who are terrainated f o r cause -are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d t o the amount of vacation pay i n t h e i r 

bank a t the time of r e s i g n a t i o n . Eraployees s h a l l not earn 

vacation c r e d i t f o r any period during which they are on l a y o f f 

or leave of absence without pay i n excess of 30 days (except 

where such leave was adjudged e l i g i b l e f o r duty d i s a b i l i t y ) or 

engaged i n conduct i n v i o l a t i o n of A r t i c l e 12 of t h i s Agreeraent. 

In the event of the death of an e l i g i b l e eraployee, the s u r v i v i n g 

widow, widower or estate s h a l l be e n t i t l e d to any vacation pay 

to which the deceased eraployee was e n t i t l e d . 

Section 7.5 

The, r a t e of vacation pay s h a l l be cpraputed by raultiplying 

the eraployee's s t r a i g h t tirae hourly r a t e of pay i n e f f e c t f o r 
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the eraployee's regular job at the tirae the vacation i s being 

taken, tiraes 8 hours per day, tiraes the nuraber of days vacation 

to which the eraployee i s e n t i t l e d . Salaried eraployees s h a l l 

receive their regular salary in effect at the time the scheduled 

vacation i s taken. 

Section 7.6 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 

deterraine the nuraber and scheduling of crews and employees who 

can be on vacation at any one time without h i n d e r i n g the 

operation of the Department. The Departraent w i l l not designate 

any tirae or p e r i o d during the calendar year when e l i g i b l e 

eraployees would be p r o h i b i t e d frora scheduling and t a k i n g 

vacation tirae. 

Eraployees s h a l l raake vacation picks at a time and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

Departraent w i l l respond t o the eraployees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of tirae a f t e r the 

request i s made, but not raore than fourteen (14) days from -the 

date the request i s received by the Department, except i n cases 

where the request i s raade f o r a vacation to be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe eraergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storras), 

a severe raanpower shortage which raay s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable t o the iraraediate perforraance of a 
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Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payraent of the vacation pay (thereby 

reducing the t o t a l of the eraployee's accrued vacation tirae) plus 

payraent t o the employee of the appropriate pay ra t e f o r a l l 

hours worked as i f i t were a norraal work day, or f o r a norraal 

work day, whichever i s greater, unless the eraployee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an eraployee s h a l l 

occur only in the raost extrerae eraergencies. In the event of such 

cancellation, the Eraployer w i l l reiraburse the employee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Non-Consecutive Vacation Days 

Employees raay receive up to five s i x (6) of thei r vacations 

days one or raore day(s) at a tirae as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

eraployee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the eraployee seeks such days so late 

in the vacation year that the eraployee's supervisor cannot 

reasonably grant the eraployee's request, such days s h a l l be 

scheduled by the Eraployer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 
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scheduled f o r the week w i l l be considered consecutive vacation 

days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side o f the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Eraployees may designate and use at t h e i r option ,up t o f i v e 

-f-5-)- s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as si c k days t o cover periods of bonafide raedical 

i l l n e s s or the i l l n e s s o f f a m i l y members, who s h a l l i n c l u d e (or 

may be expanded upon by the C i t y ) : (i)mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

partner i s r e g i s t e r e d w i t h the Department of Hiiman Resources. 

The Eraployer reserves the r i g h t t o ask the employee t o f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g to use vacation days 

as sick days under t h i s - p r o v i s i o n s h a l l inforra the 
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representative of the Eraployer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o r e p o r t an i l l n e s s . Salaried eraployees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreeraent s h a l l be i n e l i g i b l e 

to use vacation days as s i c k days while they have a v a i l a b l e 

unused s i c k days. 

Section 7.8 Reciprocity With Othor Agencies 

Aftŷ  erapioycc e i fehe C i t y e i Chicago h i r e d — p r i o r fee 

February 13, 1986—whe—ha-s—rendered—service—fee—fehe—County—ei 

Cook,—fehe—Chicago—Park—Diotrict,—fehe—Chicago—Houoing A u t h o r i t y , 

fehe—Forest—Preserve—District,—the M e t r o p o l i t a n — S a n i t a r y D i o t r i c t 

of Greater—Chicago,—fehe—State—ei—Illinoio,—fehe—Chicago—Board of 

Education, fehe—City—Colleges e i — C h i c a g o , Coraraunity—College 

D i o t r i c t — 5 0 8 , — t h e Chicago T r a n s i t A u t h o r i t y , — t h e — P u b l i c B u i l d i n g 

Coraraiooion e i Chicago, fehe Chicago Urban Tranoportation 

D i o t r i c t , — a n d — f e h e — R e g i o n a l — T r a n o p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

t r h e — r i g h t — t e — h a v e — f e h e — p e r i o d — e i — s u c h — s e r v i c e — c r e d i t e d — a n d 

c o u n t e d — f e r — f e h e — p u r p o s e — e i — c o r a p u t i n g — t h e — n u r a b c r — e i — y c a r o — e i 

service—ae—an—eraployee—ef—fehe—City—ier—vacations.,—providod t h a t 

such—service—ha-s—been—continuouo—ocrvicc . Hovjcvcr,—vacation 

t i m e — a c c r u e d — w h i l e — v j o r k i n g — f - e r — a n o t h o r — p u b l i c — a g e n c y — i e — n e f e 

t r a n s f e r a b l e . E m p l o y e e s — h i r o d — a f t e r — F e b r u a r y — i ^ - 7 1986—whe 

render—service—fer—any other—eraployer—a-s—stated above—shall—have 

fehe—right—fee—have—tho p e r i o d — e i — s u c h — s e r v i c e — c r e d i t e d — a n d 

counted—ier—fehe—purpose—ei—coraputing t h e — n u r a b e r — e i — y e a r s — e i 

s e r v i c e — a e — a n — e r a p l o y e e — e i — f e h e — C i t y — f e r — v a c a t i o n s , — p r o v i d e d — a 

m a j o r i t y of other employees—ei—fehe—Employer—receive—such—credit. 
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ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 

Continuous service raeans continuous paid eraployment from 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employraent. In a d d i t i o n , an eraployee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or l e s s ; or 

2. An absence where the eraployee i s adjudged e l i g i b l e f o r 

duty d i s a b i l i t y corapensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal eraployees who work a rainiraura of e i g h t y 

(80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) unpaid leaves of absence f o r raore than 30 days or 
l a y o f f f o r raore than (30) days, unless eraployees 
are allowed t o accuraulate s e n i o r i t y under t h i s 
Agreement. 

(b) Seasonal employraent of 120 days or less i n any 

calendar" year s h a l l not be c r e d i t e d toward continuous service 

f o r the tirae worked. 
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(c) Seasonal eraployraent i n excess of 120 days i n any 

calendar year s h a l l be credited toward continuous service. 
Seotion 8.3 Rociprocity 

Eraployees h i r e d p r i o r to February 13,—198 6 who have 

rendered ocrvicc to the County of Cook,—the Chicago Park 

Diotrict,—fe^^e—Forest—Prcocrve D i o t r i c t , — t h e Chicago Houoing 

A u t h o r i t y , — t h e M e t r o p o l i t a n Sanitary D i o t r i c t of Creator 

Chicago,—the State o f — I l l i n o i s , — t h e Chicago Board of Education, 

C i t y Colleges of Chicago,—Coraraunity College D i o t r i c t 508,—fehe 

Chicago Tranoit A u t h o r i t y , — P u b l i c B u i l d i n g Coraraission of 

Chicago,—the Chicago Urban Transportation D i s t r i c t and the 

Regional Tranoportation A u t h o r i t y o h a l l have the period of such 

ocrvicc c r e d i t e d and counted f o r the purpooc of advanceraent 

w i t h i n l o n g o v i t y salary schedules. However,—eraployoco h i r e d 

a f t e r February 13,—1986 who render o c r v i c c — f o r any other 

eraployor as ot a t c d above s h a l l have the r i g h t t o have the period 

of ouch service c r e d i t e d and counted f o r — t h o purpooo of 

advanceraent w i t h i n l o n g e v i t y oalary schcdulco provided a 

raajority of other craployceo—of the—Eraployer receive—such c r e d i t . 

Section 8.4 Break i n Service 

Notwithstanding the provisions of any ordinance or r u l e to 

the contrary, continuous service of an eraployee i s broken, the 

employraent r e l a t i o n s h i p i s terrainated, and the eraployee s h a l l 

have no r i g h t to be r e h i r e d , i f the employee q u i t s , i s 
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discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the employee's authorized Eraployer 

representative unless the circurastances preclude the Eraployee, 

or soraeone on his behalf, frora giving such notice, does not 

actively work for the Eraployer for twelve (12) raonths (except 

for approved f u l l tirae Union representative leaves or medical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for raore than twelve (12) consecutive months i f the eraployee has 

less than five (5) years of service at the tirae of the layoff, 

or i s on layoff for raore than two (2) years i f the eraployee has 

five (5) or raore years of service at the tirae of the layoff. 

Section 8.5 Probationary Employment 

New eraployees, h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary eraployees f o r the f i r s t twelve 

(12) ei^«—(-&i raonths of t h e i r eraployraent and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Eraployer a f t e r twelve (12) -si^^ (-€-) raonths s h a l l be career 

service eraployees and s h a l l have thei r seniority date made 

retroactive to the date of their original hiring. Probationary 

employees may be disciplined or discharged as exclusively 

deterrained by the Eraployer and such Eraployer action s h a l l not be 

subject to the grievance procedures, provided that, (1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t in a loss of pay, 

prior to imposing the suspension, except i n emergency or where 
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the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Eraployer, within i t s discretion, rehires a forraer 

eraployee who did not coraplete his/her probationary period within 

one year from the eraployee's termination, and said former 

employee had served 90 days or more of his/her probationary 

period, a l l time previously served in the probationary period 

s h a l l be counted for purposes of deterraining when the said 

eraployee corapletes his/her probationary period. A probationary 

eraployee who has served 90 days or more of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for employment in the sarae job t i t l e in the 

departraent from which he/she was l a i d off, so long as he/she 

does not refuse an offer of eraployraent, ,-and does not suffer a 

break in service under Section 8.4 of thi s Agreeraent. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) ciimulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 
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to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary eraployees s h a l l not be e l i g i b l e for dental or 

vision insurance but s h a l l receive a l l other benefits under t h i s 

Agreeraent. Probationary eraployees s h a l l be compensated at the 

sarae rate as career service eraployees. 

Section 8.6 

A seasonal eraployee i s an employee who i s eraployed i n a job 

t i t l e f o r a period not t o exceed 180 calendar days f o r temporary 

work r e l a t e d t o or caused by seasonal needs. Such appointments 

s h a l l expire auto r a a t i c a l l y at midnight on the 180th day. Such 

employees raay be reappointed f o r teraporary work r e l a t e d t o or 

caused by seasonal needs, w i t h the w r i t t e n concurrence of the 

Budget D i r e c t o r and Coraraissioner of Personnel, t o an a d d i t i o n a l 

t h i r t y - d a y term which s h a l l expire at midnight of the 30th day. 

One f u r t h e r said t h i r t y - d a y reappointraent f o r the same purposes 

raay be raade upon s i m i l a r Budget D i r e c t o r and Coraraissioner of 

Personnel approval. The Eraployer s h a l l n o t i f y the Union of the 

number and job t i t l e s of any such reappointments. I t i s 

understood and agreed t h a t the h i r i n g and r e t e n t i o n of seasonal 

eraployees s h a l l be at the d i s c r e t i o n of the Eraployer. 

Seasonal appointees s h a l l not becorae Probationary Career 

Service or Career Service eraployees by v i r t u e of length of 

service i n a seasonal appointraent. 

31 



Seasonal eraployees s h a l l not be e l i g i b l e f o r holidays, 

vacations, sick leave f o r s a l a r i e d eraployees, v i s i o n care, 

de n t a l , l i f e and accident b e n e f i t s , bereavement pay or j u r y 

duty, but w i l l be provided w i t h group health insurance under the 

sarae ' e l i g i b i l i t y and conditions as other eraployees covered by 

t h i s Agreeraent, except t h a t e l e c t i v e medical care and pre

e x i s t i n g c o n d i t i o n s , as those terms are defined i n the standard 

group insurance p o l i c y , s h a l l be excluded. 

Seasonal eraployees s h a l l be corapensated at the same r a t e as 

career service employees. Seasonal eraployees raay be d i s c i p l i n e d 

or discharged as e x c l u s i v e l y deterrained by the Eraployer and such 

Eraployer a c t i o n s h a l l not be subject t o the' grievance 

procedures. 

Seasonal eraployees s h a l l be e l i g i b l e f o r r e c a l l t o seasonal 

p o s i t i o n s i n which they have accuraulated e i t h e r (a) four (4) 

raonths of said seasonal service during the 1984-85 wint e r 

season, or (b) f i v e (5) raonths of said seasonal service from and 

a f t e r July 1, 1983, provided t h a t such employees: 

(1) s h a l l not have received a negative evaluation during 

t h e i r l a s t seasonal appointment and s h a l l not have 

received (a) more than one w r i t t e n warning or (b) a 

d i s c i p l i n a r y suspension i n any Employer p o s i t i o n ; -

(2) s h a l l be a v a i l a b l e , f i t f o r duty and subject t o the 

same pre-eraployraent screening procedures as are new 
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applicants f o r eraployraent when r e c a l l e d , and s h a l l 

have the present a b i l i t y without f u r t h e r t r a i n i n g t o 

iraraediately perform the duties of the p o s i t i o n t o 

which they are r e c a l l e d ; 

(3) s h a l l not refuse r e c a l l . Upon r e c a l l , the employee 

s h a l l proraptly n o t i f y the Eraployer of his/her desire 

to r e t u r n t o work and s h a l l be a v a i l a b l e t o report f o r 

eraployment w i t h i n seventy-two (72) hours of said 

no t i c e or the employee s h a l l be deeraed t o have refused 

r e c a l l ; 

(4) s h a l l have been r e c a l l e d w i t h i n one year of the 

e x p i r a t i o n of t h e i r l a s t seasonal eraployraent; and 

(5) s h a l l not have resigned or i n c u r r e d a break i n service 

during a period of appointraent. 

Eraployees who do not raeet and- continue t o raeet a l l of the 

f i v e (5) conditions s t a t e d above, s h a l l have t h e i r naraes 

permanently removed frora the r e c a l l l i s t . 

Evaluations s h a l l not be subject t o the grievance 

procedure, except t h a t the Eraployer s h a l l not, a f t e r January 1, 

1985, give a seasonal eraployee a negative e v a l u a t i o n f o r an 

a r b i t r a r y or capricious reason f o r the purpose of preventing the 

eraployee frora becoraing e l i g i b l e f o r r e c a l l under t h i s Section, 

and, only t o t h a t l i r a i t e d extent raay such Employer a c t i o n be 

subject to grievance. 
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A seasonal eraployee who i s h i r e d on an annual r e c u r r i n g 

basis w i t h i n one year of his/her l a s t t e r r a i n a t i o n ; and who 

accuraulates twelve (12) raonths of said seasonal service frora and 

a f t e r July 1, 1983, s h a l l not be a career service employee but 

s h a l l receive the b e n e f i t s under t h i s Agreement which are given 

to probationary eraployees. 

E f f e c t i v e January 1, 2001, a seasonal employee who i s h i r e d 

on an annual r e c u r r i n g basis w i t h i n one year of his/her l a s t 

t e r r a i n a t i o n , and who accuraulates 12 raonths of said seasonal 

service, s h a l l receive the b e n e f i t s under t h i s Agreeraent which 

are given t o career service employees, and s h a l l rerait f u l l 

c o n t r i b u t i o n s toward t h e i r h e a l t h care coverage as set f o r t h i n 

A r t i c l e 9 below. 

E f f e c t i v e January 1, 2001, seasonal employees w i t h less 

than 12 raonths of seasonal service w i l l continue t o receive 

t h e i r current b e n e f i t package, but w i l l pay a pro-rata share of 

the f u l l c o n t r i b u t i o n toward t h e i r h ealth care coverage. The 

araount of that c o n t r i b u t i o n s h a l l be approxiraately 90% of the 

employee medical c o n t r i b u t i o n f o r career service employees. For 

exaraple-7—fehe—contributions—afe—selected—salary—Icvol-s—per—pa-y 

period arc as—follows: 
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ANNUAL 
o 7\ T 7\ p Y 

SINGLE 
n no CO no 

EMPLOYEE +1 
-1 AO-]noo. 

FAMILY 
0 / \XsS l r \ 1 3 . y z 3 z y G X . Z X 1 3 G X . 1 1 3 ^ 3 V 

Tin t S 0 000 S l s n Sl 0 00 coo nn 
I u p L U V J U , U U U 

con nni 
Cf X Z . 3 3 

C-] 0 no 

Cf X y . 3 3 

S l 0 S R 
V ^ . u u 
CO A 00 

Cf 3 3 , U U 1 

SAO 000 
Cf X Z . 1 z 

* 1 R A"^ 
Cf X y . 33 

coo nn 
V *i • 30 

S">0 R Cf H 3 , U U U 

i; c, n nnn 
Cf X 3 . 1 Z-

* -1 n 0 0 

Cf 3 . 13 

t o n f o 
V ^ • ^ \ J 

Cf 3 3 , U U U 

SfO 000 

Cf X y . z 0 

coo -] 0 
Cf iL y . 3 i^ 

R R 4 
v 0 0 • J ^ 

A A A Cf 3 3 , U U U 

<i 7 n nnn 
Cf iL 3 . X 3 

CO f nn 
•9 ^ -J . 3 H 

Al A'^ 

V T T • 0 *i 

5 R 1 ^ V 1 3 , U U U 

con nnn 
Cf iL 3 . J J 

S'^0 CJA 
Cf ^ X . ^ 1 

S A'^ 0 
V 0 -L - t o 

' ^ ^ ^ 1 Cf 3 3 , U U U 

Maximum r a t e 
Cf 3 3 . 0 r r 

$ 3 4 . 7 4 
V T / . 3 y 

$ 5 3 . 3 7 
V J 1? - ± zL 

$ 6 6 . 5 6 

E f f e c t i v e — J u l y — 1 - , 2006, t h e s e — c o n t r i b u t i o n s — a i — s e l e c t e d 

salary l e v e l s per pay period w i l l be adjusted as—followo: 

ANNUAL 
AT A R Y 

SINGLE 
-1 ono-] 0 

EMPLOYEE + 1 — 
1 n q c, 4 Q. 

FAMILY 
4 7 fi R?-\Xji \ t \ 1 X . z y z X G X . J <j 3 ^ G . T 1 3 3 G 

nn 110 S'^0 000 S l ^ R n Sl 0 00 COO nn 
u p L U V . - 5 U , U U U 
con nn-] 

Cf X z . u u 
Sl A ^A 

Cf X y . 33 

coo OA 
V ^ ^ . u u 
con Of 

Cf 3 3 , U U 1 

SAO 000 
S> J . *4 • J *4 

S I O n 
Cf i L i L . 0 *1 

> con. no 
V Z- / . 0 u 

S ' ^ 1 1 R Cf * i 3 , U U U 

S'^0 000 
Cf X y . 3 y 

CO A 00 

Cf i 7 . / 0 

con 00 
Cf 3 1 . X 3 

S A f 4 3 Cf 3 3 , U U U 

<ifo nnn 
Cf iL^ . iL 3 

con nn 
Cf 3 1 . i^ i.. 

S A A f ° 
V *5 U . T O 

R R 7 Cf 3 3 , U U U 

cn n 000 
Cf —7 . U / 

COO ClO 

V rl rl . 3 3 

CC^O -IO 

Cf 3 3 . / i -

' ^ f iR n i 
Cf 1 3 , U U U 

con nnn 
Cf 3 3 . J i.^ 

S^'.P I f 

Cf 3 Z . X iL 

S 'oO R fi 

Cf 3 3 . 3 X 

S'^ A n Cf 3 3 , U U U 

SOO 000 
Cf 33 . 13 

SA'^ R ^ 
Cf 3 J . 3 3 

S f l 01 

Cf f 4 . U 

C Q O C O 
Cf y 3 , U U U 

$ 1 0 0 , 000 
Cf ^ 3 . 3 Z 

$ 4 8 . 4 6 
Cf 3 1 . 3 X 

$ 7 4 . 4 6 
Cf 0 3 . 3 3 

$ 9 2 . 8 7 

E f f e c t i v e upon r a t i f i c a t i o n , i n the event the Employer 

intends t o irapose a d i s c i p l i n a r y suspension w i t h respect t o a 

seasonal eraployee w i t h at l e a s t f i v e (5) years of seasonal 

service, as defined herein, and where the suspension would 

r e s u l t i n a loss of pay f o r the eraployee, p r i o r t o iraposing the 

suspension, except i n an 'eraergency or where the eraployee i s 

unavailable, the Eraployer s h a l l n o t i f y the eraployee and the 

Union and, upon request frora the Union, w i l l schedule a meeting 

w i t h the Union and the eraployee. At the raeeting the Eraployer 

w i l l n o t i f y the employee and the Union of the contemplated 

d i s c i p l i n a r y a c t i o n and the reason (s) underlying i t . The 
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employee and the Union w i l l be given the o p p o r t u n i t y t o respond 

to the accusations at the meeting. This raeeting s h a l l be 

inforraal and there s h a l l be no witnesses present unless both 

p a r t i e s agree. The Eraployer raay, at i t s option, conduct f u r t h e r 

i n v e s t i g a t i o n a f t e r t h i s raeeting. In the event d i s c i p l i n e i s 

imposed i t s h a l l not be subject t o the grievance procedure, as 

nothing i n t h i s p r o v i s i o n s h a l l be deeraed as a l t e r i n g the non-

Career Service status of seasonal eraployees. This p r o v i s i o n 

s h a l l not apply where the suspension i s the r e s u l t of 

a p p l i c a t i o n of progressive d i s c i p l i n e f o r v i o l a t i o n of the 

Eraployer's tirae and attendance p o l i c i e s , provided t h a t the 

Eraployer s h a l l , upon request, provide the Union w i t h copies of 

the eraployee's time and attendance record. 

Upon request by either party made after one year frora the 

date of r a t i f i c a t i o n of th i s Agreement, the parties s h a l l raeet 

to discuss any proposed changes to t h i s Section 8.6. 

Section 8.7 Vacancies 

Section 8.7(a) Posting 

ihe—pooting—ei—an^—Employer-deterrained—vacancy—shall—be 

ier—1 4—days . When—a—vacancy—occurs,—fehe—Employer—shall—provide 

notice—fee—fehe—Union—prior—fee—but—ne—later—than—the—dey—ei—fehe 

posting of—the—vacancy. 

The Employer s h a l l determine i f there i s a permanent 

vacancy to be f i l l e d , and at any time before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . The 

Employer w i l l post vacancies e l e c t r o n i c a l l y on the City of 
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Chicago CAREERS website. A copy of the posting w i l l be provided 

to the Union at l e a s t 72 hours prior to the electronic posting. 

Said vacancies s h a l l be posted for fourteen (14) days on the 

CAREERS WEBSITE. The posting s h a l l contain at l e a s t the 

following information: job t i t l e , q u a l i f i c a t i o n s , days off, 

s h i f t , hours, work location, i f known, and the rate of pay. The 

posting s h a l l also identify the number of positions to be 

f i l l e d . I f the number to be f i l l e d changes, the Employer s h a l l 

promptly notify. Prior to the commencement of the selection 

process, the employer w i l l provide the Union with a l i s t of 

qua l i f i e d bidders. 

Section 8.7(b) Bidding 

Q u a l i f i e d bargaining u n i t eraployees s h a l l be given an 

opp o r t u n i t y t o b i d on jobs which pay equal or higher rates of 

pay and which are declared vacant by the Eraployer. The Eraployer 

s h a l l select the raost q u a l i f i e d a p p l i c a n t , provided t h a t an 

eraployee a p p l i c a n t (bidder) s h a l l have preference over a non-

eraployee a p p l i c a n t , unless the non-eraployee a p p l i c a n t has 

deraonstrably greater s k i l l and a b i l i t y t o perforra the work 

required. Where bidders are r e l a t i v e l y equally q u a l i f i e d , the 

Eraployer s h a l l select the raost senior bidder (time i n t i t l e ) . 

The Employer s h a l l deterraine whether bidders are " r e l a t i v e l y 

equally q u a l i f i e d " based upon such evidence as perforraance 

evaluations, experience, t r a i n i n g , proven a b i l i t y and s i m i l a r 

c r i t e r i a . 
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Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information s\immary, and hi r i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

Section 8.7(c) Seasonal Employees 

Active seasonal employees who have r e c a l l r i g h t s under 

Section 8.6 of t h i s Agreement s h a l l have the sarae r i g h t s and 

preferences i n bidding on jobs as career service bargaining u n i t 

eraployees . 

I n a c t i v e seasonal eraployees who have r e c a l l r i g h t s under 

Section 8.6 of t h i s Agreeraent s h a l l be given preference f o r h i r e 

over non-eraployee a p p l i c a n t s , unless the non-employee app l i c a n t 

has demonstrably greater s k i l l and a b i l i t y t o perforra the work 

required. Where i n a c t i v e seasonal eraployee applicants w i t h 

r e c a l l r i g h t s under Section 8.6 are r e l a t i v e l y equally 

q u a l i f i e d , the Employer s h a l l select the most senior seasonal 

eraployee (tirae i n t i t l e ) . The Eraployer s h a l l deterraine whether 



seasonal eraployee applicants are " r e l a t i v e l y equally q u a l i f i e d " 

based upon such evidence as performance evaluations, experience, 

training, proven a b i l i t y and sirailar c r i t e r i a . 

Section 8.7(d) 

Ties in seniority w i l l be broken by lottery. 

Section 8.7(e) Evaluation Period 

The successful bidder f o r any jobs under t h i s Section s h a l l 

have an evaluation period, not t o exceed s i x t y (60) days, t o 

deraonstrate t h a t he or she can perforra the job. I f the Eraployer 

has j u s t cause based upon the eraployee's job performance at any 

time during t h a t period t o believe t h a t the successful bidder 

cannot perform the job, then the successful bidder s h a l l be 

returned t o the job he/she held j u s t p r i o r t o the awarding of 

the b i d , d i s p l a c i n g , i f necessary, any employee who has been 

placed i n t o said job. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Employer s h a l l provide t o eraployees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the sarae terras and conditions 

applic a b l e t o said other eraployees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost to eraployees and t h e i r e l i g i b l e 

dependents. 
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(b) Eraployees who participate in the Eraployer; raedical 

ca're plan or an HMO s h a l l raake the following contributions 

toward their health care coverage based on' the applicable 

percentage of their base salary (not including overtime) limited 

by the salary cap: 

Employee +1 Single 

July 1, 2017 1.2921% 1.9854% 

July 1, 2018 1.7921% 2.4854% 

Jan. 1, 2019 2.2921% 2.9854% 

Jan. 1, 2020 2.7921% 3.4854% 

Family Salary Cap 

2.4765% $90,000 

2.9765% $100,000 

3.4765% $115,000 

3.9765% $130,000 

-(-i-) e r a p i o y c c — r a e d i c a l — c o n t r i b u t i o n o — a ^ e — b a s e d ' — e n — a 

compooitc—1.6%—of base—oalary—fer—oingle,—employee—an^ 

one,—and—faraily—lovclo of—coverage—ae—specified—below. 

^^er—exaraple, fehe—contributions—a-t s e l e c t e d — s a l a r y 

l e v e l s per pay period arc as—followo: 

ANNUAL 
O 7\ T A P Y 

SINGLE 
-1 noo 1 o 

EMPLOYEE +1 
-1 c n n n o 

FAMILY 
1 0 7 n R 9-

v j i \XJI \ L \ 1 X . 3 Z O X G X . 3 1 y 1 G J. . 1^ / u U 0 

nm -t-o ^^n nnn 1 ^ Rn 10 00 n n 
U U L U V ^ U , U U U 

c o n f ) n 1 
± ^ . u u 
1 ^ 9 R 

X y . 3 3 

1 0 7 R 
^ ^ . u u 

A fi T V J l U , U U 1 

SAO 000 
X . 3 3 

1 1 A 
X y . 13 

O f o o 

iL- 4 . 3 3 

OO OA 
V 4 U , U U U 

cc^n 000 
X 1 . X *i 

O -] AO 

Z 3 . 

O O n -] 

O . O 4 

A1 n R 
Cf 3 3 , U U U 

fin nnn 
i—L . 4 iL 

R n 
3 Z . J X 

i n . AC) 

4 _L . U vJ 

1 0 '"' fi 
V U U , U U U 

s^n nnn 
^ u . / u 

o n n n 

3 y . H y 

A f n T 
'1 y . i.^ 3 

R7 Al 
V 1 3 , 3 3 3 

con 000 
^ -7 » J> J> 

OA o n 

I O . U / 

R T fifi a o 
Cf 3 3 , U U U 

t o n n n n 
^ H , ZL f 

O O r: c 

3 Z . 3 3 

c n OA n o o n 
Y ^ y , J J J 

$ 9 0 , 0 0 0 ^ 
O 0 . -J o 

3 8 . 6 0 
3 J . Z n 

5 9 . 3 0 7 3 . 9 5 

Ai-1—contribut '1 o n G—s hall—be—raade—en—a—p^re—t-a^^—basis—and—a-re 

p-ayablc—on a per pay period basis. 
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-(-2-) e f f e c t i v e — J u l y — h , — 2 0 0 6 — e r a p i o y c c — r a e d i c a l — c o n t r i b u t i o n o 

a ^ e—based—en^—a—coraposite—2 . 0 ° J — e i — b a s e — s a l a r y — f e ^ 

s i n g l e , erapioycc aftd one, aftd faraily l e v e l s e i 

coverage a-s s p e c i f i e d below. Fer example,—. the 

c o n t r i b u t i o n o — a t s e l e c t e d — s a l a r y — l e v e l s — p e r — p a y period 

are as—follows: 

ANNUAL 
c TXT 7\ p - y 

SINGLE 
-1 o no-] o 

EMPLOYEE+1 
-1 nocAo 

FAMILY 
0 AO fCO 

\ 3 i i r e 1 X . iL J Z X G X . J ^ 3 H 0 i^ . H 1 3 3 G 

rinrio-r '^''n nnn <̂  1 R " '1 COO QQ 7 fi R 
u i i u u r y o u , UUU 
<? ? n n n 1 

Cf X 3 . IX 

S l f 1 R 
Cf iL 3 . \j \.y 

CO A 00 
Cf i.^ 1 . 3 3 

S^O Of 
Cf 33 , U U 1 

SAO 000 

9 1 0 . X 3 

S ^ l R /I 
Cf iL . 0 Z 
COO nn 

Cf 3 3 . y 3 
C A-\ 00 

Cf *i 3 , U U U 

tf; c, n nnn 
Cf iL X . 3 *i 
CO f no 

9 —' . 3 3 

S A l fi 
Cf X . i^ 0 

S ^ l R Q 
Cf 3 3 , U U U 

Cfn 000 
Cf Z3 . J i.^ 
coo on 

V 4 1 . 3 3 

SAO fA 
Cf 3 X . 3 y 

Sfl 01 
Cf 3 3 , U U U 

* 7 n nnn 
Cf 3 Z . 33 

S'^'^ fO 
y 4 1? . 0 4 

S'^1 01 
Cf 3 X . y X 
cno 00 

V 1 3 , U U U 

S°0 000 
Cf 3 1 . 3 y 

s A^ n"' 
Cf 3 1 . y X 

<̂  fifi 1 Q 
Cf 1 a. . i^ 3 

S 8 R R 
Cf 3 3 , U U U 

nn nnn 
Cf *i 3 . 3 1 
S ACt /I R 

Cf 33 . X 0 

S'^ A 4 R 
V u ^ • 0 
^no on 

Cf y 3 , U U U 

$100, 000 
Cf *i 0 . 4 U 

$53.84 
V / 4 . 4 U 

$82.73 
Y ^ ^ ' ^ 1 

$103.19 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

subject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

s\ibject t o an annual d e d u c t i b l e of $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Eraployer. " A l l b e n e f i t s are subject to standard 
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provisions of insurance p o l i c i e s between Eraployers and insurance 

companies. 

(d) A dispute between an eraployee •(or his/her covered 

dependent) and the processor of clairas s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreement between 

the Eraployer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be raade a v a i l a b l e t o q u a l i f i e d 

eraployees. The Eraployer raay o f f e r _coverage under more than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreeraent to the contrary. 

(f ) Where both husband and w i f e or other faraily raerabers 

e l i g i b l e under one faraily coverage are eraployed by the Employer, 

'the Eraployer s h a l l pay f o r only one faraily insurance or faraily 

h e alth plan. 

(g) The current p r a c t i c e p e r r a i t t i n g eraployees t o use 

vacation or other tirae due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreement. 

(h) , Consistent w i t h the terras of the Eraployer's e x i s t i n g 

Group Health Care Plan, and the a p p l i c a b l e rules thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d to continued raedical coverage f o r a 

raaxiraura of 12 weeks, subject t o the terms of the Plan and any 
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other appli c a b l e p r ovisions of t h i s Agreeraent. Eraployees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued raedical coverage as provided under the terras of the 

Plan and i t s applicab l e r u l e s . As a c o n d i t i o n of continued 

raedical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees raust raake a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and' the terms of 

the Plan and i t s app l i c a b l e r u l e s . I n the event t h a t an 

employee loses coverage uncier the Plan, he or she w i l l be 

provided no t i c e thereof, the forra of which may include, but i s 

not l i m i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

coramunication frora the Eraployer or i t s insurance c a r r i e r , or 

sorae other s i r a i l a r advisory. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create maintain a J o i n t Labor Manageraent 

Cooperation Coraraittee ("LMCC") pursuant t o appl i c a b l e s t a t e and 

fed e r a l Law. The purpose of the LMCC i s to research and raake 

recommendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achievement of s i g n i f i c a n t and measurable savings i n the 

cost of eraployee health care during the terra of t h i s Agreeraent. 

The Parties s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreeraent and Declaration of Trust ("Trust 

Agreeraent") conteraporaneously w i t h the execution of each 
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C o a l i t i o n Union's c o l l e c t i v e bargaining agreeraent w i t h the C i t y 

of Chicago. Said Trust Agreeraent s h a l l be attached t o t h i s 

Agreement as Appendix C. 

Section 9.3 

The Trust Agreement s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 

(a) Formation of a Comraittee to govern the LMCC c o n s i s t i n g 

of up t o twenty (20) Trustees, h a l f of the Trustees s h a l l be 

appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointraent by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreeraent. 

(c) A u t h o r i t y of the LMCC t o make recommendations and 

raodifieations i n the health plan expected t o r e s u l t i n savings 

and cost containraent. 

(d) Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of this A r t i c l e , an "eraployee" s h a l l raean a 

City eraployee represented by signatory labor organizations of 

this Agreeraent. A "Coalition Union" raeans signatories to th i s 

Agreement which have executed a co l l e c t i v e bargaining agreement 

with the City. 

Section 9.5 
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The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 

million (as calculated with respect to the Coalition Unions 

bargaining units) by 2020. The parties w i l l work through the 

LMCC to identify changes that w i l l r e s u l t i n the required 

savings. I f , prior to January 1, 2020, the partie s have not 

reached agreement upon the proposed changes, each party w i l l 

submit i t s offer of proposed changes and the amount proposed to 

be reduced, including the methodology for estimating the value 

of the proposed changes, to a mutually agreed upon arbitrator, 

who w i l l be limited to selecting either the City's or Coalition 

Unions' offer. The offer selected by the arbitrator w i l l be 

binding on the parties and on the LMCC. 

Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing t h e i r own r e t i r e e health plan 
! 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 
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residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate confidentiality agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an eraployee's iraraediate far a i l y , 

such employee s h a l l be e n t i t l e d t o a leave of absence up t o a 

maxiraura of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a raaxiraura of f i v e consecutive 

days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such tirae as she/he i s 

required to be away frora work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed eight hours per day) . Salaried 

employees s h a l l receive the leave of absence without a d d i t i o n a l 

corapensation. 

The eraployee's iraraediate faraily s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -
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law, b r o t h e r - i n - l a w , grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the employee i s 

a court-appointed l e g a l guardian. The employer raay, at i t s 

option, r e q u i r e the eraployee t o submit s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

eraployee. 

Section 10.2 M i l i t a r y Leave 

Any eraployee who i s a raeraber of a reserve force of the 

United States or of. the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g prograra or perforra other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the eraployee 

deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Employer w i t h the C i t y Coraptroller. 

Any employee who i s a raeraber of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s t o attend a t r a i n i n g program or 

perforra other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the eraployee deposits his/her m i l i t a r y pay f o r a l l days 

compensated by the Employer wit h the C i t y Coraptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r September 11, 2001, 
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s h a l l be e n t i t l e d t o f u l l s alary and raedical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payment of m i l i t a r y 

pay to the Comptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l a u t o m a t i c a l l y terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Subpoena 

An eraployee who serve on a j u r y or i s subject t o a proper 

subpoena (except i f the eraployee i s a pa r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the term of 

such absence, provided t h a t the employee deposits h i s j u r y duty 

pay with the City Comptroller. 
Section 10.4 Sick Leave 

Salaried—craployceo—whe— a ^ e e—grantod—paid—oick—leave on—fehe-

cxccution—ei—thio—Agrcoracnt—shall—continue—fee—receive—fehe—sarae 

sick—leave p r o v i s i o n s — d u r i n g the terra of t h i o Agroeraont,—se—long 

a-s—hc/ohe—continues—fee—w o r k—under—a—classification—that—wa-& 

r e c e i v i n g — e i e k — l e a v e at—fehe—execution—ef—thio—Agreeraent. — T h i s 

provioion—will—nefe—affect—any—accuraulated—sick—leave—eraployees 

ma-y—have—ai—fehe—execution—ef—this—Agrcoracnt. An—eraployoo—shall 

have—fehe—option—fee—uee—up to—ei^^—days—ei—oick—leave—per—year—ie^ 

fe-he—illness of an—iraraodiatc—faraily raeraber. 

Notwi ths funding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and t h e r e a f t e r , said s a l a r i e d eraployees who receive paid s i c k 

tirae s h a l l accrue sick time at the r a t e of one (1) clay f o r each 
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month of employment. Employees may use up t o s i x (6) days of 

s i c k time per year f o r the bona f i d e i l l n e s s of f a m i l y members, 

who s h a l l i n clude (or may be expanded upon by the C i t y ) : 

(i)mother, f a t h e r , husband, w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g 

blood, step or h a l f ) , son or daughter ( i n c l u d i n g blood, step or 

adopted) , f a t h e r - i n - l a w , mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic p a r t n e r or 

the domestic partner's mother, f a t h e r , son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department of 

H\iman Resources. I n the event an eraployee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

Ac t , i - s — h o s p i t a l i z e d , upon request of the eraployee, the Employer 

w i l l make a v a i l a b l e t o said eraployee up t o the f u l l araount of 

sick time the eraployee would have accrued f o r the reraainder of 

t h a t calendar year as i f he/she were a c t i v e l y employed, i n order 

.to cover the absence resultiYig frora the serious h e a l t h 

c o n d i t i o n , hospitalization—an-d—rocovory. Upon his/her r e t u r n t o 

work, the employee w i l l begin t o accrue s i c k tirae w i t h the s t a r t 

of the next calendar' year. The Eraployer reserves the r i g h t t o 

require an eraployee t o provide docuraentation of the i l l n e s s i n 

question. 

Section 10.5 Duty D i s a b i l i t y Leave 

Any eraployee who i s absent frora work due to an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 
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upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e employees w i l l be 

raade twice a month. I f duty d i s a b i l i t y i s denied, and such 

de n i a l , i s l a t e r reversed, the employee " s h a l l be paid up t o date 

the araount the eraployee was e l i g i b l e t o receive. Eraployees who 

r e t u r n frora said leaves- s h a l l be r e i n s t a t e d t o t h e i r forraer job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

eraployee w i t h lower s e n i o r i t y . I f the eraployee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because t h e employee would have 

been l a i d o f f i f the employee had not been on a leave of 

absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreeraent. 

The Eraployer w i l l raail the i n i t i a l Duty D i s a b i l i t y payraent 

within fourteen (14) days of the Eraployer's designated raedical 

o f f i c e r being advised by the eraployee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to eraployee's entitlement to Duty D i s a b i l i t y . 

Section 10.6 Personal Leave 

Non-probationary employees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. 

S e n i o r i t y s h a l l accuraulate f o r eraployees on said leaves. 

Eraployees who r e t u r n frora said leave s h a l l be r e i n s t a t e d t o 

t h e i r forraer job c l a s s i f i c a t i o n , i f the Eraployer determines i t 

i s vacant or i f i t i s then occupied by an eraployee wi.th lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 
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because the eraployee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the eraployee raay exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreement.-

Bargaining u n i t eraployees who have corapleted t h e i r f i r s t 12 

raonths of eraployraent and who have worked 1,250 hours i n the 

preceding 12 raonth period s h a l l t h e r e a f t e r be e n t i t l e d t o faraily 

and raedical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an eraployee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placeraent w i t h the eraployee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) t o care f o r the eraployee's spouse, c h i l d or parent 

w i t h a serious h e a l t h c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 

eraployee. 

Such leave s h a l l be without pay unless the eraployee 

deterraines to s u b s t i t u t e accrued paid leave f o r which the 

eraployee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's health care coverage s h a l l be maintained 

and paid f o r by the employer, as i f the eraployee was working and 

s e n i o r i t y s h a l l accrue. 
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Any eraployee desiring to take leave under this Section 

s h a l l provide reasonable advance notice to the eraployer on a 

forra provided by the eraployer, which forra s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no less than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide notice within 48 hours after the employee 

i s able to do so. Failure to provide the notice provided for in 

thi s Section s h a l l not affect the v a l i d i t y of the leave where 

the employer has actual notice. Except as may be s p e c i f i c a l l y 

stated in this Agreement, employees s h a l l take leave provided 

for as perraitted by the provisions of the Family Medical Leave 

Act, including i t s rules and regulations. Employees s h a l l have 

a right to return to their regular assignraent and location. 

Section 10.7 Medical Leave 

Non-probationary eraployees s h a l l be granted raedical leaves 

of absence upon request. Said raedical leaves of absence s h a l l 

be granted f o r up to 3 raonths, provided said leaves s h a l l be 

renewable f o r l i k e 3-month periods. The Employer may request 

s a t i s f a c t o r y proof of medical., leaves of absence. A f t e r the 

f i r s t year, such medical leaves s h a l l be extended i n up t o one 

year segraents. Eraployees on raedical leaves of absence s h a l l 

r e t u r n to work promptly a f t e r t h e i r doctor releases them t o 

r e t u r n t o work. 
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Employees who r e t u r n from said medical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former job c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an eraployee of lower s e n i o r i t y . In 

A d d i t i o n , the Eraployer w i l l r e t u r n an eraployee t o the sarae 

geographic l o c a t i o n of h i s or her previous job assignment f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

eraployee's forraer job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the eraployee had not been on a leave 

of absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s i n t h i s Agreeraent. 

A f t e r one year on an approved raedical leave of absence, 

eraployees who r e t u r n t o work promptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g forraula: three (3) raonths of such reinstateraent 

r i g h t s f o r every year of service t o a raaxiraura of f i v e (5) years 

reinstateraent r i g h t s . 

An eraployee who does not raeet the above e l i g i b i l i t y 

requireraents and who returns t o work proraptly a f t e r his/her 

doctor's release a f t e r raore than one year on a raedical leave of 

absence, s h a l l be .returned to his/her forraer job c l a s s i f i c a t i o n 

53 



i f the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on raedical leaves 

of absence f o r only up t o one year. A f t e r one year, an eraployee 

on a raedical leave of absence s h a l l r e t a i n , but not accuraulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Eraployer s h a l l grant request f o r leaves of absence f o r 

up t o 2 eraployees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

du r a t i o n of his/her appointraent to the Union, provided 

reasonable advance noti c e i n w r i t i n g i s given t o the eraployer. 

While on such leave t o eraployee s h a l l not i n c u r a break i n 

continuous service. An eraployee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an eraployee. 

Eraployees who r e t u r n frora Union leaves of absence s h a l l 

have the sarae r i g h t s as eraployees who r e t u r n frora raedical leaves 

of absence.. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during their regularly scheduled s h i f t . 
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Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 
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maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 Discipline and Discharge 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded frora t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

appl i c a b l e . JSIotwithstanding the foregoing, suspensions of 11 

days or more may be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge to a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r becorae a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel -or Police Board appeals procedure are rautually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject to d i s c i p l i n a r y a c t i o n f o r 

any impropriety or cause has the r i g h t to ask f o r and receive a 

Union representative to be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l take 

place at reasonable tiraes and places and s h a l l not coraraence 
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u n t i l the Union representative a r r i v e s , provided t h a t the 

Eraployer does not have t o wait an unreasonable tirae and the 

Eraployer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An eraployee may be discharged f o r j u s t cau.se before the 

Personnel or Police Board hearing, provided t h a t said .• eraployee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, in s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance n o t i c e of discharge, and 

has 7 days from r e c e i p t of the n o t i c e t o appeal. I f the 

employee does not f i l e an appeal w i t h i n the 7-day appeal period, 

the Employer may then remove the eraployee frora the p a y r o l l . I f 

the eraployee appeals the discharge, the Personnel Board s h a l l be 

requested t o set a hearing date w i t h i n the 30-day n o t i c e p e r i o d 

and the eraployee s h a l l reraain on the p a y r o l l f o r the f u l l n o t i c e 

period, except i f p r i o r t o corapletion of the 30-day n o t i c e 

period (1) the Hearing O f f i c e r a f f i r m s the discharge; or (2) the 

eraployee continues the discharge hearing; or (3) the employee 

withdraws h i s appeal or otherwise engages i n conduct which 

delays the corapletion of the hearing. However, i n no event may 

the employee require the employer t o r e t a i n the eraployee on the 

p a y r o l l beyond the 30-day period. The Union s h a l l have the 

r i g h t to have i t s representatives present at e i t h e r of the 

Board(s) or the grievance procedure, i n c l u d i n g a r b i t r a t i o n , and 

to a c t i v e l y p a r t i c i p a t e . 
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(c) The Eraployer w i t h i n i t s d i s c r e t i o n raay deterraine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n -

repriraand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 

be adrainistered as soon as p r a c t i c a l a f t e r the Eraployer has had 

a reasonable op p o r t u n i t y to f u l l y i n v e s t i g a t e the raatter and 

conduct a raeeting wi t h the Union and eraployee. The Eraployer i s 

not o b l i g a t e d t o raeet w i t h the eraployee and Union p r i o r to 

ta k i n g d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable or 

i n eraergency s i t u a t i o n s . 

Deraotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be part of an employee's d i s c i p l i n e . I n cases 

of o r a l warnings, the supervisor s h a l l inform the eraployee t h a t 

he/she i s r e c e i v i n g an o r a l warning and the reasons t h e r e f o r e . 

For d i s c i p l i n e other than o r a l warnings, the eraployee's 

immediate supervisor s h a l l raeet w i t h the employee and n o t i f y 

him/her of the accusations against the employee and give the 

employee an oppo r t u n i t y to answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

docuraents the eraployee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Eraployer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

reversal of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Employer to pay back pay to the employee. 
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I n the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union s h a l l be given, i n w r i t i n g , a stateraent of the reasons 

t h e r e f o r e . The eraployee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, which s h a l l be placed i n the eraployee's f i l e . The 

eraployee s h a l l have the r i g h t to raake a response i n w r i t i n g 

which s h a l l becorae p a r t of the employee's f i l e . 

Any record of d i s c i p l i n e may be r e t a i n e d f o r a p e r i o d of 

tirae not t o exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-raonth period. I f an eraployee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the eraployee, the Eraployer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the case of proraotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Manageraent, the Eraployer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 30 

calendar days of the employer being made aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the terra 

"non-egregious offense" s h a l l not include i n d i c t a b l e c r i r a i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the employee s h a l l be granted a 

p r e - d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 
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Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police board i s 

reversed or remanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Employer w i l l pay the employee's reasonable attorney's fees 

which he or she has in c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The' employee s h a l l subrait a post-appeal fee 

p e t i t i o n to the Eraployer, which s h a l l be supported by f u l l 

docuraentation of the work performed, the hours expended, and the 

rates paid by the eraployee. Should the p a r t i e s be unable t o 

agree on the proper amount of the fees t o be paid t o the 

employee, e i t h e r p a r t y raay refer., the dispute t o A r b i t r a t i o n 

under the relevant provisions of t h i s agreeraent. 

Section 11.2 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1. Within 5 working days a f t e r an employee receives 

w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y acticon, 

i n c l u d i n g a suspension f o r ten (10) days or less which i s 

not appealable to the Personnel or Police Board, or i n the 

case of suspensions of 11 or more days which may be 

appealed to arbi. t r a t i o n i n l i e u of the Police or Personnel 
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Board upon the w r i t t e n request of the Union, the Eraployer 

s h a l l conduct a raeeting w i t h the union and eraployee. 

D i s c i p l i n e s h a l l be administered as soon as possible a f t e r 

the employer has had a reasonable o p p o r t u n i t y t o f u r t h e r 

i n v e s t i g a t e the matter as appropriate. I f d i s c i p l i n a r y 

a c t i o n i s taken a f t e r the raeeting or f u r t h e r 

i n v e s t i g a t i o n , the eraployer raay request i n w r i t i n g t o the 

departraent head a review of the said d i s c i p l i n a r y a c t i o n on 

a forra provided by the Eraployer. Said request f o r review 

s h a l l be i n w r i t i n g and submitted w i t h i n three (3) working 

days of r e c e i p t of w r i t t e n 'notice of d i s c i p l i n e . Said 

review forra s h a l l be p r i n t e d on the back of or attached t o 

the n o t i c e of d i s c i p l i n e together w i t h i n s t r u c t i o n s f o r 

appeal. The f a i l u r e t o subrait a w r i t t e n request f o r review 

of d i s c i p l i n a r y a c t i o n w i t h i n three (3) working days of 

r e c e i p t of n o t i c e of d i s c i p l i n a r y a c t i o n w i l l preclude the 

eraployee's r i g h t to review. 

Step 2. Within three (3) working days or any rautually agreed 

upon extension a f t e r the departraent head or designee 

receives the eraployee's request f o r review, the departraent 

head or designee s h a l l conduct a raeeting t o review the 

suspension. F a i l u r e to conduct said raeeting i n three (3) 

days w i l l r e s u l t i n autoraatic advanceraent t o Step 3 and the 

Union s h a l l so n o t i f y the Eraployer. At the raeeting, the 

Department w i l l give the basis f o r i t s a c t i o n and the 

employee and Union representative, i f any, w i l l be heard 

and provided the .opportunity t o ask questions. The 

61 



department head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the raeeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreeraent or f a i l u r e t o decide and 

coraraunicate such decision w i l l r e s u l t i n autoraatic 

advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the 

employee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the departraent head or 

designee and the employee and the Union r e p r e s e n t a t i v e t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said raeeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 raeeting, unless otherwise agreed by the 

p a r t i e s . The departraent head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

meeting. A copy of such decision s h a l l be sent t o the 

eraployee and the Union. I f the p a r t i e s f a i l t o meet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

subraitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o m a t i c a l l y proceed t o Step 4 and the Union s h a l l so 

n o t i f y the Eraployer. Except where otherwise i n d i c a t e d , the 

tirae l i r a i t s set f o r t h herein are to encourage the prorapt 

reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e t o coraply 

wi t h these tirae l i m i i t s w i l l not a f f e c t the v a l i d i t y of the 

said d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the 

employee's exclusi.ve reraedy f o r a l l said d i s c i p l i n a r y 
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action, including suspension for ten (10) days or l e s s , or 

for suspensions of 11 days through 30 days which raay be 

appealed to arbitration in l i e u of the Personnel or Police 

Board upon the written request of the Union. 

Step 4. I f the raatter i s not settled at Steps 2 or 3, the 

Union raay subrait the raatter to arbitration under the terms 

of th i s Agreeraent. The rules governing procedure for 

arbitration s h a l l be the sarae as in 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Eraployer and the Union or any of 

the eraployees of the Eraployer i t represents, a r i s i n g out of the 

circurastances or conditions of eraployraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the tirae l i r a i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or raatter not i n 

corapliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said tirae l i r a i t a t i o n s are extended by w r i t t e n 

agreeraent of both p a r t i e s t o t h i s Agreeraent. 

F a i l u r e of the Eraployer to answer a grievance w i t h i n the 

tirae l i m i t s herein s h a l l permit the Union t o advance the case to 

the next step. The Union w i l l be inforraed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Departraent Head n o t i f y i n g 

hira/he.r of advanceraent to the next Step. 
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Before a forraal grievance i s i n i t i a t e d , the eraployee raay 

discuss the raatter w i t h h i s / h e r iraraediate superv i so r . I f the 

problera i s not resolved i n d i scuss ion , the f o l l o w i n g procedure 

s h a l l be used to ad ju s t the gr ievance: 
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step I - IMMEDIATE SUPERVISOR 

A. The eraployee or the Union s h a l l put the grievance i n 

w r i t i n g on the forra t o be supplied by the Eraployer 

upon request, but i n the absence of such a forra, 

eraployee or the Union raay subrait the grievance i n 

l e t t e r forra, w i t h i n twelve working days of e i t h e r the 

eraployee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The eraployee or 

the Union w i l l i n d i c a t e what Section and p a r t of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fa c t s underlying the grievance, and the requested 

reraedy, and subrait the grievance to the employee's 

immediate supervisor. I t is, understood t h a t i f the 

employee has knowledge of the grievance raore than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t sarae 

issue w i t h the Eraployer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the employee and 

the union i n w r i t i n g of the decisio n . 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the eraployee s h a l l have the 

r i g h t to raake an appeal i n w r i t i n g to the Departraent 

Head or the Departraent Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t ĉ f the 

decision or the date i t was due under Step I , by the 

65 



iraraediate supervisor. The narae of the Departraent 

Head's designee s h a l l be posted f o r eraployees i n areas 

where eraployee notices are norraally posted and 

subraitted t o the Union. F a i l u r e t o post and so n o t i f y 

the Union w i l l perrait iraraediate advanceraent to 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of noti c e of failur.e t o post. 

B. The Departraent Head or the Department Head's designee 

s h a l l .meet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each raonth t o discuss a l l pending grievances t h a t 

have been advanced to Step I I . The purpose of the 

Step I I raeeting w i l l be f o r the Department and the 

Union t o share relevant inforraation and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and atterapt t o araicably resolve as 

raany grievances as possible. The Departraent Head or 

the Departraent Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y to resolve 'grievances during the 

Step I I raeeting. No grievances w i l l be discussed at 

raore than one Step I I raeeting, unless the C i t y and the 

Union rautually agree t h a t f u r t h e r raeeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed to r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s t o otherwise process 

and respond to grievances i n accordance w i t h t h i s 

A r t i c l e . 
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C. The Departraent Head or the Departraent Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I raeeting. 

The response t o the grievance s h a l l s t a t e the 

Departraent's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f stateraent of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settleraent at Step I or I I s h a l l be binding upon 

the Eraployer, Union and the aggrieved eraployee or 

employees. Grievances may be withdrawn without 

p r e j u d i c e at any step of the grievance procedure i f 

rautually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Employer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days frora r e c e i p t o f . t h e 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

eraployee, i t may be presented by a s i n g l e selected 

employee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o - the Eraployer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of eraployees 

s h a l l be raade applic a b l e to a l l of - the a f f e c t e d 

employees w i t h i n t h a t group. 
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G. Even though a grievance has been f i l e d , eraployees are 

o b l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

eraployee t h a t i t could cause death or serious p h y s i c a l 

harra. The Employer agrees t h a t by f o l l o w i n g 

instructions or orders the employee does not waive 

his/her right to process the grievance. Refusal to 

follow instructions or orders s h a l l be cause for 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Employer, but not an i n d i v i d u a l eraployee or eraployees, raay 

submit the dispute to a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e to the designated representative from the 

Employer's operating department, w i t h copies of the request t o 

the designated law departraent representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s rautually raay 

agree, the Union s h a l l have the r i g h t to convene a raeeting w i t h 

the Eraployer's designated representative i n an atterapt to 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken to 

advance the raatter t o a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g t.he f a c t s of the matter i n dispute 
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and the r e l i e f requested. The Eraployer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect to the grievance. I n the 

event the p a r t i e s are unable at such raeeting t o resolve the 

grievance, the Union and the Eraployer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Either p a r t y raay submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the rules of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Eraployer and Union frora rautually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s subraitted raust agree as a whole t o 

coraraenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n . t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s raust 

be by w r i t t e n .consent of the Union and the Eraployer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of tirae s h a l l 

not be disclosed t o the a r b i t r a t o r . A r b i t r a t o r s w i l l advise the 

p a r t i e s of t h e i r fees and expenses p r i o r t o s e l e c t i o n and such 

fees and expenses s h a l l be borne equally between the Union and 

the Employer. The a r b i t r a t o r s h a l l have the r i g h t t o subpoena 

witnesses and re q u i r e the production of p e r t i n e n t docuraents at 

the request of e i t h e r p a r t y . 

Each pa r t y s h a l l be responsible f o r corapensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 
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borne by the party requesting the re p o r t e r unless the p a r t i e s 

agree t o share such costs. 

An a r b i t r a b l e raatter raust involve the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreeraent or a docuraent incorporated by reference t h e r e t o . The 

provisions of t h i s Agreeraent and any other docuraent incorporated 

by reference i n t h i s Agreeraent s h a l l be the sole source of any 

r i g h t s which e i t h e r p arty may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o amend, add t o , subtract frora, 

or change the terras of t h i s Agreeraent, and s h a l l be authorized 

only to i n t e r p r e t the e x i s t i n g p r o visions of t h i s Agreeraent and 

apply them t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a pre l i r a i n a r y step of the grievance procedure, or 

which would becorae raoot due t o the length of tirae necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved in O IT G S X p e d i t i o u s l y , may be f i l e d at the option 

of the grievant/Union at Step I I . 
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B. PERTINENT WITNESSES AND INFORMATION 

The Union raay request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

frora the Eraployer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conforraance w i t h a p p l i c a b l e 

laws and rul e s issued pursuant t h e r e t o governing the 

disseraination of such raaterials. 

A Union re p r e s e n t a t i v e , a gr i e v a n t , and Union steward w i l l 

be permitted a reasonable amount of time without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Departraent, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. 

The steward s h a l l n o t i f y his/her iraraediate supervisor f o r 

perraission t o handle grievances on work tirae, i t being 

understood t h a t the operation of the Departraent takes precedence 

unless fehere i s an eraergency, but such perraission s h a l l not be 

denied unreasonably. A reasonable nuraber of employees may 

attend the raeeting without loss of pay; such raeetings s h a l l be 

set by rautual agreeraent by the Employer and the Union. Where 

the Eraployer d i r e c t s an employee t o report f o r a raeeting 

concerning a grievance at a time when the eraployee i s not 

scheduled to work such time s h a l l be considered time worked. 

I f there i s space a v a i l a b l e , the Employer, upon request of 

the Union representative, s h a l l provide the use of a room and 
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telephone, t o discuss the grievance, subject to the Employer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Employer and the Union may mutually agree t o submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually s e l e c t an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o subrait the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative frora the Eraployer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l raeet at l e a s t q u a r t e r l y , 

or raore f r e q u e n t l y as necessary, i n order to discuss the 

scheduling^ of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per raonth f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

Suppleraenting a l l r i g h t s and processes due eraployees 

covered by t h i s Agreeraent who raay be the subject of a 



d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g raanner: 

A. The i n t e r v i e w of the employee s h a l l be scheduled at- a 

reasonable tirae, p r e f e r a b l y while the eraployee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the eraployee's l o c a t i o n of assignraent, 

normal department l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r t o an' i n t e r v i e w , the eraployee under 

i n v e s t i g a t i o n s h a l l be inforraed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a forraal stateraent i s being taken, 

a l l questions d i r e c t e d t o the eraployee s h a l l be asked 

by and through one i n t e r v i e w e r at a tirae. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s perraitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be inforraed of the nature of the raatters t o be 

discussed. 

F. An eraployee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent t o 

provide inforraation r e l a t i n g t o the raatter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 
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i n t h i s Agreeraent, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the eraployee's a d r a i n i s t r a t i v e r i g h t s , or 

the iraposition of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

stateraent the employee has raade. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recoraraendation f o r d i s c i p l i n e -is probable against the 

eraployee, said eraployee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i r a i n a l prosecution raay be probable 

against said eraployee, the provisions of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

afforded his c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r to the coraraenceraent of the 

in t e r v i e w . An employee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during the sarae 

in t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

eraployee who may be subject t o d i s c i p l i n e s h a l l have 

the r i g h t to be represented i n the i n t e r v i e w by a 

representative of the Union. The eraployee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union repre s e n t a t i o n 

before comraenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e presentation 
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can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Employer does not have the 

i n t e r v i e w unduiy delayed. 

J. The Eraployer s h a l l not corapel an eraployee under 

i n v e s t i g a t i o n to speak or t e s t i f y before, or t o be 

questioned by, any non-governraental agency r e l a t i n g t o 

any raatter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph exaraination s h a l l not be 

used against an eraployee i n any forum adverse t o the 

employee's i n t e r e s t s . The Employer w i l l not r e q u i r e a 

polygraph exaraination i f i t i s i l l e g a l t o do so. I f 

an eraployee i s asked t o take a polygraph exaraination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d r a i n i s t r a t i o n of the exaraination. The r e s u l t s of 

any polygraph examination s h a l l be known t o the 

employee w i t h i n one week. 

L. This section s h a l l not apply t o employee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the raedia during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Eraployer and the eraployee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f . an eraployee i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the raedia of the charges 

against the eraployee, the C i t y w i l l raake t h a t f a c t 

a v a i l a b l e to the media where the empl.oyee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an employee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 
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Section s h a l l be heard i n connection w i t h , and i n the 

sarae forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the eraployee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inforraation i n c l u d i n g eraployee 

stateraents t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enuraerated i n t h i s Section, s h a l l ' be suppressed and 

s h a l l not be used by the Eraployer f o r any d i s c i p l i n a r y 

a c t i o n against the eraployee, or i n the case of 

proraotions or t r a n s f e r s . 

(2) (a) Notwithstanding the p r o v i s i o n s of paragraph 

N above, at the option of the' Union, a claira t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section raay be raised i n a suppression hearing before 

a raeraber of the permanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s option by 

n o t i f y i n g the eraployee's Departraent Head and the 

Eraployer's Law Departraent i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreeraent. The appeal 
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s h a l l s p e c ify the p a r t i c u l a r contract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l suraraary of 

the conduct alleged t o have v i o l a t e d the Agreeraent. I t 

i s understood t h a t by e x e r c i s i n g t h i s o p t i o n , any and 

a l l tirae l i r a i t s set f o r t h ' i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l ' the 

a r b i t r a t o r renders a decision as provided below. 

(2) (b) (2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s elect i n order of r o t a t i o n one of the three 

perraanent hearing panel raerabers who are chosen as 

f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

raerabers must be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should- any raeraber of the panel resign or be removed 

upon mutual agreement of the p a r t i e s during the l i f e 

of t h i s Agreemient, the p a r t i e s w i l l meet t o reach 

agreement on new panel meraber who raust be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreeraent can be reached, 

the Eraployer w i l l request a panel of seven (7) 

a r b i t r a t o r s from F'MCS, a l l ĉ f whom raust be members of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l raeet to s t r i k e naraes frora the l i s t , w i t h 

the Employer s t r i k i n g f i r s t , u n t i l one narae remains, 

which person s h a l l be named to the panel. 
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2© The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or at such other tirae as the p a r t i e s raay 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i r a i t e d t o deterraining i f the Inspector General 

obtained evidence or statements i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the merits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2 (d) The panel raeraber s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject to c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

employee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated for. raore than 72 hours. 

ARTICLE 12 
NO STRIKES/NO LOCKOUT 

Section 12.1 

The Union agrees tha t during the l i f e of t h i s Agreeraent, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i m i t e d t o 
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syrapathy s t r i k e s and s t r i k e s to protect union or third party 

conduct), work stoppages, slowdowns, picketing, delays of work 

of any kind. 

Section 12.2 

The Union agrees that i t w i l l use i t s best efforts to 

prevent any acts forbidden in th i s A r t i c l e and that in the event 

any such acts take place or are engaged in by any eraployee or 

group of eraployees in the Union's bargaining unit, the Union 

further agrees i t w i l l use i t s best efforts to cause an 

iraraediate cessation thereof. I f the Union iraraediately takes a l l 

necessary steps in good fai t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclairaing such action as not called or 

sanctioned by the Union and (b) posting notices in conspicuous 

places which notify involved eraployees that the action was not 

called or sanctioned by the Union, in addition to instructing 

eraployees to iraraediately cease such a c t i v i t y , the Eraployer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 

The Employer raay terrainate the eraployraent of or otherwise 

d i s c i p l i n e any eraployee or eraployees who have been found to have 

engaged in any act forbidden in th i s A r t i c l e . 

Section 12.4 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the terra of t h i s Agreeraent. 
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ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n • f e e s 

frora the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a serai-raonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be ir r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e to the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r to the e x p i r a t i o n of t h i s 

Agreeraent. The' Union s h a l l inderanify, ' defend and hold the 

Eraployer harraless against any and a l l clairas, deraands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by,reason of 

ac t i o n taken or not taken by the Eraployer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3,- and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignraent furnished under any such provisions or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union t o the Eraployer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to ve r i f y union membership and/or authorize 
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voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

The Eraployer s h a l l provide t o the Union w i t h i n t h i r t y (30) 

days narae, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new eraployee h i r e d i n t o the Union's bargaining u n i t . 

Section 13.2 

I t i s further agreed that 30 days after the l a t e r of the 

execution of the Agreeraent or the employee's date of hire, the 

Eraployer s h a l l deduct from the earnings of employees who are not 

merabers of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions to the Union at the same tirae 

that the dues check-off i s reraitted. I t i s understood that the 

araount of deductions frora said non-raeraber bargaining unit 

eraployees w i l l not exceed the regular raonthly union dues and 

represents the eraployee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract adrainistration and pursuing raatters 

affecting wages, hours and other conditions of eraployraent. 

Section 13.3 

Nothing in this Agreeraent s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the rights of non-association of eraployees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are members. 

Section 13.4 
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Each erap'loyee who on t.he e f f e c t i v e date of t h i s Agreeraent 

i s a raeraber of the Union, and each eraployee who becomes a raeraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of eraployraent, raaintain 

his/her merabership i n the Union during the terra of t h i s 

Agreeraent. 

Any present eraployee who i s not a raeraber of the Union 

s h a l l , as a c o n d i t i o n of eraployraent, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n . 

A l l eraployees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not made a p p l i c a t i o n f o r merabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and c o n t r a c t i o n a d r a i n i s t r a t i o n 

and pursuing raatters a f f e c t i n g wages, hours and other conditions 

of eraployment. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Eraployer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Eraployer raakes any s u b s t a n t i a l change i n j o b -

duties i t w i l l discuss such changes with the Union p r i o r 

t h e r e t o . I f the Employer changes a job t i t l e without 

s u b s t a n t i a l l y changing the duties of the job, the Union w i l l 



retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not perraanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the rautual 

agreeraent of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y perforraed by 

eraployees who are represented by the Union s h a l l continue t o be 

perforraed by said employees, except where non-unit eraployees 

have i n the past performed u n i t work, or i n eraergencies, t o 

t r a i n or i n s t r u c t eraployees, t o do layout, deraonstration, 

experiraental, or t e s t i n g d u t i e s , t o do t r o u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where eraployees 

do not report t o work because of vacations, or other absences or 

tardi n e s s , or f o r personal reasons during the course of the day, 

or because a l l of the eraployees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o coraplete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not perforra 

the work of said eraployees. For exaraple, i f a H o i s t i n g Engineer 

i s on vacation, a pluraber s h a l l not be assigned as a replaceraent 

H o i s t i n g Engineer. The Eraployer s h a l l not a r b i t r a r i l y extend the 

period of any eraergency beyond the need f o r t h a t eraergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not . be a v i o l a t i o n of t h i s Agreeraent i f the f o l l o w i n g 

functions are perforraed by raerabers of manageraent, regardless of 

whether they are also perforraed by the ba.rgaining u n i t : (a) crew 

assignraent and scheduling; (b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; 

(d) ordering of equipment and materials frora vendors. Nothing 
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herein s h a l l deprive raerabers of the bargaining unit of the right 

to perforra h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit eraployee for the purpose of 

replacing that person with a raeraber of raanageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance clairaing t h a t 

the Employer has v i o l a t e d the terms of t h i s Agreeraent by 

assigning c e r t a i n work to C i t y employees represented by another 

union, or where the Employer receives a grievance frora another 

union p r o t e s t i n g the assignraent of work t o eraployees covered 

under t h i s Agreeraent, the Eraployer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

I n the event t h i s dispute reraains unresolved and i s 

subraitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Eraployer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y to p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n • dispute, and i f , ' i n t h a t event, the other 

a f f e c t e d union (s) s h a l l pursue a claim against the Emiployer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union., the provisions of t h i s Section s h a l l apply 
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t o t h a t 'claim as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine t h a t the Employer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreeraent, 

thereby r e q u i r i n g the Eraployer to coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Eraployer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreeraent, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l s e l e c t the a r b i t r a t o r . The Eraployer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignraent 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreeraent and of the c o l l e c t i v e bargaining agreeraent of the 

a f f e c t e d u n i o n ( s ) . No other evidence or- testiraony s h a l l be 

adraitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s to the dispute s h a l l seek 
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review of t h a t award i n any other j u d i c i a l or a d r a i n i s t r a t i v e 

forura. 

Nothing herein s h a l l preclude a l l parties to the dispute 

frora voluntarily resolving i t at any tirae. ' 

Section 14.4 Deferred Compensation 

The Eraployer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g t o deferred corapensation, s h a l l be 

afforded to a l l eraployees of the Eraployer without change during 

the term of t h i s Agreeraent. 

The Employer w i l l make contributions, on a doll a r - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximoim t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the t o t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing their own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s i n the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-
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Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 
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Section 14.5 Rules of Conduct Changes 

When the Eraployer proposed to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

Eraployees to di s c i p l i n e , the Eraployer s h a l l transrait "four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Eraployer w i l l raeet with the Union within twenty (20) calendar 

days of the receipt of the proposals to "receive the Union's 

coraraents. Absent an eraergency, the Eraployer w i l l not impleraent 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Employer. No such changes or additions s h a l l 

be implemented without prior publication and notice to the 

affected Employee. 

Section 14.6 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l working 

environraent f o r eraployees covered by t h i s agreeraent i n c l u d i n g i n 

accordance w i t h applicable f e d e r a l and st a t e occupational safety 

and health laws, and s h a l l raaintain i n good and safe working 

c o n d i t i o n a l l equipraent necessary f o r the safe and proper 

perforraance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t safety 

coraraittee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Eraployer. The purpose of the coraraittee 

s h a l l be to discuss, exaraine and t o raake recora.raendations 

concerning occupational safety and health issues a f f e c t i n g 



eraployees. A l l recoraraendations of the coraraittee w i t h respect t o 

safety and health issues s h a l l be subraitted i n w r i t i n g t o the 

appropriate Departraent Head w i t h a copy to the Union and the 

Di r e c t o r of Labor Relations. The Departraent Head s h a l l proraptly 

issue a w r i t t e n response t o the coraraittee as t o the Department's 

views regarding the comraittee's recoraraendations. 

The p a r t i e s raay decide, frora tirae t o tirae, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Departraent(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d employee(s). The Departraent 

safety personnel w i l l raeet and confer w i t h a r epresentative of 

the a f f e c t e d Union about such issues and report back to the 

Committee on any decisions or recommendations concerning them. 

(c) The j o i n t s a f ety committee s h a l l meet at l e a s t once a 

raonth, or otherwise by mutual agreement. 

(d) The p a r t i e s agree and understand t h a t i f an eraployee i s 

faced w i t h an unsafe working c o n d i t i o n , the employee i s required 

to perform the task i n question unless the eraployee's 

performance of an assigned task presents the strong l i k e l i h o o d 

of s u b j e c t i n g the employee to irarainent danger of ,death or 

serious i n j u r y . I f the eraployee, w i t h no reasonable a l t e r n a t i v e , 

refuses i n good f a i t h to perforra t h a t task and expose hiraself to 

that dangerous c o n d i t i o n , the employee w i i i not be subject to 

d i s c i p l i n e . I n order to avoid d i s c i p l i n e under t h i s paragraph, 

the c o n d i t i o n raust be of such a nature t h a t a reasonable person, 

under the circurastances, would conclude t h a t there i s a r e a l , 

s u b s t a n t i a l , and irarainent danger of death or serious i n j u r y . In 
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addition, the employee raust also have sought frora the Employer, 

and have been unable to obtain, correction of the situation 

before refusing to perforra the task in question. 

Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimum, the following information: 

• Payroll period 

• Payroll Noamber 

• Employee number 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay pe r i o d . To 

ensure the saf e t y and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r m a t i o n . -en—a—raonthly baoio—a—bargaining—unit 

report—ei—current—active—eraployees,—fehe—list—fee—include—eraployee 

narae, address, s o c i a l — s c c u r - i t y — n u r a b c r , t i t l e , pa-y—schedule, 

gradc-7—current—pay—rate,—status,—continuous—sc rvicc—date,—fei-me 

i n t i t l e , — d a t e of b i r t h , — r a c e and sex. 
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The—Eraployor—shall—also—provide—te—fehe—Union—en—a—raonthly 

b a o i o — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t e i — c u r r e n t — a c t i v e 

e r a p l o y e e s — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R o t i r c r a c n t s ; —Career 

Service Reoignationo; Career Service Discharges; Non-Carccr 

Service Terrainations; Leaveo e i Absence; Suspensions; 

Rcinstatcracnts;—Reappointracnto;—Transfers—(change—ei—departraent ^ 

aftd change e i p a y r o l l ) ; Appointracnto (which also includco 

promotions—and demotions);—and Deaths. 

Each—raonth—fehe—Eraployer—will—provide—fee—fehe—Union—fehe 

current—raonth ' o — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d — f e h e — u p d a t e d 

report—frora the previous raonth. 

Section 14.8 Subcontracting 

The Eraployer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or eraployer who 

i s not i n corapliance w i t h the area standards established under 

and pursuant t o the forraula used by the United States Departraent 

of Labor i n adrainistering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r to i t s e f f e c t i v e date. The 

notice s h a l l be i n w r i t i n g and s h a l l contain the narae and 

address of the pa r t y who w i l l perforra the work, a d e s c r i p t i o n of 

the work to be perforraed and any .other relevant data t o enable 

the Union t o determine compliance w i t h t h i s Section. In the 

event such party i s deterrained not t o be i n compliance w i t h the 

said area standards, the Employer s h a l l w i t h h old payouts and 

s h a l l not contract or subcontract f u r t h e r w i t h any such party 
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u n t i l the Union and the Eraployer receive a w r i t t e n and 

enforceable assurance of corapliance. 

In the event t h a t the Eraployer determines t o subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by - the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Departraent, or other departraents, as the case raay 

be, i n . t h a t order, provided the l a i d o f f eraployees have the then 

present a b i l i t y t o perforra the required work without f u r t h e r 

t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 

reasonable araount of o r i e n t a t i o n t o allow hira or her t o perforra 

the work. 

Pr i o r t o sub-contracting of bargaining u n i t . work, the 

Eraployer, the Union, and the proposed sub-contractor s h a l l raeet 

to discuss the eraployment of eraployees subject t o l a y o f f . During 

t h a t raeeting the Employer w i l l request and urge t h a t the sub

cont r a c t o r h i r e l a i d o f f employees. 
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Section 14.9 Acting i n a Higher Rated Job 
Section 14.9 Out of Grade Pay 

An eraployee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perforra s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such tirae frora the f i r s t 

day of the assignraent. The Eraployer agrees t h a t i t w i l l raake 

such assignraents f o r not less than an eraployee's f u l l work day. 

Such payraent s h a l l be raade on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payraent was earned. 

The tirae l i m i t s for such individual assignments to acting into 

higher-rated jobs s h a l l not exceed one hundred eighty (180) days 

bo ninety—f-W^—days, except where a regular incurabent i s on 

leave of absence, in which case the tirae lirait for acting into 

such position may not exceed one (1) year be oix—(-6-)—raonths and 

no individual employee can act into that position fbr more than 

n i n e t y (90) days. The tirae l i m i t s raay be extended by rautual 

agreeraent of the parties. I f the one hundred eighty (180) day 

time l i m i t i s extended to one year due to a regular incoimbent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than n i n e t y (90) days per employee. To the extent the 

Eraployer continues to require the perforraance of the duties of 
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the higher-rated job beyond the tirae liraits set forth herein, 

the assignment position s h a l l be treated as a "perraanent 

vacancy" within the meaning of Section 14.10 of thi s Agreeraent—' 

and the employer s h a l l be subject to the applicable posting and 

f i l l the job as a "permanent vacancy" soibject to the applicable 

provisions of that Section. 

Section 14.10 

The agreeraent between the eraployer and the Union f o r an 

"Apprenticeship Program" as set f o r t h i n Appendix C, i s appended 

to and raade a part of t h i s Agreeraent. 
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Section 14.11 Automobile Reimbursement 

Eraployees who are required by the Eraployer t o use t h e i r own 

autoraobiles i n the perforraance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a maxiraura of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreeraent, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraura reiraburseraent w i l l 

increase t o $350.00 per raonth. E f f e c t i v e February 1, 2008, the 

raaxiraura reiraburseraent w i l l increase t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the maxiraura reiraburseraent w i l l 

increase t o $550.00 per raonth. Thereafter, the raaxiraum 

reiraburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consuraer Price Index f o r A l l Urban Consuraers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increraent. Eraployees seeking mileage reimburseraent 

raust subrait t h a t request on a forra provided by- the Eraployer. 

Payment f o r mileage expenses w i l l be raade on a monthly basis. I n 

the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l irapleraent f o r any group of eraployees an autoraobile expense 

reiraburseraent prograra which i s raore favorable t o eraployees than 

the p r o visions of t h i s paragraph, upon not i c e frora the Union, 

the Eraployer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new prograra t o eraployees 

covered by t h i s Agreeraent. 
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Upon request by e i t h e r p a r t y raade no e a r l i e r than January 

1, 2010, the p a r t i e s s h a l l meet to discuss any proposed changes 

to t h i s Section 14.10. 

Section 14.12 Changing Machines During a S h i f t 

The f o l l o w i n g s h a l l be the raaxiraum changes an eraployee 

s h a l l raake during a s h i f t : Machine A t o Machine B, back t o 

Machine A plus one other raachine.'" I f the ra t e a p p l i c a b l e t o one 

machine i s higher than t h a t of another, the higher rate s h a l l 

apply t o and be paid f o r the f u l l s h i f t . The aforementioned 

change s h a l l apply to a l l one, two and three s h i f t operations, 

r e s p e c t i v e l y . 

I n i n t e r p r e t i n g and applying t h i s A r t i c l e , i t i s understood 

and agreed t h a t the language t h e r e i n i s not i n any way t o be 

i n t e r p r e t e d as a l i r a i t a t i o n on the araount of work any eraployee 

i s r equired t o do, but only as a l i r a i t a t i o n on the number of 

machines such eraployee can be required to operate or service on 

one s h i f t . 

Section 14.13 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. ' 
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I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's p h y s i c i a n 

c e r t i f i e d t h a t the employee i s f i t f o r duty, the employee may 

e l e c t or Employer may r e q u i r e the employee, a t the Employer's 

sole expense, t o be soibject t o an independent medical 

examination ("IME") t o determine i f the employee i s f i t f o r 

duty. The Union s h a l l s e l e c t an examining independent p h y s i c i a n 

who w i l l conduct the IME from a l i s t of a t l e a s t three 

physicians w i t h the appropriate medical s p e c i a l t y who have 

su c c e s s f u l l y completed the C i t y ' s procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and b i n d i n g . 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order t o permit access t o a l l medical records 

r e l a t e d t o his/her c o n d i t i o n , and the C i t y s h a l l agree t o secure 

and maintain the c o n f i d e n t i a l nature of a l l medical records 

obtained through the process. 

ARTICLE 15 . 
LAYOFFS AND RECALL 

Section 15.1 

Probationary eraployees w i t h less than ninety (90) days of 

service s h a l l be terrainated p r i o r t o the l a y o f f of career 

service eraployees. Probationary eraployees w i t h rapre than 90 

days of service s h a l l be l a i d o f f f i r s t . Thereafter, the le a s t 
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senior employee i n the a f f e c t e d job c l a s s i f i c a t i o n i n the 

departraent s h a l l be l a i d o f f f i r s t , provided the a b i l i t y , 

q u a l i f i c a t i o n s to perform the required work, and the employee's 

job performance are equal araong the other employees i n the job, 

i n the department. For purposes of t h i s Section only, the Bureau 

of E l e c t r i c i t y s h a l l be considered as a separate and d i s t i n c t 

departraent frora the Departraent of Streets and S a n i t a t i o n f o r a l l 

eraployees h i r e d p r i o r to the r a t i f i c a t i o n of t h i s Agreeraent. 

" S e n i o r i t y " s h a l l mean, f o r purposes of t h i s Section, the 

employee's service i n the job t i t l e ( t i r a e - i n - t i t l e ) on a c i t y -

wide basis. 

A l a i d - o f f eraployee raay displace (burap) the l e a s t senior 

eraployee, i f any, i n the raost recent lower job t i t l e the 

eraployee t o be l a i d o f f has held i n the department provided the 

employee t o be l a i d o f f has the then present a b i l i t y to perforra 

the job t o the Eraployer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Eraployees s h a l l be r e c a l l e d i n the reverse order they were l a i d 

o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

In the event any ef—fehe provisione of th i s Agreeraent s h a l l 

be or becorae inva l i d or unenforceable by reason of any f i n a l and 

binding court decision, as well as any Federal or State Law or 

.Local Ordinance now existing or hereinafter enacted, such 

i n v a l i d i t y or unenforceability sha.1.1 not affect the reraainder of 

the provisions hereof, which s h a l l remain in f u l l force and 
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e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n s h a l l be soibject 

to r e - n e g o t i a t i o n by the Pa r t i e s w i t h i n a reasonable p e r i o d of 

time . i h e — p a r t i e s agree—fee—raeet—aftd—adopt—revised—provisions 

which would be i n conforraity w i t h the law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Employer i n w r i t i n g , of the names 

of the Stewards i n each departraent or area agreed upon w i t h the 

Eraployer and s h a l l n o t i f y the Eraployer proraptly pf any changes. 

Stewards w i l l be perraitted t o handle and process grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonabie period of tirae, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors i n advance of t h e i r i n t e n t i o n 

to handle and process grievances. Supervisors raay not 

unreasonably w i t h h o l d permission t o the stewards t o engage i n 

such a c t i v i t i e s . 

Employees a c t i n g as Union Stewards s h a l l not be 

discr i r a i n a t e d against nor be t r a n s f e r r e d frora t h e i r job 

c l a s s i f i c a t i o n s or departraents because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union stewards frora t h e i r 

job c l a s s i f i c a t i o n s or departraents, other than i n an eraergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 

Section 17.2 Union Rights 
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The Union s h a l l have the right and responsibility to 

represent the interests of a l l employees in the Unit, to present 

i t s views to the City on matters of concern, either or a l l y or in 

writing, and to consult and be consulted with, in respect to the 

forraulation, developraent and iraplementation of po l i c i e s and 

prograras affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be perraitted 

during normal working hours, t o enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not t o i n t e r f e r e w i t h norraal operations. The 

Eraployer raay be able t o change or set rules of access, provided 

t h a t any change i n current p r a c t i c e s must be reasonable and 

subject t o the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services t o i t s c i t i z e n s i n a safe and econoraic raanner. The 

p a r t i e s t o t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

^ a l l of which creates 'an undue burden on the persons which the 

Ci t y and the employees under t h i s Agreement serve. Furthermore, 
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the economic cost of p r o v i d i n g health care services t o employees 

who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 

The Eraployer and the Union raaintain a strong coraraitraent t o 

p r o t e c t people and property, and t o provide a safe working 

environment. To t h i s end, the employer has also established i t s 

c o n f i d e n t i a l Eraployee Assistance Prograra f o r eraployees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreement urge eraployees who have such 

probleras t o u t i l i z e the Program's services. 

To raaintain a workplace which provides a safe and health 

work environraent for a l l eraployees, the following drug and 

alcohol program i s also established. 

Section 18.2 Definitions 

(a) Alcohol: E t h y l alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

eraployee on the job or the preraises of the Eraployer. 

(c) Eraployer Preraises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Employer as job s i t e s or work 

lo c a t i o n s and over Which the Employer has a u t h o r i t y as eraployer. 

(d) Employee: a l l persons covered by t h i s Agreement. 
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(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage t o 

property to which an eraployee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

eraployee, i n c l u d i n g but not l i r a i t e d to noticeable irabalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or physical irapairraent due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body coraponent 

saraple, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e raanner, f o r the purpose of i d e n t i f y i n g , 

raeasuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any raetabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l eraployees raust report t o work i n a physical 

c o n d i t i o n t h a t w i l l enable thera to perforra t h e i r jobs i n a safe 

raanner. Further, eraployees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d iteras or substances on or at the Eraployer's 

premises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an employee i s under the in f l u e n c e of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t to subject t h a t employee to a 
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drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

employee may be placed on a d r a i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the employee s h a l l be r e i n s t a t e d . In a l l other cases, the 

Employer w i l l terrainate a l l eraplo.yees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs or 
alcohol while on duty and on the Eraployer's 
preraises; 

( i v ) are found i n possession of a l c o h o l , drugs or 
drug paraphernalia, or are found s e l l i n g or 
d i s t r i b u t i n g drugs or drug paraphernalia, on 
the Eraployer's premises. 

(c) A l l adverse eraployraent a c t i o n taken against an 

eraployee under t h i s program s h a l l be subject t o the grievance 

and a r b i t r a t i o n procedures of t h i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer • raay require drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t raay be administered i n the event t h a t two 
supervisors have reasonable cause to believe t h a t 
an employee has reported t o work under the 
i n f l u e n c e of or i s at work-under the i n f l u e n c e of 
drugs or a l c o h o l . 

( i i ) a t e s t may be required i f an employee i s involved 
i n a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t raay be required as part of a follow-up t o 
counseling or r e h a b i l i t a t i o n f o r substance abuse 
f o r up t o a one year period. 
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(b) Employees to be test e d w i l l be required t o sign a 

consent form and chain of custody form, assuring proper 

documentation and accuracy. I f an employee refuses t o sign a 

consent form a u t h o r i z i n g the t e s t , he or s h e l l w i l l be subject 

to t e r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l -, be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and may consist of e i t h e r blood or urin e t e s t s , or both. 

The Employer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conform t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g programs, dated A p r i l 11, 1988 and as may 

be araended h e r e a f t e r by the relevant agency of the Departraent of 

Health and Huraan Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set fo.rth i n the NIDA 

guidelines (and as they raay be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively- e s t a b l i s h t h a t the te s t e d 

employee was under the infl u e n c e of drugs. 

( f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presumptively e s t a b l i s h t h a t the tested 

employee was under the infl u e n c e of alcohol. 
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(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Eraployer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Comraissioner of Personnel or h i s designee i n the raanner to be 

prescribed by the Coraraissioner. The a p p l i c a n t or incurabent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Coramissioner w i l l inforra the a p p l i c a b l e departraent head of any 

eraployee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood saraples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 

r e t e s t e d by the sarae or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Coraraissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said saraple t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t saraple, or t o preserve such saraple, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the reraoval frora 

e l i g i b i l i t y of an a p p l i c a n t or personnel a c t i o n , i n c l u d i n g 

discharge, of any eraployee. , 

( j ) No l a b o r a t o r y re p o r t or t e s t r e s u l t s s h a l l appear i n 

the incurabent's personnel f i l e unless they are part of a 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

special locked f i l e raaintained by the Coraraissioner of Personnel, 
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except as such discl o s u r e may be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Eraployees are encouraged t o seek help f o r a drug or alcohol 

problera before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y raatter and 

raay p a r t i c i p a t e i f they wish i n the vol u n t a r y Eraployee 

Assistance Prograra. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i r a i t a t i o n , the Chicago 

Public Schools ,J"CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

and t r a i n i n g programs and t o provide expanded post-

apprenticeship and t r a i n i n g eraployment o p p o r t u n i t i e s f o r such 

graduates. In conjunction w i t h the execution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreement wit h the C i t y of 

Chicago, the Parties s h a l l enter i n t o a supplemental memorandum 

of understanding regarding the s t r u c t u r e , irapleraentation. 
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raonitoring and enforcement of t h i s I n i t i a t i v e . Said raeraorandura 

s h a l l ,be attached to t h i s Agreement as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coramitraent by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or forraer students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 
n 

each year of t h i s Agreeraent. 

b. A coraraitraent by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g prograras. I n p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public School's, C i t y 

Colleges of Chicago and External Contractors to p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and to expand post-

apprenticeship and t r a i n i n g eraployraent o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 
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appropriate steps to f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and suppleraental meraorandum attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terras of t h i s Agreeraent s h a l l be subject • t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance forra. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t from said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew - i t s e l f from year to 

year unless at l e a s t 60 days and not more than 120 days p r i o r to 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e t o the other by C e r t i f i e d Mail, r e t u r n r e c e i p t 

requested, of a desire t o araend, add t o , subtract frora, or 

terminate t h i s Agreement. 

In the event such not i c e of a desire t o amend, add to, or 

subtract from the terms of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreeraent before the 30th day of June 

follc"5wing the date on which no t i c e h..i.s Agreeraent 

s h a l l expire on such 30th day of June unless bc:!th p a r t i e s agree 
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t o extend t h i s Agreeraent. The notices r e f e r r e d t o s h a l l be 

considered t o have been given as of the date shown on the 

postraark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of no t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreement c o n s t i t u t e s the e n t i r e c ontract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h 

respect to a l l matters subject t o c o l l e c t i v e bargaining. The 

Eraployer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 

r e f e r r e d to herein, and even though such raatter raay not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

time t h i s Agreement was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

volun t a r y unpaid tirae o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the te.rra of t h i s 

agreeraent, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

employees covered by t h i s Agreement. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreement s h a l l be e f f e c t i v e frora the date upon which 

i t i s r a t i f i e c i by the C i t y Council of the C i t y of Chicago, but 
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no e a r l i e r than July 1, 2007 2017, and s h a l l reraain in effect 

through 11:59 p.ra. on June 30, 5̂ -i7- 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the applic a b l e l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care program raandating s i g n i f i c a n t changes 

i n h e a l t h insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 

2. The lack of achieveraent of h e a l t h care cost 

containraent as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishment and a d m i n i s t r a t i o n 

of the Labor-Management Cooperation Committee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as raeasured by a 

project e d increase of costs f o r any 

i n d i v i d u a l plan of no raore than 8% i n Fiscal 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared to health care costs i n F i s c a l 
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Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as stat e d i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase frora exceeding 8% as measured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as s t a t e d ' i n subsections (a) and (b) above 

by .the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y may e l e c t t o reopen ne g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Coraposition of the LMCC; 

Funding of the LMCC. 

providod,—however,—each—party—reserves—t-he—right—fee—reopen—thio 

Agreemient—in—order t o — n e g o t i a t e — t h e — H e a l t h — P l a n — s e i — f e r t h — i n 
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Article—9—ne—later—than—June—3-0-7—2011—and—June—3-0-7—2015,—er—ift 

fel^e—event—fehe—City—ei—Chicago—ie—avjordcd—fehe—2016—01 ymp i c—Caracs, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of this 

Agreement, and the City agrees, for the term of this Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

either party- to this Agreeraent has t h i r t y (30) days to notify 

the other party of i t s intent to reopen thi s Agreeraent in order 

to negotiate the Health Plan set forth in A r t i c l e 9. Should 

either party elect to reopen negotiations pursuant to this 

provision, i t s h a l l subrait written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreement on' the A r t i c l e . I f the parties f a i l to reach 

agreeraent at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreeraent. 

Non-Prevailing Wago Rato Reopener 

Four^Year: Thio—Agreeraent—m a y—be—reopened—fee—further 

n e g o t i a t e — t h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — t h e — s e c o n d 

f i v e year—fee«R (07/01/2012 fee—06/30/2017) u n d e r — A r t i c l e 4-r 

Section 4.4, i f t — f e h e — e v e n t t h a t (-a-) fehe—City—notifies the 

C o a l i t i on—that—ii—ha-s—net—reached—a—successor—ag^-eeracnt—fee—a 

thon—eurrre-nfe—four-year—agreeraent—expiring—en—June—3-0-7 2 011 
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regarding an across-the-board—percentage increase f e r other 

unionizod—eraployees—ift^—non-prevailing—w a g e—rate—classifications 

defined i n tho—"Mc Too Clause" by March 31,—2012; or— { h ^—fehe 

C o a l i t i o n — n o t i f i e s — f e h e — C i t y of—ifee—intent—t-e—terrainate—fehe—^^^4e 

Too Clause" by March 31, 2012. 

Five-Year: Thio—Agrcoracnt—mey—be r e o p e n e d — t - e — f u r t h e r 

negotiate—fehe—hon-prcvailing—wage—rates—governing—fehe—oecond 

f i v e - y e a r fee^^R (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4.4, i n — t h e — e v e n t — t h a t (-a-) fehe—City—notifies—t^ 

C o a l i t i o n — t h a t — i f e — h e s — n e t — r e a c h e d — a — s u c c c s o o r — a g r e e m e n t — t o a 

t h e n — c u r r e n t — f i v e - y e a r — a g r e e m e n t — e x p i r i n g — e n — J u n e — 2 0 - , 2012 

re g a r d i n g — a f t — a c r o o o — t h c - b o a r d — p e r c e n t a g e — i n c r e a s e f e ^ — o t h e r 

u n i o n i z e d — e r a p l o y e e s — i f t — n o n - p r o v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined' i n the "Me Too Clause" by October 31,—2012;—er—fb^—fehe 

C o a l i t i o n — n o t i f i e s — f e h e — C i t y of—ifes—intent—fee—terrainate—t^^e—^^Me 

Too Clauoc" by October 31, 2012. 

ii—any—efte—ef—fehe—foregoing—events—occurs,—either—party—fee 

t h i o Agreeraent has t h i r t y — f ^ ^ ^ — d a y s t o n o t i f y the other p a r t y of 

it-s—intent—fee—reopen—thio—Agrcoracnt—in—order—fee—negotiate—fehe 

non-prevailing—wage—rates—governing—fehe—occond—five-year—terra 

(07/01/2012 to 06/30/2017)—set f o r t h i n A r t i c l e 4,—Section 4.4. 

S h o u l d — c i t h e r — p a r t y — o l o c t — f e e — r e o p e n — n e g o t i a t i o n s — p u r o u a n t — f e e 

t h i s — p r o v i s i o n , i t — s h a l l — s u b r a i t — v j r i t t c n — n o t i c e — f e e — f e h e — o t h e r 

party—a-nd—fehe—City—shall—net—be—obligated—te—ma kc—fehe—wage 
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adj ustmcnts—s-efe—forth—in—Article—4-7—Section—4.4. Thereafter, 

fehe p a r t i e s — have ninety (-9̂-) days w i t h i n — v j h i c h fee reach 

agreeraent—en^—fehe—Article . i f — f e h e — p a r t i e s f a i l fee—reach 

agreeraent—afe—feh-e—concluoion—ei—that—ninety—(-9^-)—day period,—each 

party rcoervco the right to reopen the entire Agroeraont. 

Other Reopener 

I n the event of an eraergency, cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

p a r t y reserves the r i g h t t o reopen the e n t i r e Agreeraent. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed th i s docuraent as of 

the day of , 2^0m 2018. 

CITY OF CHICAGO I.U.O.E., LOCAL 150 

By: By: 

By: 

By: 

By: 
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EXHIBIT 1 

APPRENTICESHIP AGREEMENT 

This Agreeraent, entered i n t o t h i s day of 1992, 

between the C i t y of Chicago h e r e i n a f t e r r e f e r r e d t o as the 

Eraployer, and the I n t e r n a t i o n a l Union of Operating Engineers 

Local 150. •" 

Whereas the Eraployer and the Union are desirous of e n t e r i n g 

i n t o an agreeraent f o r the eraployraent and t r a i n i n g of Apprentices 

i n conforraity w i t h the standards of the Operating Engineers 

Local 150 Apprenticeship and S k i l l Iraproveraent Prograra, which 

standards are hereby raade a p a r t of the Agreement as i f 

expressly w r i t t e n herein; and t h e r e a f t e r , i n consideration of 

the preraises and of the mutual covenants \herein contained, they 

do hereby and mutually covenant and agree as f o l l o w s : 

That the Eraployer agrees t o employ Apprentices f o r the 

purpose of enabling said Apprentices t o l e a r n and acquire the 

trade or c r a f t of Operating Engineering under the terms and 

conditions contained i n the Apprenticeship Standards attached t o 

t h i s Agreement and made a p a r t thereof. 

That the Union agrees t o an addendum t o the C o l l e c t i v e 

Bargaining Agreeraent w i t h the Eraployer by al l o w i n g the use of 

Apprentices i n accordance w i t h t h i s Agreement w i t h i n the terms 

of the C i t y Agreement, as araended. I n the event of c o n f l i c t the 

terras of t h i s Apprenticeship Agreement s h a l l c o n t r o l . 

Therefore, the following addendum to the Collective 

Bargaining Agreement shall apply: . 
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1. The Employer agrees t o pay $.15 per hour i n t o the 

Operating Engineers Local 150 Apprenticeship Fund and to 

bound by and comply w i t h the terras of said t r u s t . 

2. Payraent s h a l l be 173 hours a month times the number of 

H o i s t i n g Engineers and H o i s t i n g Engineer Apprentices 

employed by the C i t y . 

3. The d u r a t i o n of t h i s agreeraent s h a l l be frora the date 

of execution and t h e r e a f t e r , running concurrently w i t h the 

C o l l e c t i v e Bargaining Agreeraent between the Union and the 

C i t y and any extensions thereof. 

4. The C i t y agrees f u r t h e r t h a t i f the Apprentice 

c o n t r i b u t i o n r a t e increases i n p r i v a t e sector area wide 

n e g o t i a t i o n s , the C i t y s h a l l pay any a d d i t i o n a l sums as 

c a l l e d f o r by the p r i v a t e sector area wide bargaining f o r 

the remainder of t h i s contract and any extensions thereof. 

5. The Employer agrees t h a t they s h a l l s e l e c t the 

Apprentice or Apprentices to be h i r e d frora the e l i g i b i l i t y 

l i s t subraitted t o them by the Apprentice Coordinator except 

t h a t current H o i s t i n g Engineer Apprentices w i t h the C i t y of 

Chicago w i l l be placed at the t h i r d year apprenticeship 

l e v e l and continue to .advance through the Apprenticeship 

Procjram frc^m t h a t p o i n t . The Eraployer f u r t h e r agrees t o 

consider only residents of the C i t y of Chicago fc^r the 

Apprenticeship Prograra and t h a t due consideration w i l l be 

given to A f f i r m a t i v e Action i n f i l l i n g these posit.ions. 
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6. A l l applicants f o r apprenticeship s h a l l meet a l l the 

prescribed standards required by the Trust Agreeraent and 

s h a l l have equal o p p o r t u n i t y . 

7. The nuraber of Apprentices t o be eraployed by the C i t y 

s h a l l not at any tirae exceed a 1 t o 6 r a t i o w i t h Journeyraen 

unless rautually agreed t o by the Union and the C i t y . 

8. The Employer acknowledges t h a t the h i r i n g of 

Apprentices s h a l l not cause a l a y o f f of H o i s t i n g Engineers 

working f o r the C i t y of Chicago, i t being f u r t h e r 

understood t h a t i n case of l a y o f f . Apprentices w i l l be l a i d 

o f f f i r s t and r e h i r e d l a s t . 

9. The term of an Apprentice s h a l l be according t o the 

Trust Agreeraent as adopted. 

10. The regular wage r a t e f o r Apprentices s h a l l be the 

f o l l o w i n g respective percentages of the current wage r a t e 

f o r Journeyraan (Class 1) plus f r i n g e b e n e f i t s as 

irapleraented frora the. date of f i r s t h i r e f o r Ho i s t i n g 

Engineers eraployed by the C i t y of Chicago. 

Percentage of Journeyraen's Rate Tirae Period t o be Paid 

55% F i r s t Year Apprentice 

70% Second Year Apprentice 

75% 1st Half of Thir d Year 

80% 2nd Half of Thir d Year 

85% 1st Half of Fourth Year 

90% 2nd Half of Fourth Year 

The Coo rd j.na t o r - A d r a i n i s t r a t o r of the Apprenticeship and 

S k i l l Iraproveraent Prograra s h a l l issue a report of Credited 
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School Days completed f o r the purpose of e s t a b l i s h i n g the 

Apprentice's wage r a t e , p r o v i d i n g copies t o the 

Apprentice's Eraployer and Coordinator. 

11. Apprentices who successfully coraplete the 

Apprenticeship and S k i l l Iraproveraent Prograra and becorae 

Journeyraen H o i s t i n g Engineers s h a l l not be required t o f i l e 

an a p p l i c a t i o n f o r a p o s i t i o n as a Hoi s t i n g Engineer, but 

w i l l be appointed as Journeyraen H o i s t i n g Engineers w i t h 

f u l l Career Service status as vacancies and funds permit or 

s h a i l be placed on the r e c a l l l i s t and s h a l l be h i r e d 

f o l l o w i n g any pr e v i o u s l y l a i d o f f H o i s t i n g Engineers. 

12. . I t i s agreed t h a t Apprentices raay not work alone 

except i n the case of a t h i r d year Apprentice who s h a l l be 

supervised by a Journeyman H o i s t i n g Engineer. 

In witness Whereof the p a r t i e s hereunto set t h e i r 

hands and seals: 

Local 150 of International City of Chicago 
Operating Engineers Union 

William E. Dugan 
President-Business Manager 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and T r a i n i n g Prograra I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Manageraent Cooperation Coraraittee established 

under A r t i c l e 9 t o explore and recoramend the consideration of 

such o p p o r t u n i t i e s t c the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i r a i t e d t o : 

a. A raulti-project labor agreeraent. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o n t r actors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the raaxiraura nuraber of apprentices on the p r o j e c t as 

perraitted under the terras and conditions of t h e i r respective 

c o l l e c t i v e bargaining' agreeraent(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors perforraing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship prograra r e g i s t e r e d w i t h 
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the U.S. Departraent of Labor's Bureau of Apprenticeship and 

T r a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The C i t y and C o a l i t i o n agree t o d i r e c t the • LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive h e a l t h care raodel and w i l l r e s u l t i n 

design improveraents, cost containraent or savings, i n c l u d i n g but 

not l i r a i t e d t o the f o l l o w i n g areas: 

Expanded Disease Manageraent Program 

HRA and Bio-raetric Screening 

Health Fairs 

Weight Manageraent Prograra 

Imaging Review Service 

Li f e t i r a e Maxiraura 

Subscriber Share f o r Hospital B i l l s and Co-insurance 

Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 
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• Coraprehensive Coraraunication and Out reach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

SEASONAL EMPLOYMENT - "EQUAL DIGNITY" 

Agree to the following in a Side Letter td t h i s Agreeraent: 

Effective upon r a t i f i c a t i o n , in the event'the Eraployer iraposes a 

uniforra d i s c i p l i n a r y suspension on a l l raembers of a crew 

(including both career service and seasonal eraployees) for a 

d i s c i p l i n a r y infraction(s) coraraitted by that crew, and the 

Eraployer subsequently reduces the suspension iraposed on the 

career service raerabers of the crew to a lower, uniforra leve l of 

d i s c i p l i n e , and where the seasonal employee member(s) of the 

crew i s not raore culpable than the career service employees 

whose d i s c i p l i n e was reduced, considering any prior relevant 

d i s c i p l i n e , then the Employer s h a l l reduce the d i s c i p l i n e 

imposed on the seasonal eraployee (s) to the sarae araount as 

iraposed on the career service eraployee crew members. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Meraorandura of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o araending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreeraent by the Unions t o waive sorae or a l l of the raonetary 

raake whole reraedies d i r e c t e d by the A r b i t r a t o r i n his Award. 

Although the C i t y i s w i l l i n g t o araend Section 3(a) as requested 

by the Unions i n order to conclude neg o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreeraent w i t h the C i t y to waive 

sorae or a l l of the raonetary raake whole reraedies. U n t i l such an 

agreeraent i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be ob l i g a t e d t o irapleraent the raonetary raake whole 
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reraedies i n the Award. In a d d i t i o n , i f such an agreeraent i s not 

reached by Deceraber 1, 2007, the p a r t i e s ' s h a l l subrait the issues 

of the Unions' proposed araendraent t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f frora the raonetary raake whole reraedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

INTERNATIONAL UNION OF ELEVATOR CONSTRUCTORS 

LOCAL NO. 2 

AGREEMENT 

This Agreeraent i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporatioh ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and the I n t e r n a t i o n a l Union of Elevator 

Constructors, Local No. 2 ( h e r e i n a f t e r c a l l e d '-"the Union"), f o r 

the purpose of e s t a b l i s h i n g , through the process of c o l l e c t i v e 

bargaining c e r t a i n p r o v i s i o n s covering wages, and other terms 

and conditions of eraployraent f o r the eraployees represented by 

the Union. 

In r e c o g n i t i o n of the above, the Eraployer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Elevator Inspector 

Ass i s t a n t Chief Elevator Inspector 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

eraployees w i t h respect t o rates of pay, wages, hours and other 

terras and conditions of employment. The terra "eraployee" as used 

herein, r e f e r s to the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d to the contrary. 
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ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes that c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Employer, except only as they may be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreeraent. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the raanageraent of the 

Eraployer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or raaterial changes i n 

duties or o r g a n i z a t i o n of the Eraployer's operations, or other 

econoraic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

proraote, deraote, or r e c a l l ; t o make and' enforce reasonable r u l e s 

and r e g u l a t i o n s , t o raaintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o deterraine the services, processes, and 

extent of the Eraployer's operation, the types and q u a n t i t i e s of 

raachinery, equipment and mat e r i a l s to be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i r a i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t to determine the nuraber of eraployees and how they 

s h a l l be eraployed, and the q u a l i t y and q u a n t i t y of workraanship 

and work required t o insure maximum e f f i c i e n c y of operations; to 

e s t a b l i s h and enforce f a i r production standards; - and t o 
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deterraine the size, number and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the pr o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreeraent. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Eraployer to 

insure equal eraployraent opportunities as "required by law in a l l 

aspects of the Eraployer's personnel p o l i c i e s , and nothing in 

this Agreeraent s h a l l be interpreted to cause a negative effect 

on said efforts. I t i s understood and agreed that th i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect 

a f f e c t the seniority provisions of t h i s Agreement. 

Section 3.2 No Discrimination 

Neither the Employer nor the Union s h a l l discriminate 

against any employee' covered by th i s Agreeraent in a raanner which 

would violate any applicable, laws because of race, color, 

religion, national origin, age, se'x, raarital status, raental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievance of Alleged Violation 

Grievances by eraployees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

t h i s Agreeraent, but s h a l l not be subject to a r b i t r a t i o n unless 

rautually agreed by the p a r t i e s . 
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Section 3.4 Reasonable Accommodation 

In the event 'the Eraployer s h a l l be required t o raake a 

reasonable accoraraodation under the Araericans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incurabent 

eraployee t h a t raay be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreeraent, the Eraployer s h a l l b r i n g t h i s raatter t o 

the a t t e n t i o n of the union. The prov i s i o n s of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreeraent and the employee's r i g h t s under t h i s Agreement, 

provided t h a t no incurabent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

Effective July 1, 20-0-7-17, eraployees covered by th i s 

Agreement s h a l l continue to" receive the hourly rate being paid 

to crafts or job c l a s s i f i c a t i o n s doing sirailar kinds of work in 

Cook County pursuant to the forraula currently used by the United 

States Departraent of Labor in adrainistering the Davis-Bacon Act 

as i s currently being paid to said eraployees as set forth in 

Appendix A appended to and raade a part of this Agreeraent. 

Section 4.2 Prevailing Rate Adjustments 

Effective on July 1 of each year of this Agreeraent 

beginning in 20-0-17, through the period ending June 30, 20h2-22, 

2454991.4 



the wage ra t e r e f e r r e d t o i n the imraediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid to c r a f t s or job c l a s s i f i c a t i o n s doing 

s i r a i l a r work in^ Cook County pursuant to the forraula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreeraent are established at an e f f e c t i v e date l a t e r than 

July 1, then such r a t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Eraployer' adjust said 

wage rates raore than one tirae i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—Firot—Five-
Yoaro of thio Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustraents below f o r a l l eraployees who are i n non- p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

• Effective 07/01/2007 1% 01/01/2018 - 2.00% 

• Effective 01/01/2008 2.25°o 01/01/2019 - 2.25% 

Year 2: 

• Effective 01/01/2009 2% 01/01/2020 - 2.00% 

Year 3: 

• Effective 01/01/2010 2^ 01/01/2021 . - 2.25% 

Year 4: 
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• Effective 01/01/2011 3 . 25°o 01/01/2022 - 2.00% 

Year 5-h 

• — E f f e c t i v e 01/01/2012 3^r^ 

Section—4-r4 Non-Prevailing—Wage—Rates—Governing—Second—Five-

Yoar Torm (07/01/2012 to 06/30/2017) 

E f f e c t i v e — t h e — f o l l o w i n g — d a t e s , — t h e — C i t y — w i l l — r a a kc—the—wage 

adj uotracnts—below—f-er— a H—craploycos—whe—ar^—in—non-prevailing 

r a t e — c l a s s i f i c a t i o n s — a n d who—ar^e—either on—the—payroll—as "of—the 

c f f c c t i v c date—or o n — l a y - o f f w i t h r e c a l l — r i g h t o : 

Year 6f-

•—Effective 01/01/2013 2^ 

Year 7: 

•—Effective 01/01/2014 2^ 

Year 8: 

• — E f f e c t i v e 01/01/2015 •—2% 

Year 9: 

•—Effective 01/01/2016 2% 

Year 10: 

•—Effective 01/01/2017 2% 

"Me Too" Clause: I f a raajority of C i t y unionized employees 

i n n on-prevailing wage ra t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the- increase set f o r t h above i n 

any such year, eraployees i n non-prevai]ing r a t e c l a s s i f i c a t i o n s 
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covered by t h i s Agreeraent s h a l l have t h e i r wage adjustraent set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i r a i l a r l y , i f a raajority of C i t y unionized 

eraployees i n non-prevailing wage r a t e c l a s s i f i c a t i o n s * * receive 

a lurap sum payment i n any contract year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the same lurap sura payraent i n any such year. The p a r t i e s 

agree t o confer regarding the t i r a i n g , araount and irapleraentation 

of any wage adjustraent or lurap sura payraent under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Department 

and uniforraed raerabers of the Chicago Fire Departraent. 

Section 4.5 Retroactivity 

The increases set f o r t h i n A r t i c l e 4, Sections 4.1 and 4.3, 

are payable t o a f f e c t e d eraployees who, as of August—2r-,—2007 the 

date of f i n a l r a t i f i c a t i o n o f t h i s Agreement by the C i t y 

Council, are e i t h e r on the p a y r o l l , or are on approved leave, or 

are on l a y o f f w i t h r e c a l l r i g h t s , or are seasonal eraployees who 

are e l i g i b l e f o r r e h i r e , or are former eraployees who r e t i r e d 

e f f e c t i v e between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the C i t y Council, i n c l u s i v e . 

Section 4.6 Out of Grade Pay 
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An employee who i s d i r e c t e d t o and does perforra 

s u b s t a n t i a l l y a l l of the duties and r e s p o n s i b i l i t i e s of a higher 

rated job w i t h i n the bargaining u n i t s h a l l be paid at the higher 

r a t e or c l a s s i f i c a t i o n consistent w i t h h is own tenure f o r a l l 

such time from the f i r s t day of the assignraent. The Eraployer 

agrees t h a t i t w i l l raake such assignments f o r not less than an 

eraployee's f u l l work day. Such payraent s h a l l be made on the 

next regular pay day, or as soon t h e r e a f t e r as i s possible, 'but 

i n no event l a t e r than the pay period f o l l o w i n g the pay period 

i n which the payraent was earned. 

i h e — t i r a e — l i r a i t s — f e r — o u c h — i n d i v i d u a l — a s s i g n r a e n t s — t e — h i g h e r -

r a t e d — j o b s — s h a l l — b e — n i n e t y — ( 90) ' days,—except—where—a—regular 

in c u r a b e n t — i e — e n — l e a v e — e f — a b s e n c e , — i n — w h i c h — c a s e — t h e — t i r a e — l i r a i t 

shall—be—six—(-6-)—raonths : The—tirae—liraits—m a y—be—extended—by 

rautual—agreeraent—ef—the—parties . Te—the—extent—the—Employer 

continues — t e — r e q u i r e — t r h e — p e r f o r m a n c e — e f — t h e — d u t i e s — e f ^ — t h e 

h i g h e r - r a t e d — j - e b — b e y o n d — t h e — t i r a e — l i r a i t s — s e t — f o r t h — h e r e i n , — t h e 

assignraent—shall—be—treated— a s—a—"permanent—vacancy"—within— t h e 

moaning—e^—Section—14.10—ef—this—Agreement,—and—shall—be—posted 

f o r b i d i n accordance w i t h the terras o f — t h a t Section. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days, except where a regular 

incumbent i s on leave of cibsence, i n which case the time l i m i t 

for acting into such position may not exceed one (1) year, and 

no individual employee can act up into that position for more 

than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the parties. I f the one hundred eighty (180) day 
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l i m i t i s extended to one (1) year due to a regular incumbent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein, 

the position s h a l l be treated as a "permanent vacancy" within 

the' meaning of Section - of th i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" subject to 

the applicable provisions of that Section. 

Section 4.7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o eraployees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtirae or 

preraiura pay s h a l l be paid t o eraployees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e araount of the 

a r b i t r a t o r ' s fee. 

(b) In the event an eraployee's pay check, at the tirae s p e c i f i e d 

i n paragraph, (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or premiura 'pay t o which he/she i s 

e n t i t l e d , the Departraent w i l l c o r r e c t t h a t shortage 

provided the eraployee proraptly n o t i f i e s the Department's 

tiraekeeper i n w r i t i n g . Eraployees s h a l l submit a p a y r o l l 

dispute to the Department timekeeper on the "Employee 
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P a y r o l l I n q u i r y Forra" attached, hereto as Appendix B. The 

eraployee's subraission of. such Forra s h a l l t o l l the period 

f o r processing a grievance f i l e d by the eraployee or Union 

over such dispute. I f the Departraent concludes t h a t there 

i s a shortage i n the eraployee's paycheck, and i f the araount 

i n question exceeds $100.00, the Department w i l l subrait a 

supplemental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the eraployee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s suppleraental check ( f o r 

a sura greater than $100.00) w i t h i n the aforeraentioned 

check/deposit advice d e l i v e r y date period, the Eraployer 

w i l l pay to the eraployee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

eraployees, persons r e t u r n i n g frora leaves of absence 

( i n c l u d i n g but not l i r a i t e d to duty d i s a b i l i t y ) , overtirae 

earned under the City's emergency snow removal prograra, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the- p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payraent o b l i g a t i o n s 

w i t h respect t o the payraents r e f e r r e d to i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement. 
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(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Manageraent Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's raerabers of the Coraraittee w i l l 

c onsist of representatives frora the Departraent of 

Personnel, the O f f i c e of Budget and Manageraent, the 

Coraptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l s e l e c t four (4) 

representatives t o serve as merabers of the Coraraittee. The 

Coraraittee w i l l meet not less than q u a r t e r l y , or raore 

f r e q u e n t l y as the need may a r i s e , t o review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of rautual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreement. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y raay include frora tirae-to-tirae a 

representative of the C o a l i t i o n at the Coraptroller's weekly 
/ 

s t a f f raeetings w i t h Departraent heads to review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t eraployees. 
ARTICLE 5 

HOURS OF WORK AND OVERTIME 

Section 5.1 The Workday and Workweek 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The normal work week s h a l l consist of f i v e (5) consecutive 

eight (8) hour days Monday through Friday, and two (2) 

consecutive days o f f , except where the Employer's operations 
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require d i f f e r e n t scheduling needs. The Eraployer w i l l n o t i f y 

the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one rainute a f t e r ' 11:59 P.M. 

Saturday) Sunday and ending at 12:00 raidnight the f o l l o w i n g 

Sunday. The normal work day s h a l l begin at 8:00 A.M.. and end at 

4:30 P.M., as determined by the Employer. 

Notwithstanding the foregoing, i t i s agreed that the 

Eraployer may change the established starting time of the Monday 

through Friday work day for a departraent, bureau, work unit, 

crew or individual upon fourteen (14) days written notice to the 

Union and affected eraployees, and discussion with the Union. 

Said starting tiraes s h a l l not be scheduled raore than two (2) 

hours before the regular starting tiraes currently in effect in 

thi s Agreeraent. A l l such changes, unless otherwise agreed to by 

the parties, s h a l l be in effect for a rainiraura of one (1) week, 

and s h a l l provide for the sarae starting tiraes each day of that 

period. No eraployee s h a l l be placed on a s p l i t s h i f t without 

agreement by the Union. Failure to comply with t h i s provision 

s h a l l result in the payraent of appropriate preraiura tirae to 

affected eraployees. 

Section 5.2 Overtime 

A l l work perforraed i n e.xcess of f o r t y (40) hours worked per 

week; or i n excess of 8 hours worked per day when the eraployee 

has f o r t y (40) hours of work or excused absences; or on Saturday 

as such, when Saturday i s not p a r t of the eraployee's regular 

work week; or on the s i x t h consecutive day worked, s h a l l be paid 
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f o r at two (2) times the regular s t r a i g h t tirae hourly r a t e of 

pay. A l l work perforraed on Sunday, when Sunday i s not p a r t of 

the eraployee's regular work week; or the seventh consecutive day 

worked, s h a l l be paid f o r at two (2) tiraes the regular hourly 

ra t e of pay. Such overtirae s h a l l be coraputed on the basis of 

corapleted f i f t e e n (15) rainute segraents. Eraployees exerapt from 

the Fair Labor Standards Act s h a l l not .be e l i g i b l e f o r overtirae 

under t h i s Section. There s h a l l be no pyraraiding of overtirae 

and/or preraiura pay. Daily and/or weekly overtirae and/or preraium 

pay s h a l l not be paid f o r the same hours worked. 

A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 

Section 5.3 Overtime Equalization 

A reasonable amount of overtime and/or premiura tirae s h a l l 

be a condition of continued employment. Overtirae and/or preraiura 

tirae referred to in t h i s Agreeraent s h a l l be offered f i r s t to the 

eraployee doing the job. A l l overtirae w i l l be distributed as 

equally as feasible over a reasonable period of tirae araong the 

employees within the same c l a s s i f i c a t i o n and within the sarae 

work location. 

Section 5.4 Reporting Pay 

When an eraployee reports f o r h i s or her regularly.scheduled 

s h i f t , the eraployee s h a l l receive a rainiraura of two (2) hours 

work or pay at the eraployee's regular s t r a i g h t tirae hourly r a t e , 

unless the eraployee was t o l d at l e a s t three hours p r i o r to h i s 

or her norraal s t a r t i n g tirae not t o report f o r work, except f o r 
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reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees raust advise the designated 

person w i t h i n the Departraent of h i s or her current telephone 

nuraber. 

I f the eraployee works raore than two (-2) hours, he or she 

s h a l l receive a rainimum of four (4) hours work or pay for that 

day. I f the employee works raore than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work'or pay for that day. An 

eraployee who does not coraplete a norraal eight (8) hour s h i f t 

because he or she i s sent horae by the Eraployer s h a l l have the 

option of using a portion of accrued vacation, personal or 

corapensatory tirae for that day upon notice to the Eraployer. 

Section 5.5 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a miniraura 

of two (2) hours pay at the appropriate overtime r a t e frora the 

tirae t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

to an eraployee being brought back to work outside of his/her 

norraal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 
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In the event a General Foreman or Foreraan i s d i r e c t e d by 

the Eraployer t o respond t o eraergency c a l l s from home and outside 

of h is or her regular working hours, he or she w i l l be granted 

compensatory tirae at the appropriate r a t e f o r a l l v e r i f i e d tirae 

spent responding to the eraergency from home, w i t h a minimum of 

15 minutes of corapensatory tirae t o be granted i n any calendar 

day on which any such emergency responses were required, up t o a 

raaxiraura of two hours of corapensatory tirae i n any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and/or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accvimulate such time up to a maximiim of 160 hours. 

Use of compensatory time s h a l l be siibject to the 

operational needs of the Employer. A l l accumulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 in any calendar year w i l l be paid to employees i n the 

form of cash at their current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 
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ARTICLE 6 
HOLIDAYS 

Section 6.1 Current Holidays 

(a) F u l l - t i m e s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Meraorial Day 
7 . Independence Day 
8 . Labor Day 
9. Colurabus Day 

10. Veteran's Day 
11. Thanksgiving Day 

12. Christraas Day 

(b) Eraployees covered by t h i s Agreeraent i n c l u d i n g 

probationary eraployees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreeraent. At the employee's 

option, the personal .day may be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreeraent. I f the eraployee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the eraployee and 

s h a l l not be denied by the Eraployer. I f the eraployee i s required 

or allowed t o work on such designated day, the eraployee s h a l l 

receive the appropriate holiday preraiura r a t e . An employee may 

e l e c t to carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees raay not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 
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schedule unless requested by the eraployee upon ten (10) days 

w r i t t e n notice and approved by the Eraployer. New eraployees who 

coraraence work f o r the Eraployer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(c) The benefits set forth in (a) above s h a l l be paid 

provided the eraployee i s in pay status the f u l l scheduled work 

day iraraediately preceding and the f u l l scheduled work day 

iraraediately following such holiday, or i s absent frora .; work on 

one or both of those days with the Eraployer's permission; such 

permission s h a l l not be unreasonably denied. 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1, he/she s h a l l be paid at the ra t e of 

two (2) times (which includes holiday pay) his/her norraal hourly 

ra t e f o r a l l hours worked. 

I f the employee i s not required t o work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such eraployee s h a l l be paid 

eight hours at s t r a i g h t time f o r such holiday. 

A l l holiday tirae s h a l l be considered tirae worked f o r the 

purposes of coraputing overtirae except where the holiday f a l l s on 

the employee's day o f f . 

Section 6.3 Failure to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a- holiday and f a i l s 

t o report t o work, the eraployee s h a l l f o r f e i t his/her r i g h t t o 

pay f o r t h a t holiday unless his/her absence i s due to i l l n e s s , 

i n j u r y , or other eraergency. 
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Section 6.4 Holiday Observance 

Except f o r eraployees whose r e g u l a r l y scheduled work week 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees whose r e g u l a r l y scheduled work 

week includes Saturday and/or Sunday, said holidays which f a l l 

on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Eraployer s h a l l have the option of gr a n t i n g the 

eraployee an extra day's pay or an extra day of vacation at a 

tirae rautually agreed upon between the eraployee and the 

department head, provided the employee works the f u l l scheduled 

workday iraraediately preceding and the f u l l scheduled workday 

iraraediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Eraployer f i n d s t o be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An employee w i l l earn the f o l l o w i n g amounts df paid 

vacation, based on such employee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 
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Continuous 

Service P r i o r t o July 1 Vacation 

Less than 6 years 13 days 

6 years or raore, but less 

than 14 years 18 days 

14 years or raore 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An eraployee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The eraployee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The employee was separated frora eraployraent, other than 

f o r cause, during a calendar year i n which the eraployee d i d not 

have twelve (12) raonths of continuous servic e . 

The araount of pro r a t a vacation i s deterrained by d i v i d i n g 

the nuraber of raonths of continuous service the f u l l - t i r a e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s raultiplied by the 

araount of paid vacation f o r which the eraployee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f to the nearest 

whole nuraber of days. Employees separated from eraployraent, 

other than f o r cause, w i l l be paid on a supplemental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-tirae eraployees who work at l e a s t 80 hours per raonth 

earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance w i t h 
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the forraula used by the Employer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 F o r f e i t of Vacation 

A l l earned vacation leave s h a l l be forfeited unless (1) the 

eraployee was denied' vacation by the eraployer, or (2) the 

eraployee i s on an approved leave of absence, or (3) the eraployee 

elects in writing to carry over vacation days (up to three (3) 

ouch vacation days of accrued and unused vacation days for 

employees with l e s s than ten (10) years of service, and up to 

f i v e (5) days of accrued and unused vacation days for employees 

with ten (10) or more years of service) for use individually or 

consecutively during the next vacation year, provided that 

notice of such election s h a l l be given to the eraployer before 

Deceraber 15 of the vacation year. Carry over days s h a l l not 

count against an employee's maximtim ntunber of single use 

vacation days provided for under t h i s Agreement. Such carry over 

vacation days must be scheduled i n the then current year for use 

in the next year. Cancellation or re-scheduling of carry over 

days s h a l l be controlled by the provisions set forth i n the 

Agreement under Vacation Picks , upon—mutual—agreement—ef—the 

employer,—vjhich—agreement—shall—net—be—unreasonably—denied—er^ 

vjithhcld, and such carry over days raust be taken on or before 

April June 30 of the next vacation year (or within six (6) 

raonths, in the case of an employee's return frora an approved 

leave of absence). Nothing herein s h a l l l i m i t or prohibit the 

Employer from allowing the employee to reschedule carry over 

before June 30*̂ ,̂ or approving the rescheduling of carry over 
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days beyond June 30"*. Eraployees on duty d i s a b i l i t y s h a l l retain 

any vacation leave earned prior to being placed on duty 

d i s a b i l i t y leave, together with a l l vacation time earned during 

the period of duty d i s a b i l i t y for the twelve (12) months 

following the date in which the person became disabled, and 

s h a l l be entitled to use such vacation time within twelve (12) 

months following their return to work. 

Section 7.4 Employees Laid-Off or Discharged 

Eraployees who are terrainated for cause are not e n t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay i n th e i r 

bank at the time of resignation. Eraployees \ s h a l l not earn 

vacation credit for any period during which they are on layoff 

or " leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of t h i s Agreeraent. 

In the event of the death of an e l i g i b l e employee, the surviving 

widow, widower or estate s h a l l be e n t i t l e d to any vacation pay 

to which the deceased eraployee was e n t i t l e d . 

Section 7.5 Rate of Vacation Pay 

The rate of vacation pay s h a l l be coraputed by raultiplying 

the eraployee's s t r a i g h t tirae hourly r a t e of pay i n e f f e c t f o r 

the employee's regular job at the time the vacation i s being 

taken, tiraes 8 hours per day, tiraes the nuraber of days vacation 

to which the eraployee i s e n t i t l e d . Salaried eraployees s h a l l 

receive t h e i r regular salary i n e f f e c t at the tirae the scheduled 

vacation i s taken. 
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Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

i n the departraent, provided however, the Departraent Head s h a l l 

have the r i g h t to deterraine the nuraber and scheduling of crews 

and eraployees who can be on vacation at any one tirae without 

hindering the operation of the Departraent. The Departraent w i l l 

not designate any tirae or period during the calendar year when 

e l i g i b l e employees would be p r o h i b i t e d from scheduling and 

ta k i n g vacation tirae. 

Eraployees s h a l l make vacation picks at a time and i n the 

raanner c u r r e n t l y provided f o r by t h e i r Departraent. The 

Departraent w i l l respond t o the eraployees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of tirae a f t e r the 

request i s raade, but not raore than fourteen (14) days' frora the 

date the request i s received by the Departraent, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe eraergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storras), 

a severe raanpower shortage which raay s e r i o u s l y hinder the 

Departraent's operations, or where an eraployee possesses a unique 

s k i l l indispensable to the immediate performance of a 

Departraent's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t , i n the payraent of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payment to the eraployee of the appropriate pay ra t e f o r a l l 

hours worked as i f i t were a norraal work day, or f o r a norraal 
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work day, whichever i s greater, unless the eraployee v o l u n t a r i l y 

agrees to reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an eraployee s h a l l 

occur only in the raost extrerae eraergencies. In the event of such 

cancellation, the Eraployer w i l l reiraburse the eraployee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Reciprocity With Other Agoncioa 

Any—eraployee e-f the C i t y e-f Chicago h i r e d — p r i o r fee 

February 13,—1986,—whe—ha-s—rendered—service—te—fehe—County—ei 

Cook,—fehe—Chicago—Park—Diotrict,—fehe—Chicago—Housing—Authority, 

fehe—Forost—Preserve—District,—fehe—Metropolitan—Sanitary—Diotrict 

ef^—Greater—Chicago,—fehe—State—ei—Illinoio,—fehe—Chicago Board—ei 

Education, fehe—City—Colleges ef^—Chicago, Coraraunity—College 

D i o t r i c t — 5 0 8 , — t h e — C h i c a g o — T r a n o i t — A u t h o r i t y , — f e h e — P u b l i c — B u i l d i n g 

Coraraission ef Chicago, fehe Chicago Urban ' — T r a n s p o r t a t i o n 

D i o t r i c t , — a n d — f e h e — R e g i o n a l — T r a n o p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

fehe—right—fee—have—fehe—period—e-f—ouch—service—credited—and 

c o u n t e d — f e r — t h e — p u r p o s e — e f — c o m p u t i n g — f e h e — n u r a b c r — e f — y e a r s — e i 

service—a-s—an—eraployee—e-f—fehe—City—fer—vacations,—provided—that 

such—service—ha-s—been—continuouo—sorvice . However,—vacation 

t i r a e — a c c r u e d — . w h i l e — w o r k i n g — f e r — a n o t h e r — p u b l i c — a g e n c y — i - s — n e f e 

t r a n s f e r a b l e . Eraployees—hired—a i t e r — F e b r u a r y — 1 2 - , 1986, whe 

render—service—f-er— a n y—other—efriploy Q IT— u t S ~ stated—above—shall—havo 

fehe—right—te—have—fehe—period—ef—such—service—croditod—a^^d 
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counted—fer—the—purpose—ef^—coraputing—fehe—nurabcr—ef^—years—ef^ 

service—a-s—an—eraployee— i & i—fehe—City—fer—vacations,—provided 'a 

raajority of other eraployees of tho Eraployer receive ouch credit. 

Section 7.8 Non-Consecutive Vacation Days 

Eraployees raay receive up to five s i x of thei r vacations 

days one or more days(s) at a time as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such days(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the eraployee seeks such days so late 

in the vacation year that the eraployee's supervisor cannot 

reasonably grant the eraployee's request, such days s h a l l be 

scheduled by the Eraployer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday , f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 

charged with a single, non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on either side of his/her regularly scheduled days off and 

then schedules a single vacation day on the opposite side of the 

regularly scheduled days off, then the single day s h a l l be 

considered consecutive with the other vacation days and the 

employee s h a l l not be charged with a single vacation day. 
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Nothing herein s h a l l l i m i t or prohibit the Employer from 

approving additional single vacation days. 

Eraployees raay designate and use at t h e i r o ption up t o f i v e 

-f5^ six- (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as s i c k days t o cover periods of bonafide raedical 

i l l n e s s or the i l l n e s s o f f a m i l y members, who s h a l l i n clude (or 

may be expanded upon by the City)': ( i ) mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

partner i s r e g i s t e r e d w i t h the Department of Human Resources. 

The Employer reserves the r i g h t t o ask the employee t o f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g t o use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inforra the 

representative of the Eraployer who eraployees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the tirae he/she 

c a l l s i n to report an i l l n e s s . Salaried eraployees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreeraent s h a l l be i n e l i g i b l e 

t o use vacation days as s i c k days while they have a v a i l a b l e 

unused sick days.' 

ARTICLE 8 
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CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service raeans continuous paid eraployment from 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployraent. I n a d d i t i o n , an employee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 
-n l a y o f f of 30 days or l e s s ; or 

2. An absence where the employee i s adjudged e l i g i b l e f o r 
duty d i s a b i l i t y compensation. 

Section 8.2 Interruption i n Service 
V. 

(a) Non-seasonal employees who work a miniraura of e i g h t y 

(80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 

f o r the tirae worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) Unpaid leaves of absence f o r raore than 30 days or 
l a y o f f f o r raore than 30 days, unless eraployees 
are allowed to accuraulate s e n i o r i t y under t h i s 
Agreeraent. 

- (b) Seasonal eraployraent of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the tirae worked. 

(c) Seasonal eraployraent i n excess of 120 days i n any 

calendar year s h a l l be c r e d i t e d toward continuous service. 
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Section 8.3 Rociprocity 

Eraployees h i r e d — p r i o r — - f e e February 1-3-;̂  1986, who have 

r e n d e r e d — s e r v i c e — f e e — t h e — C o u n t y of—Cook, fehe—Chicago Park 

D i o t r i c t , fehe—Foreot—Preserve—District, the—Chicago—Houoing 

A u t h o r i t y , fehe Metropolitan Sanitary D i s t r i c t ef^ Greater 

Chicago,—the State—ef^—Illinoio,—fehe—Chicago—Board—ef—Education, 

C i t y — C o l l e g e s — e f — C h i c a g o , — C o r a r a u n i t y — C o l l e g e — D i o t r i c t — 5 0 8 ,—fehe 

Chicago Tranoit Authority, Public Building Coraraission ei 

Chicago, fehe—Chicago—Urban—Transportation—Diotrict—and—fehe 

Regional—Tranoportation—Authority—shall—have—fehe—period—ef—such 

sorvice—credited—and—counted—fer^—fef^e—purpose—ef^—advanceraent 

w i t h i n — l o n g o v i t y — s a l a r y — s c h e d u l e s . However,—eraploycco—hired 

a f t e r — F e b r u a r y — 1 2 - , 1986, w h e — r e n d e r — o c r v i c e f e r — a n y — o t h e r 

eraployor as—stated above—ohall—have t h e — r i g h t — t o have the poriod 

ef^ ouch oervicc credited—and—counted fer fehe—purpose ei 

advanceraent v j i t h i n l o n g e v i t y salary ocheduleo provided a 

raajority of other craploycos of the Eraployer receive such credit. 

Section 8.4 Break i n Service 

Notwithstanding the provisions of any ordinance or r u l e t o 

the contrary, continuous service of an eraployee i s broken, the 

eraployment r e l a t i o n s h i p i s terrainated, and the , eraployee s h a l l 

have no r i g h t to be r e h i r e d , i f the eraployee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

days without n o t i f y i n g the eraployee's authorized Eraployer 

representative unless the circurastances preclude the Eraployee, 
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or soraeone on his behalf, frora giving such notice, does not 

actively work for the Employer for twelve (12) months (except 

for approved f u l l tirae Union representative leaves or raedical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for raore than twelve (12) consecutive months i f the eraployee has 

less than five (5) years of service at the tirae of the layoff, 

or i s on layoff for raore than two (2) years i f the employee has 

five (5) or more years of service at the tirae of the layoff. 

Section 8.5 Probationary Employment 

New eraployees, h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary employees f o r the f i r s t oix (6) 

twelve (12) raonths of t h e i r eraployraent and w i l l receive no 

s e n i o r i t y .or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Eraployer a f t e r e i x (-6-)- twelve (12) raonths s h a l l be career 

service eraployees and s h a l l have their seniority date raade 

retroactive to the date of their original hiring. Probationary 

employees raay be disciplined or discharged as exclusively 

deterrained by the Eraployer and such Employer action' s h a l l not be 

subject to the grievance procedures, provided that, (1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t in a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 
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and allow the employee to respond to the accusations, and/or (2) 

i f the Employer, within i t s discretion, rehires a former 

employee who did not coraplete his/her probationary period within 

one year frora the eraployee's terraination, and said forraer 

employee had served 90 days or more of his/her probationary 

period, a l l tirae previously served in the probationary period 

s h a l l be counted for purposes of deterraining when the said 

employee completes his/her probationary period. A probationary 

employee who has served 90 days or more of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for employraent in the sarae job t i t l e in the 

departraent from which he/she was l a i d off, so long as he/she 

does not refuse an offer of eraployraent, and does not suffer a 

break in service under Section 8.4 of th i s Agreeraent. Seasonal 

employees who haye worked without a break i n service or who have 

worked more than twelve (12) consecutive months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary eraployees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 
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Agreeraent. Probationary eraployees s h a l l be compensated at the 

same rate as career service eraployees. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

a) The Eraployer s h a l l provide t o eraployees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other employees of the C i t y under the same terras and conditions 

applica b l e t o said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 

b) Employees who p a r t i c i p a t e i n the Eraployer; raedical 

care plan or an HMO s h a l l raake the f o l l o w i n g c o n t r i b u t i o n s 

toward t h e i r h ealth care coverage, based on the a p p l i c a b l e 

percentage of t h e i r base sal a r y , sxibject t o the then-applicable 

sa l a r y cap: 

i-) employee medical c o n t r i b u t i o n o ar-e based en a 

composito—1 . 6 %—ef—base—salary—fer—oingle,—erapioycc—and—one,—and 

faraily—levels—ef—coverage—a-s—specified—below . Fer—exaraple,—fehe 

c o n t r i b u t i o n o — a - t — o c l c c t c d — s a l a r y — l e v e l s — p e r ^ — p e y — p o r i o d — a r ^ e — a e 

f o l l o w s : 
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$80, 000 $43. 07 $66. 18 $82.55 
$90, 000 $48.45 $74.45 $92.87 
$100, 000 $53. 84 $82.73 $103. 19 

Aii—contributions—shall—be—raade—en—a—pre-tax—basis—a-nd—are-

payablc on a per pay period basis. 

c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Eraployer. A l l b e n e f i t s are subject t o standard 

provisions of .insurance p o l i c i e s between Employers and insurance 

companies. 

d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims not be subject t o the 

grievance procedure provided f o r i n the Agreement between -the 

Employer and the Union. 

' e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be raade a v a i l a b l e t o q u a l i f i e d 

eraployees. The Employer may o f f e r coverage under more than one 

HMO. The eraployee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i.n t h i s Agreeraent t o the contrary. 

f ) Where both husband and. wife or other faraily merabers 

e l i g i b l e under one family coverage are eraployed by the Emiployer, 

the Eraployer s h a l l pay f o r only one faraily insurance or faraily 

health plan. 
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g) The current p r a c t i c e p e r m i t t i n g eraployees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreeraent. 

h) Consistent w i t h the terras of the Eraployer's e x i s t i n g 

Group Health Care Plan, and the app l i c a b l e r u l e s thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they , have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued raedical coverage f o r a 

maxiraura of 12 weeks, subject t o the terras of the Plan and any 

other applicable p r o v i s i o n s of t h i s Agreement. Eraployees who are 

rec e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued raedical coverage as provided under the terras of the 

Plan and i t s applicable r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, employees raust raake a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terras of 

the Plan and i t s appl i c a b l e r u l e s . I n the event t h a t an 

eraployee loses coverage under the Plan, he or she w i l l be 

provided notice thereof, the forra of which raay include, but i s 

not l i m i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

communication from the Eraployer or i t s insurance c a r r i e r , or 

sorae other s i r a i l a r advisory. 
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i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be siibject to an annual deductible of $35 per household. 

Effective January 1, 2021, prescription drug benefits shall he 

subject to an annual deductible of $75 per household. 

Section 9.2 Joint Labor Management Cooperation Committee on 
Health Care 

The City of . Chicago and each Coalition Union (the 

"Parties") agree to create a Joint Labor Management Cooperation 

Comraittee ("LMCC") pursuant to applicable state and federal law. 

The purpose of the LMCC i s to research and make recommendations 

and decisions within i t s authority related to the achievement of 

signifi c a n t and measurable savings in- the cost of eraployee 

health care during the terra of thi s Agreeraent. The Parties 

s h a l l raeraorialize their intent to create t h i s LMCC by executing 

an Agreeraent and Declaration of Trust ("Trust Agreeraent") 

conteraporaneously with the execution of each Coalition Union's 

co l l e c t i v e bargaining agreeraent with the City of Chicago. Said 

Trust Agreeraent s h a l l be attached to thi s Agreeraent as 

Appendix C. 

Section 9.3 

The Trust Agreeraent s h a l l address, without l i r a i t a t i c 5 n , the 

f o l l o w i n g : -• 

a. Forraation of a Committee t o govern the LMCC 

co n s i s t i n g of up to twenty (20) Trustees, h a l f of 
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the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be appointed 

by the C o a l i t i o n Unions. 

b. Appointraent by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Cochair as designated i n the Trust 

Agreeraent. 

c. A u t h o r i t y of the LMCC t o raake recoramendations and 

raodifieations i n the health plan expected t o r e s u l t 

i n savings and cost containment. 

d. Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of thi s A r t i c l e , an "eraployee" s h a l l raean a 

City eraployee represented by signatory, labor organizations of 

this Agreeraent. A "Coalition Union" raeans signatories to thi s 

Agreeraent which have executed a c o l l e c t i v e bargaining agreeraent 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 

million (as calculated with respect to the Coalition Unions) by 

2020. The parties w i l l work through the LMCC to identify changes 

that w i l l r e s u l t i n the required savings. I f , prior to 

January 1, 2020, the parties have not reached agreement upon the 
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proposed changes, each p a r t y w i l l submit i t s o f f e r o f proposed 

changes and t h e amount proposed t o be reduced, i n c l u d i n g t h e 

methodology f o r e s t i m a t i n g t h e v a l u e o f t h e proposed changes, t o 

a m u t u a l l y agreed upon a r b i t r a t o r , who w i l l be l i m i t e d t o 

s e l e c t i n g e i t h e r t h e C i t y ' s o r t h e C o a l i t i o n Unions' o f f e r . The 

o f f e r s e l e c t e d by t h e a r b i t r a t o r w i l l be b i n d i n g on t h e p a r t i e s 

and on t h e LMCC. 

S e c t i o n 9.6 

The C i t y agrees t o p r o v i d e r e p r e s e n t a t i v e s f r o m t h e 

C o a l i t i o n Unions i n f o r m a t i o n , such as t h e c l a i m s e x p e r i e n c e f r o m 

t h e C i t y r e t i r e e h e a l t h p l a n s , and o t h e r r e l e v a n t 

d a t a / i n f o r m a t i o n so t h a t C o a l i t i o n Unions can e x p l o r e t h e 

f e a s i b i l i t y o f e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h p l a n 

s e p a r a t e and independent f r o m t h e C i t y ' s p l a n s t h a t c o u l d cover 

c e r t a i n C i t y r e t i r e e s i n t h e f u t u r e . Such i n f o r m a t i o n t o be 

p r o v i d e d w i l l i n c l u d e , b u t n o t be l i m i t e d t o , a census f o r t h e 

c u r r e n t non-Medicare r e t i r e e s i n c l u d i n g t h e b i r t h d a t e , gender, 

coverage t i e r ( s i n g l e , c o u p l e , f a m i l y , e t c . ) , and z i p code o f 

r e s i d e n c e , as w e l l as t h e c l a i m s i n f o r m a t i o n and e n r o l l m e n t 

counts f o r t h e l a s t t h r e e (3) y e a r s . The Unions agree t o execute 

any a p p r o p r i a t e c o n f i d e n t i a l i t y agreements necessary f o r t h e 

r e l e a s e o f such i n f o r m a t i o n . The p a r t i e s u n d e r s t a n d and agree 

t h a t t h e i d e n t i t y o f any s p e c i f i c i n d i v i d u a l w i l l n o t be 

a s c e r t a i n a b l e f r o m t h e i n f o r m a t i o n s u p p l i e d . 
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ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an eraployee's iraraediate f a r a i l y , 

such eraployee s h a l l be e n t i t l e d t o a leave of absence up t o a 

raaxiraura of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

eraployee s h a l l be e n t i t l e d t o a raaximum of f i v e (5) consecutive 

days. During such leave, an hourly employee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such time as she/he i s 

required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed e i g h t hours per day) . Salaried 

employees s h a l l receive the leave of absence without a d d i t i o n a l 

corapensation. 

The eraployee's iraraediate faraily s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whora the eraployee i s 

a court-appointed l e g a l guardian. The Eraployer raay, at i t s 

option, require the eraployee t o subrait s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased to the 

eraployee. 

Section 10.2 M i l i t a r y Leave 
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Any eraployee who i s a meraber of a reserve force of the 

United States or of the State of I l l i n o i s , and who i s ordered by 

the appropriate a u t h o r i t i e s t o attend a t r a i n i n g prograra or 

perforra other duties under the supervision of the United States 

or the State of I l l i n o i s , other than the National Guard s h a l l be 

granted a paid leave of absence during the period of' such 

a c t i v i t y , but not t o exceed fourteen (14) calendar days i n any' 

calendar year, provided th a t the employee deposits his/her 

m i l i t a r y pay f o r a l l days corapensated by the Eraployer w i t h the 

C i t y Coraptroller. 

Any eraployee who i s a raeraber of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate authorities, to attend a training prograra or 

perform other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not to exceed 

fifte e n (15) calendar days in any calendar year, provided that 

the eraployee deposits his/her railitary pay for a l l days 

corapensated by the Eraployer with the City Coraptroller. Any 

re s e r v i s t called for active duty on or after Septeraber 11, 2001, 

s h a l l be entitled to f u l l salary and raedical benefits, provided 

that paid leave s h a l l be conditioned upon payment of m i l i t a r y 

pay to the Comptroller. The right to this additional paid leave 

s h a l l autoraatically terrainate upon terraination of active duty. 

Section 10.3 Jury Duty Leave/Subpoena 

An eraployee who serves on a j u r y or i s subject to. a proper 

subpoena (except i f the eraployee i s a party to the l i t i g a t i o n ) 
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s h a l l be granted a leave of absence with pay during the terra of 

such absence, provided that the employee deposits his jury duty 

pay with the City Coraptroller. 

Section 10.4 Sick Leave 

T4^e—City propoocs—fee—change—fehe—salaried—eraployoo—oick—pay^ 

provisiono—of the Agreeraent as—follows: 

Salaried—employees—whe—are—granted—paid—oick—leave—a-s—ef-

fehe—execution—ei—thio Agroomont—shall—continue—te—receive—fehe 

same—oick—leave—provisions—during tho—terra of t h i o Agrcoracnt,—a-s-

long as—he/ohe—continued t o vjork under a — c l a s s i f i c a t i o n that—wa-s-

r c c c i v i n g oick leave at the execution of t h i s Agrcoracnt. 

Notwithstanding—fehe—foregoing, E e f f e c t i v e January 1, 1998 

and t h e r e a f t e r , said s a l a r i e d eraployees who receive paid s i c k 

tirae s h a l l accrue s i c k tirae at the r a t e of one (1) day f o r each 

month of eraployraent. Employees may use up t o s i x (6) days of 

s i c k time per year f o r the bona f i d e i l l n e s s of f a m i l y members, 

who s h a l l i n clude (or may be expanded upon by the C i t y ) : ( i ) 

mother, f a t h e r , husband, w i f e , b rother or s i s t e r ( i n c l u d i n g 

blood, step or adopted), f a t h e r - i n - l a w , mother-in-law, daughter-

in-law, son-in-law, grandparents or grandchildren; or ( i i ) 

domestic p a r t n e r or the domestic partner's mother, f a t h e r , son 

or daughter ( i n c l u d i n g blood, h a l f , step or adopted), provided 

t h a t the employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the 

Department of Hiiman Resources. In the event an eraployee 

experiences a serious h e a l t h c o n d i t i o n w i t h i n the meaning of the 

Family Medical Leave Act, i - s — h o s p i t a l i z e d , upon request of the 

eraployee, the Eraployer w i l l raake a v a i l a b l e t o said eraployee up 
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t o the f u l l araount of sick tirae the eraployee would have accrued 

f o r the reraainder of t h a t calendar year as i f he/she were 

a c t i v e l y eraployed, i n order to cover the absence r e s u l t i n g frora 

the h o s p i t a l i z a t i o n and recovery. Upon his/her r e t u r n to work, 

the eraployee w i l l begin t o accrue sick tirae w i t h the s t a r t of 

the next calendar year. The Eraployer reserves the r i g h t t o 

require an eraployee" to provide docuraentation of the i l l n e s s i n 

question. 

Section 10.5 Personal Leave 

Non-probationary eraployees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. 

S e n i o r i t y s h a l l accumulate f o r employees on said leaves. 

Eraployees who r e t u r n frora said leaves s h a l l be r e i n s t a t e d t o 

t h e i r forraer job c l a s s i f i c a t i o n , i f the Employer determines i t 

i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 

because the employee would have been l a i d off^ i f the eraployee 

had not been on a leave of absence, the eraployee raay exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service provisions of t h i s Agreeraent. 

Bargaining u n i t eraployees who have corapleted t h e i r f i r s t 12 

raonths of eraployment and who have worked 1,250 hours i n the 

preceding 12 raonth period s h a l l t h e r e a f t e r ,be e n t i t l e d t o faraily 

and raedical leave f o r a period of up to twelve (12) work weeks 
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during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an eraployee's c h i l d and t o care f o r 
the newborn c h i l d ; 

(2) f o r the placeraent w i t h the eraployee of a c h i l d f o r 
adoption or f o s t e r care; 

(3) t o care f o r the' eraployee's spouse, c h i l d or parent 
w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 
eraployee. 

Such leave s h a l l be without pay unless the eraployee 

deterraines t o s u b s t i t u t e accrued paid leave f o r which the 

eraployee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's health care coverage s h a l l be maintained 

and paid f o r by the eraployer, as i f the eraployee was working and 

s e n i o r i t y s h a l l accrue. 

Any eraployee d e s i r i n g t o take leave under t h i s Section 

s h a l l provide reasonable advance not i c e t o the eraployer on a 

forra provided by the eraployer, which forra s h a l l be approved by 

the Union. Reasonable advance not i c e s h a l l be no less than ten 

(10) days; and where advance not i c e cannot be provided, the 

eraployee s h a l l provide n o t i c e w i t h i n 48 hours a f t e r the eraployee 

i s able t o do so. F a i l u r e t o provide the n o t i c e provided f o r i n 

t h i s Section s h a l l not a f f e c t the v a l i d i t y of the leave where 

the eraployer has actual n o t i c e . Except as may be s p e c i f i c a l l y 

s tated i n t h i s Agreement, employees s h a l l take leave provided 

f o r as perraitted by the provisions of the Faraily Medical Leave 

Act, i n c l u d i n g i t s ru l e s and r e g u l a t i o n s . Eraployees s h a l l have 
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a right to return to their regular assignraent and location. 

Section 10.6 Duty D i s a b i l i t y 

Any eraployee who' i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Eraployer w i l l 

raail the i n i t i a l Duty D i s a b i l i t y payraent w i t h i n ten (10) working 

days upon' r e c e i p t of v e r i f i e d a u t h o r i z a t i o n frora the approving 

a u t h o r i t y . Subsequent payraent f o r e l i g i b l e eraployees w i l l be 

raade twice a raonth. I f duty d i s a b i l i t y i s denied, and such 

denial i s l a t e r reversed, the employee s h a l l be paid up t o date 

the amount the employee was e l i g i b l e to receive. Eraployees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

eraployee w i t h lower s e n i o r i t y . I f the employee's former job 

c l a s s i f i c a t i o n i s n'ot a v a i l a b l e ' because the eraployee would have 

been l a i d o f f i f the eraployee had not been on a leave of 

absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service provisions of t h i s Agreeraent. 

The Eraployer w i l l raail the i n i t i a l Duty D i s a b i l i t y payraent 

within fourteen (14)' days of the Eraployer's designated medical 

off i c e r being advised by the employee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the eraployee's entitleraent to Duty D i s a b i l i t y . 

Section 10.7 Medical Leave 
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Non-probationary eraployees s h a l l be granted medical leaves 

of absence upon request. Said raedical leaves of absence s h a l l 

be granted f o r up t o 3 raonths, provided said leaves s h a l l be 

renewable f o r l i k e 3-raonth periods. The Eraployer raay request 

s a t i s f a c t o r y proof of raedical leaves of absence. A f t e r the 

f i r s t year, such raedical leaves s h a l l be extended i n up t o one-

year segraents. Eraployees on raedical leaves of absence s h a l l 

r e t u r n t o work promptly a f t e r t h e i r doctor releases thera t o 

r e t u r n t o work. 

Employees who r e t u r n frora said raedical leaves of absence 

proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former j o b / c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an eraployee of lower s e n i o r i t y . I n 

a d d i t i o n , the Eraployer w i l l r e t u r n an eraployee t o the sarae 

geographic l o c a t i o n of h i s or her previous job assignraent f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

eraployee's forraer job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the eraployee had not been on a leave 

of absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service p r ovisions i n t h i s agreeraent. A f t e r one year on an 

approved raedical leave of absence, eraployees who r e t u r n to work 

proraptly a f t e r thei'r doctor's release and who raeet the f o l l o w i n g 

continuous service requirements s h a l l be r e i n s t a t e d as described 

above according to the f o l l o w i n g forraula: three (3) raonths of 

such reinstatement r i g h t s fc^r every year of service t o a raaxiraura 

of f i v e (5) years reinstatement r i g h t s . 
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An employee ' who does not meet the above e l i g i b i l i t y 

requireraents and who returns to work proraptly a f t e r his/her 

doctor's release a f t e r more than one year on a medical leave of 

absence, s h a l l be returned t o his/her forraer job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the eraployee w i l l be placed on a 

l i s t f o r reinstateraent. 

S e n i o r i t y s h a l l accuraulate f o r eraployees on raedical leaves 

of absence f o r only up to ohe year. A f t e r one year, an eraployee 

on a medical leave of absence s h a l l r e t a i n , but not accuraulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Eraployer s h a l l grant request f o r leaves of absence f o r 

up t o 2 eraployees f o r the'" purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

d u r a t i o n of his/her appointraent t o the Union, provided 

reasonable advance notice i n w r i t i n g i s given t o the eraployer. 

While on such leave t o eraployee s h a l l not incur a break i n 

continuous service. An employee on said leave of absence s h a l l 

not'be e l i g i b l e f o r any b e n e f i t s as an employee. 

Employees who r e t u r n from Union leaves of absence s h a l l 

have the sarae r i g h t s as eraployees who r e t u r n frora raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 
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granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during their regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 
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Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximvim amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, , 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded frora t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

appl i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or raore raay be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted frora a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure provisions herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be ava.ilable under both. 

(b) An employee who i s subject t o di scip.linary a c t i o n f o r 

any irapropriety or cause has the r i g h t to ask f o r and receive a 

Union representative to be present at any i n t e r r o g a t i o n or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l take 
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place at reasonable tiraes and places and s h a l l not coraraence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Eraployer does not have t o wait an unreasonable tirae and the 

Eraployer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An eraployee raay be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said eraployee 

s h a l l be guaranteed, upon request, a f u l l hearing, before said 

board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i r a i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on t h e . j o b , i n s u b o r d i n a t i o n or work stoppages, the 

eraployee w i l l be given 30 days advance n o t i c e of discharge, and 

has 7 days frora r e c e i p t of the noti c e t o appeal. I f the 

eraployee does not f i l e an appeal w i t h i n the 7 day appeal period, 

the Eraployer raay then reraove the eraployee from the p a y r o l l . I f 

the eraployee appeals the discharge, the Personnel Board s h a l l be 

requested t o set a hearing date w i t h i n the 30 day n o t i c e p eriod 

and the eraployee s h a l l reraain on the p a y r o l l f o r the f u l l n o t i c e 

period, except i f p r i o r t o corapletion of the 30 day n o t i c e 

period (1) the Hearing O f f i c e r a f f i r r a s the discharge; or (2) the 

eraployee continues the discharge hearing; or (3) the eraployee 

withdraws his/her appeal or otherwise engages i n conduct which 

delays the completion of the hearing. However, i n no event raay 

the eraployee require the Eraployer t o r e t a i n the eraployee on the 

p a y r o l l beyond the 30 day period. The Union s h a l l have the 

r i g h t t o have i t s representatives present at e i t h e r of the 
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Board(s) or the grievance procedure, i n c l u d i n g a r b i t r a t i o n , and 

t o a c t i v e l y p a r t i c i p a t e . 

(c) The Eraployer w i t h i n i t s d i s c r e t i o n may deterraine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

repriraand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Eraployer has had 

a reasonable op p o r t u n i t y to f u l l y i n v e s t i g a t e the raatter and 

conduct a raeeting w i t h the Union and employee. The Eraployer i s 

not o b l i g a t e d t o raeet w i t h the eraployee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable or 

i n emergency s i t u a t i o n s . 

Demotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be p a r t of an employee's d i s c i p l i n e . 

I n cases of o r a l warnings, the supervisor s h a l l inform the 

employee t h a t he/she i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's iraraediate supervisor s h a l l raeet w i t h the eraployee and 

n o t i f y him/her of the accusations against the eraployee and give 

the eraployee an o pportunity t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the naraes 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

docuraents the eraployee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Employer's f a i l u r e to 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 
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r e v e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Employer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the eraployee and 

the Union s h a l l be given, i n w r i t i n g , a stateraent of the reasons 

t h e r e f o r e . The eraployee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, which s h a l l be placed i n the eraployee's f i l e . The 

employee s h a l l have the r i g h t t o make a response i n w r i t i n g 

which s h a l l become part of the eraployee's f i l e . 

Any record of d i s c i p l i n e raay be re t a i n e d f o r a period of 

time not t o exceed eighteen (18) months and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-month period. I f an employee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the eraployee, the Eraployer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the eraployee, 

or i n the case of proraotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Manageraent, the Eraployer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 30 

calendar days . of the eraployer being made aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the terra 

"non-egregious offense" s h a l l not include i n d i c t a b l e c r i r a i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 
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alcohol v i o l a t i o n s . Thereafter, the eraployee s h a l l be granted a 

p r e - d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged eraployee appeals an adverse 

decision of the Personnel or Police Board to'' the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or reraanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the eraployee's reasonable attorney's fees 

which he or she has in c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The eraployee s h a l l subrait a post-appeal fee 

p e t i t i o n t o the Eraployer, which s h a l l be supported by f u l l 

docuraentation of the work perforraed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 

•agree on the proper amount of the fees t o be paid t o the 

employee, e i t h e r party raay r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r ovisions of t h i s agreeraent. 

Section 11.2 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1 Within f i v e (5) working days a f t e r an eraployee 

receives w r i t t e n notice of any ... proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not appealable to the Personnel or Police Board, 
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or i n the case of suspensions of 11 or raore days which raay 

be appealed t o a r b i t r a t i o n i n l i e u of the Police or 

Personnel Board upon the w r i t t e n request of the Union, the 

Eraployer s h a l l conduct a raeeting w i t h the Union and 

eraployee. D i s c i p l i n e s h a l l be adrainistered as soon as 

possible a f t e r the Eraployer has had a reasonable 

op p o r t u n i t y t o f u r t h e r i n v e s t i g a t e the raatter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 

raeeting or f u r t h e r i n v e s t i g a t i o n , the eraployee raay request 

i n w r i t i n g t o the departraent head f o r review of said 

d i s c i p l i n a r y a c t i o n on a forra provided by the Employer. 

Said request f o r review s h a l l be i n w r i t i n g and subraitted 

w i t h i n three (3) working days or r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review forra s h a l l be p r i n t e d on the 

back of or attached t o the n o t i c e or d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e t o subrait a 

w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n w i t h i n 

three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the eraployee's r i g h t t o review. 

Step 2 Within three (3) working days or any rautually agreed 

upon extension a f t e r the departraent head or designee 

receives the eraployee's request f o r review, the departraent 

head or designee s h a l l ...conduct a meeting to review the 

suspension. F a i l u r e to conduct said raeeting i n three (3) 

days w i l l r e s u l t i n autoraatic advanceraent t o Step 3 and the 

Union s h a l l so n o t i f y the Employer. At the meeting, the 

Departraent w i l l give the basis f o r i t s acticon and the 
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employee and Union representative, i f any, w i l l be heard 

and provided the op p o r t u n i t y t o ask questions. The 

Departraent Head or designee s h a l l render a w r i t t e n d e c i s i o n 

w i t h i n two (2) working days of the raeeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreeraent or f a i l u r e t o decide and 

coraraunicate such decision w i l l r e s u l t i n automatic ^ 

advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the 

eraployee and the Union. 

Step 3 Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held between the departraent head or 

designee and the eraployee and the Union re p r e s e n t a t i v e t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . . Said raeeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 raeeting, unless otherwise agreed by the 

p a r t i e s . The department head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

raeeting. A copy of such decision s h a l l be sent t o the 

eraployee and the Union. I f the p a r t i e s f a i l t o meet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

autoraatically proceed to Step 4 and the Union s h a l l so 

n o t i f y the Employer. Except where otherwise i n d i c a t e d , the 

'time limi.ts set f o r t h herein are to encourage the prorapt 

reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e to coraply 

with these tirae l i m i t s w i l l not a f f e c t the v a l i d i t y of the 
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said d i s c i p l i n a r y action. This procedure s h a l l be the 

eraployee's exclusive reraedy for a l l said disciplinary, 

action, including suspension for ten (10) days or l e s s , or 

for suspension of 11 days through 30 days which raay be 

appealed to arbitration in l i e u of the Police or Personnel 

Board upon the written request of the Union. 

Step 4 I f the raatter i s not settled at Steps 2 or 3, the 

Union raay subrait the raatter to arbitration under the terras 

of this Agreeraent. The rules governing procedure for 

arbitration s h a l l be the sarae as in 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of 11.1 and 11.2 

above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r c a l l e d a 

grievance) between the Employer and the Union or any of the 

eraployees of the Employer i t represents, a r i s i n g out of the 

circumstances or conditions of employraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the tirae l i r a i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance therewith s h a l l be considered the subject of a 

grievance unless said time l i r a i t a t i o n s are extended by w r i t t e n 

agreeraent of both p a r t i e s to t h i s Agreeraent. 

F a i l u r e of the Eraployer t o answer a grievance w i t h i n the 

tirae l i r a i t s herein s h a l l perrait the Union to advance the case t o 
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the next Step. The Union w i l l be inforraed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Department Head n o t i f y i n g 

him/her of autoraatic advanceraent to the next Step. 

Before a forraal grievance i s i n i t i a t e d , the eraployee may 

discuss the matter w i t h his/her immediate supervisor. I f the 

problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used to adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the forra t o be supplied by the Eraployer 

upon request, but i n the absence of such a forra, 

employee or the Union may subrait the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event 

which gives r i s e to the grievance. The eraployee or 

the Union w i l l i n d i c a t e what Section and pa r t of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fa c t s underlying the grievance, and the requested 

reraedy, and subrait the grievance to the eraployee's 

iraraediate supervisor. I t i s understood t h a t i f the 

eraployee has knowledge of the grievance raore than 

twelve working days than the Union, the Union s h a l l 
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not t h e r e a f t e r f i l e any grievance concerning t h a t sarae 

issue w i t h the Eraployer. 

B. Within f i v e (5) working days of the w r i t t e n grievance", 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the Union i n w r i t i n g of the decisio n . 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the eraployee s h a l l have the 

r i g h t to make an appeal i n w r i t i n g to the Department 

Head o'r the Department Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

iraraediate supervisor. The narae of the Departraent 

Head's designee s h a l l be posted f o r employees i n areas 

where eraployee notices are norraally posted and 

subraitted t o the Union. F a i l u r e t o post and so n o t i f y 

the union w i l l permit immediate advanceraent t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of no t i c e of f a i l u r e to post. 

B. The Department Head or the Departraent Head's designee 

s h a l l meet w i t h the Union's representative at l e a s t 

once each raonth t o discuss a l l pending grievances t h a t 

have been advanced to Step I I . The purpose of the 

2454991 4 



step I I raeeting w i l l be f o r the Departraent and the 

Union t o share relevant inforraation and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and atterapt t o araicably resolve as 

many grievances as possible. The Department Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I raeeting. No grievances w i l l be discussed at 

more than one Step I I raeeting, unless the C i t y and the 

Union rautually agree t h a t f u r t h e r raeeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s to otherwise process 

and respond t o grievances i n accordance w i t h t h i s 
/ 

A r t i c l e . 

C. The Department Head or the Departraent Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy to the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I raeeting. 

The response to the grievance s h a l l s t a t e the 

Departraent's p o s i t i o n 'with respect to the grievance 

together w i t h a b r i e f stateraent of the f a c t s and 

reason(s) supporting th a t p o s i t i o n . 
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D. Any settleraent at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved eraployee or 

eraployees. Grievances raay. be withdrawn without 

p r e j u d i c e at any step of the grievance procedure i f 

rautually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Employer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

employee, i t may be presented by a s i n g l e selected 

eraployee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Eraployer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 

s h a l l be raade applicable to a l l of the a f f e c t e d 

eraployees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , eraployees are 

o b l i g a t e d to f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous to the 

eraployee th a t i t could cause death or serious p h y s i c a l 

harra. The Eraployer agrees t h a t by f o l l o w i n g 
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..instructions or orders the eraployee does not waive 

his/her r i g h t to process the grievance. Refusal t o 

fo l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the raatter i s not s e t t l e d i n Step I I the Union or the 

Eraployer, but not an i n d i v i d u a l eraployee or eraployees, raay 

subrait the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative frora the 

Employer's operating department, w i t h copies of the request t o 

the designated law departraent representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s rautually raay 

agree, the Union s h a l l have the r i g h t to convene a raeeting w i t h 

the Eraployer's designated representative i n an atterapt t o 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the raatter to a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Eraployer w i l l respc.:ind t o the 

grievance i n w r i t i n g by g i v i n g the reasc^ns which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. In the 
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event the p a r t i e s are unable at such raeeting t o resolve the 

grievance, the Union and the Eraployer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r p a r t y raay subrait the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the rules of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Eraployer and Union frora rautually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted must agree as a whole t o 

comraenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those tirae l i m i t s must 

be by w r i t t e n consent of the Union and the Eraployer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of tirae s h a l l 

.not be disclosed to the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Eraployer. The 

a r b i t r a t o r s h a l l have the r i g h t to subpoena witnesses and 

require the production of p e r t i n e n t docuraents at the request of 

e i t h e r p a r t y . 

Each pa r t y s h a l l be responsible f o r corapensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 
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borne by the party requesting the r e p o r t e r unless the p a r t i e s 

agree t o share such costs, 

An, a r b i t r a b l e matter must involve the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreeraent or a docuraent incorporated by reference t h e r e t o . The 

provisions of t h i s Agreeraent and any other docuraent incorporated 

by reference i n t h i s Agreeraent s h a l l be the sole source of any 

r i g h t s which e i t h e r party may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power to amend, add t o , subtract frora, 

or change the terras of t h i s Agreeraent, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreeraent and 

apply thera t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguraents presented t o hira by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s to the dispute, 

i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. Advanced Grievance Step F i l i n g 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure or 

which would becorae raoot due t o the length of tirae necessary t o 
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exhaust the grievance steps, or which the Union believes which 

would be resolved raore e x p e d i t i o u s l y , raay be f i l e d at the option 

of the grievant/Union at Step I I . 

B. Pertinent Witnesses And Inforraation 

The Union raay request the production of s p e c i f i c 

documentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conforraance w i t h ,applicable 

laws and r u l e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 

A Union rep r e s e n t a t i v e , a g r i e v a n t , and Union steward w i l l 

be permitted a reasonable amount of tirae without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Employer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r perraission t o handle grievances on work tirae, i t 

being understood t h a t the operation of the Departraent takes 

precedence unless there i s an eraergency, but such^ perraission 

s h a l l not be denied unreasonably. A reasonable, nuraber of 

eraployees raay attend the meeting without loss of pay; such 

meetings s h a l l be set by rautual agreement by the Employer and 
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the Union. Where the Employer d i r e c t s an employee t o report f o r 

a raeeting concerning a grievance at a time when the employee i s 

not scheduled t o work such tirae s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Eraployer, upon request of 

the Union representative, s h a l l provide the use of a roora and 

telephone, t o discuss the grievance, subject t o the Eraployer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Eraployer and the Union raay mutually agree t o submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually s e l e c t an a r b i t r a t o r 

frora a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited ' a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible frora the date the p a r t i e s agreed to subrait the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree to waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s to the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative frora the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at le a s t q u a r t e r l y . 
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or raore f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

Suppleraenting a l l r i g h t s and ' processes due eraployees 

covered by t h i s Agreeraent who raay be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g raanner: 

A. The i n t e r v i e w of the'eraployee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the eraployee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the eraployee's l o c a t i o n of assignraent, 

norraal departraent l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the eraployee under 

i n v e s t i g a t i o n s h a l l be inforraed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a formal statement i s being taken, 

a l l questions d i r e c t e d to the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a tirae. 
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D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s perraitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be informed of the nature of the matters t o be 

discussed. 

F. An eraployee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent t o 

provide inforraation r e l a t i n g t o the raatter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreeraent, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the eraployee's a d r a i n i s t r a t i v e r i g h t s , or 

the iraposition of d i s c i p l i n e i n acciordance t h e r e w i t h . 

G. An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

stateraent the eraployee has raade. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i.ndicates a 

recoraraendation f o r d i s c i p l i n e i s probable against the 

eraployee, said eraployee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r to the 

•'coraraencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t crimii.nal prosecution raay be probable 
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against said eraployee, the p r o v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

afforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i r a i n a t i o n p r i o r t o the coramenceraent of the 

i n t e r v i e w . An eraployee w i l l not be read his/her 

a d r a i n i s t r a t i v e and Miranda r i g h t s during the sarae 

i n t e r v i e w . 

I . At the request of the eraployee under i n v e s t i g a t i o n , an 

eraployee who raay be subject to d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The eraployee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union representation 

before coraraenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e presentation 

can be obtained, provided the suspension i s not f o r an 

unreasonable tirae and the Eraployer does not have the 

i n t e r v i e w unduly delayed. 

J. The Eraployer s h a l l not compel an employee under 

i n v e s t i g a t i o n to "speak or t e s t i f y before, or t o be 

questioned by, any non-governraental agency r e l a t i n g to 

any raatter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph exaraination s h a l l not be 

used against an eraployee i n any forura adverse t o the 

eraployee's i n t e r e s t s . The Eraployer w i l l not re q u i r e a 
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polygraph exaraination i f i t i s i l l e g a l to do so. I f 

an eraployee i s asked t o take a polygraph exaraination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r to 

the a d r a i n i s t r a t i o n of the exaraination. The r e s u l t s of 

any polygraph exaraination s h a l l be known t o the 

eraployee w i t h i n one week. 

L. This Section s h a l l not apply t o eraployee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e t o the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the eraployee has the op p o r t u n i t y t o 

respond t h e r e t o . I f an eraployee i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the raedia of the charges 

against the eraployee, the C i t y w i l l raake t h a t f a c t 

a v a i l a b l e t o the raedia where the eraployee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

sarae forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the eraployee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 
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concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inforraation i n c l u d i n g eraployee 

stateraents t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enuraerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Eraployer f o r any d i s c i p l i n a r y 

a c t i o n against the eraployee, or i n the case of 

proraotions or t r a n s f e r s . 

(2)(a) Notwithstanding the p r o v i s i o n s of paragraph 

N above, at the option of the Union, a claira t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section raay be raised i n a suppression hearing before 

a meraber of the permanent hearing panel l i s t e d herein, 

r a t h e r than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s option by 

n o t i f y i n g the employee's Department Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreement. The appeal 

s h a l l s p e c ify the p a r t i c u l a r contract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l sumraary of 

the conduct alleged to have v i o l a t e d the Agreeraent. I t 
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i s understood t h a t by ex e r c i s i n g t h i s o ption, any and 

a l l tirae l i r a i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) (b) (2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s elect i n order of r o t a t i o n one of the three 

perraanent hearing panel raerabers who are chosen as 

f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

merabers must be w i l l i n g to convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any raeraber of the panel resign or be reraoved 

upon rautual agreeraent of the p a r t i e s during the l i f e 

of t h i s Agreeraent, the p a r t i e s w i l l meet t o reach 

agreement on new panel raeraber who raust be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreeraent can be reached, 

the Eraployer w i l l request a panel of seven (7) 

a r b i t r a t o r s frora FMCS, a l l of whora raust be members of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l raeet to s t r i k e names from the l i s t , w i t h 

the Eraployer s t r i k i n g f i r s t , u n t i l one narae reraains, 

which person s h a l l be naraed t o the panel. 
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2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or at such other tirae as the p a r t i e s raay 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i m i t e d to deterraining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the raerits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2(d) The panel raeraber s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l 

a ttack i n any f u r t h e r d i s c i p l i n a r y proceeding 

i n v o l v i n g the eraployee i n question. 

Notwithstanding any other p r o v i s i o n i n t h i s Section to 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the eraployee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

eraployee has been incarcerated f o r raore than 72 hours. 
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ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreeraent, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not,, l i r a i t e d t o 

syrapathy s t r i k e s and s t r i k e s t o p r o t e c t Union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 12.2 Union Efforts 

The Union agrees that i t w i l l use i t s best efforts to 

prevent any acts forbidden in t h i s A r t i c l e and that in the event 

any such acts take place or are engaged in by any eraployee or 

group of employees in the Union's bargaining unit, the Union 

further agrees i t w i l l use i t s best efforts to cause an 

iraraediate cessation thereof. I f the Union imraediately takes a l l 

necessary steps in good fai t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclairaing such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved eraployees that the action was not 

called or sanctioned by the Union, in addition to instructing 

eraployees to iraraediately cease such a c t i v i t y , the Eraployer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 D i s c i p l i n e 
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The•Eraployer raay terrainate the employraent of or otherwise 

d i s c i p l i n e any employee or eraployees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 No Lockout 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the terra of t h i s Agreeraent. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

frora the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a serai-radnthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreeraent. The Union s h a l l inderanify, defend and hold the 

Employer harmless against any and a l l claims, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g daraages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

ac t i o n taken or not taken by the Eraployer f o r the purpose of 

coraplying w i t h Section 13.1, 13.2, 13.3 and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any of such provisions or i n r e l i a n c e 

upon employee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union to the Employer. 
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The Eraployer s h a l l provide t o the. Union w i t h i n t h i r t y (30) 

days name, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new employee h i r e d i n t o the Union's bargaining u n i t . 

The City and the Coalition Unions w i l l create a committee 

to review and explore the f e a s i b i l i t y of using electronic 

records and/or electronic signatures consistent with state and 

federal law which allows the City and the Union to use 

electronic authorization to v e r i f y union membership and/or 

authorize voluntary deduction of Union dues and fees from wages 

or payments for remittance to the Union. 

Section 13.2 F a i r Share 

I t i s further agreed that "'30 days after the l a t e r of the 

execution of the Agreeraent or the employee's date of hire, the 

Employer s h a l l deduct from the earnings of employees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions to the Union at the sarae tirae 

that the dues check-off i s -reraitted. I t i s understood that the 

araount of deductions from said non-raeraber bargaining unit 

eraployees w i l l not exceed the regular raonthly Union dues and 

represents the eraployee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract adrainistration and pursuing raatters 

affecting wages, hours and other conditions of eraployraent. 

Section 13.3 Right of Non-Association 

Nothing i n t h i s Agreeraent s h a l l be i n c o n s i s t e n t w i t h 

Section 6(g) of the I l l i n o i s Public Labor Relations Act i n 

p r o t e c t i n g the r i g h t of non-association of employees based upon 
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the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are raerabers. 

Section 13.4 Condition of Employment 

Each employee who on the e f f e c t i v e date of t h i s Agreement 

i s a raeraber of the Union, and each eraployee who becoraes a raeraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of eraployraent, -. raaintain 

his/her raerabership i n the Union during the terra of t h i s 

Agreeraent. 

Any present employee who i s not a meraber of the Union 

s h a l l , as a c o n d i t i o n of eraployraent, be required to pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n . 

A l l eraployees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreeraent and who have not raade a p p l i c a t i o n f o r raerabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n 

and pursuing raatters a f f e c t i n g wages, hours and other conditions 

of eraployment. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Employer raakes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

thereto. I f the Eraployer changes a job t i t l e without 

s u b s t a n t i a l l y changing the duties of the job, the Union w i l l 

73 
2454991 4 



retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Eraployer w i l l not perraanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the rautual 

agreement of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue to be 

perforraed by said employees, except where non-unit employees 

have i n the past performed u n i t work, or i n eraergencies, t o 

t r a i n or i n s t r u c t eraployees, to do layout, deraonstration, 

experiraental, or t e s t i n g d u t i e s , t o do troubleshooting or where 

special knowledge i s required, provided however, where eraployees 

do not r e p o r t t o work because of vacations, or other absences or 

tar d i n e s s , or f o r personal reasons during the course of the day, 

or because a l l of the eraployees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o coraplete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not perforra 

the work of said eraployees. For exaraple, i f an Elevator 

Inspector i s on vacation, a Clerk s h a l l not be assigned as a 

replacement Elevator Inspector. The Employer s h a l l not 

a r b i t r a r i l y extend the period of any emergency beyond the need 

f o r ,-that eraergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n of t h i s Agreeraent i f the f o l l o w i n g 

functions are perforraed by raerabers of manageraent, regardless of 

whether they are also perforraed by the bargaining u n i t : (a) crew 

assignraent and scheduling; (b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; 
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(d) ordering of equipment and raaterials frora vendors. Nothing 

herein s h a l l deprive merabers of the bargaining unit of the right 

to perforra h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit eraployee for the purpose of 

replacing that person with a meraber of manageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance claiming t h a t 

the Eraployer has v i o l a t e d the terras of t h i s Agreeraent by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Employer receives a grievance frora another 

union p r o t e s t i n g the assignment of work t o eraployees covered 

under t h i s Agreement, the Eraployer s h a l l serve w r i t t e n n o t i c e to 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l desc:ribe the nature of the 

work i n dispute. 

I n the event t h i s dispute reraains unresolved and i s 

subraitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n ''of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Eraployer and the Union, the other a f f e c t e d 

union (s) s h a l l have the opportunity t o p a r t i c i p a t e i n the 

hearing and to present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claira against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 
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of t h a t other union, the p r o visions of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s to the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine t h a t the Employer's reassignraent 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreeraent, 

thereby r e q u i r i n g the Eraployer to comply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as to which of the unions i s e n t i t l e d t o 

perform the disputed work., the f o l l o w i n g p r o visions s h a l l apply. 

The Eraployer s h a l l have the r i g h t to invoke a r b i t r a t i o n of 

the dispute under the p r o visions of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreeraent, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l s e l e c t the a r b i t r a t o r . The Eraployer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency o f , t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant provisions of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d union ( s ) . No other evidence or testimony s h a l l be 

adraitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding' upon a l l p a r t i e s to 
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the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d r a i n i s t r a t i v e 

forura. 

Nothing herein s h a l l preclude a l l parties to the dispute 

frora voluntarily resolving i t at any tirae. 

Section 14.4 Deferred Compensation 

The Eraployer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g to deferred corapensation, s h a l l be 

afforded t o a l l eraployees of the Eraployer without change during 

the terra of t h i s Agreement. 

The Employer w i l l make contributions, on a dollar - f o r -

dollar basis, under a 401(a) Plan (or any similar successor Plan 

agreed to by the Coalition Unions) up to the maximvim t o t a l 

amounts per year shown below based on amounts deferred by each 

employee i n those same years to that employee's 457 Plan, as 

follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions at l e a s t semi-annually, of the 

tot a l contributions i t has made. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes t o i n i t i a t e reasonable changes 

or a d d i t i o n s t o i t s r u l e s of conduct, which could subject 

eraployees to d i s c i p l i n e , the Eraployer s h a l l t ransmit four (4) 
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copies of the proposed changes or a d d i t i o n s t o the Union. The 

Union w i l l consider the proposals, and upon request, the 

Employer w i l l raeet w i t h the Union w i t h i n twenty (20) calendar 

days of the r e c e i p t of the proposals t o receive the Union's 

coraraents. Absent an emergency, the Eraployer w i l l not irapleraent 

i t s proposed changes or a d d i t i o n s u n t i l the Union has had a 

reasonable o p p o r t u n i t y to present i t s views and discuss the 

proposals w i t h the Eraployer. No such changes or a d d i t i o n s s h a l l 

be implemented without p r i o r p u b l i c a t i o n and n o t i c e t o the 

a f f e c t e d employees. 

Section 14.6 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l 

working environraent f o r employees covered by t h i s agreement 

i n c l u d i n g i n accordance w i t h applicable f e d e r a l and s t a t e 

occupational safety and health laws, and.shall maintain i n good 

and safe working c o n d i t i o n a l l equipraent necessary f o r the safe 

and proper performance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t safety 

comraittee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Eraployer. The purpose of the coraraittee 

s h a l l be to discuss, exaraine -and t o raake recommendations 

concerning occupational safety and health issues a f f e c t i n g 

employees. A l l recommendations of the coraraittee w i t h respect to 

safety and health issues s h a l l be subraitted i n w r i t i n g t o the 
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appropriate Departraent Head w i t h a copy t o the Union and the 

D i r e c t o r of Labor Relations. The Department Head s h a l l proraptly 

issue a w r i t t e n response' t o the coraraittee concerning the 

Departraent's views regarding the coraraittee's recoraraendations. 

The p a r t i e s raay decide, from time t o tirae, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Department(s) responsible f o r safety raatters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 

safety personnel w i l l meet and confer w i t h a representative of 

the a f f e c t e d Union about such issues and report back t o the 

Coraraittee on any decisions or recoraraendations concerning them. 

(c) The j o i n t s a f ety comraittee s h a l l raeet at l e a s t once a 

month, or otherwise by rautual agreement. 

(d) The p a r t i e s agree and understand t h a t i f an eraployee 

i s faced w i t h an unsafe working c o n d i t i o n , the employee i s 

required t o perform the task i n question unless the employee's 

perforraance of an assigned task presented the strong l i k e l i h o o d 

of s u b j e c t i n g the employee t o imminent danger of death or 

serious i n j u r y . I f the employee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perforra t h a t task and 

expose himself to t h a t dangerous c o n d i t i o n , the eraplpyee w i l l 

not be subject to d i s c i p l i n e . In order t o avoid d i s c i p l i n e 

under t h i s paragraph, the c o n d i t i o n raust be of such a nature 

th a t a reasonable person, under the circurastances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and imrainent danger 

of death or serious i n j u r y . I n a d d i t i o n , the eraployee raust also 

have sought from the Eraployer, and have been unable to o b t a i n , 
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c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g to perform the task 

i n question. 

Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimum, the following information: 
Payroll Period 

Payroll Number 

Employee Nvimber 

Name 

T i t l e Code 

Overtime dollar amount per pay period 

Gross pay per pay period 

Contact information ( i . e . , address, phone, email, i f 

available) 

Date of hire and continuous service date 

Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay per i o d . To 

ensure the saf e t y and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured f i l e t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the 

Union t o receive the i n f o r m a t i o n . 

e f i — a — m o n t h l y — b a s i s — a — b a r g a i n i n g — u n i t — r e p o r t — e f — c u r r e n t — a c t i v e 

cmploycoo,—fehe—list—te—include—employee—name,—address,—social 

80 
2454991.4 



s e c u r i t y — n u r a b c r , — t i t l e , — p e y — s c h e d u l e , — g r a d e , — c u r r e n t — p e y — r a t e , 

s t a t u s , — c o n t i n u o u s — s e r v i c e — d a t e , — t i r a e — i n — t i t l e , — d a t e — e i — b i r t h , 

race and sex. 

¥ h e—Employer—shall—also—provide—fee—fehe—Union—en—a—raonthly. 

basis a — b a r g a i n i n g u n i t a c t i v i t y r e p o r t ef current a c t i v e 

c r a p l o y c e o — t h a t — w i l l — l i s t Career—Service—Rctireraento; Career 

Service Reoignationo; Career Service Diochargoo; Non-Career 

Service Tcrrainat iono; Leaveo e-f Abocncc; Suspensions; 

Rcinstatcracnts;—Reappointments;—Transfers—(change—ef—department 

a-nd change e i p a y r o l l ) ; Appointracnto (which also includes 

proraotions—and deraotions) ;—and Dcatho. 

Each—raonth—the—Eraployer—vjill—provide—fee—fehe—Union—fehe 

current—raonth ' o — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d — t h e — u p d a t e d 

report—frora the previous raonth. 

Section 14.8 Svibcontracting 
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The Eraployer s h a l l not contract or subcontract out 

bargaining u n i t work to any person, contractor or employer who 

i s not i n compliance w i t h the area standards established under 

and pursuant t o the formula used by the United States Departraent 

of Labor adrainistering the Davis-Bacon Act. Notice of any such 

c o n t r a c t i n g or subcontracting s h a l l be given t o the Union at 

l e a s t t h i r t y ' (30) days p r i o r t o i t s e f f e c t i v e date. The n o t i c e 

s h a l l be i n w r i t i n g and s h a l l contain the narae and address of 

the p a r t y who w i l l perforra- the work, a d e s c r i p t i o n of the work 

to be perforraed and any other relevant data t o enable the Union 

to deterraine compliance w i t h t h i s Section. In the event such 

pa r t y i s determined not t o be i n corapliance w i t h the said area 

standards, the Eraployer s h a l l w i t h h o l d payouts and s h a l l not 

contract or subcontract f u r t h e r w i t h any such p a r t y u n t i l the 

Union and the Eraployer receive a w r i t t e n and enforceable 

assurance of corapliance. 

In the event t h a t the Eraployer deterraines t o subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Department, or other departments, as the case raay 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y t o perforra the required work without f u r t h e r 

t r a i n i n g . liowever, the eraployee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her to perform 

the work. 
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Prior to sub-contracting of bargaining unit work, the 

Eraployer, the Union, and the proposed sub-contractor s h a l l raeet 

to discuss the employraent of eraployees subject to layoff. During 

that meeting the Eraployer w i l l request and urge that the sub

contractor hire l a i d off eraployees. 

Section 14.9 Automobile Reimbursement 

Eraployees who are required by the Eraployer t o use t h e i r own 

autoraobiles i n the perforraance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaxiraura of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreeraent, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maxiraura reiraburseraent w i l l 

increase t o $350.00 per month. E f f e c t i v e February 1, 2008, the 

maxiraura reimbursement w i l l increase to.- $450.00 per month. 

E f f e c t i v e February 1, 2009, the raaxiraura reimburseraent w i l l 

increase t o $550.00 per month. Thereafter, the raaximum 

reimburseraent w i l l increase e f f e c t i v e each February • 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consuraer Price Index f o r A l l Urban Consuraers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking mileage reimburseraent 

raust submit t h a t request on a forra provided by the Employer. 

Payment f o r mileage expenses w i l l be made on a raonthly basis. I n 

the event t h a t during the l i f e of t h i s Agreement the Eraployer 
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s h a l l impleraent f o r any group of employees an autoraobile expense 

reiraburseraent program which i s - raore favorable t o eraployees than 

the p r o v i s i o n s • of t h i s paragraph, upon n o t i c e from the Union, 

the Eraployer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new prograra t o eraployees 

covered by t h i s Agreeraent. 

Upon request by e i t h e r p a r t y raade no e a r l i e r than 

January 1, 2010, the p a r t i e s ' s h a l l meet t o discuss any proposed 

changes t o t h i s Section 14.9. 

Section 14.10 F i l l i n g of Permanent Vacancies 

The Employer s h a l l determine i f there i s a perraanent 

vacancy ' t o be f i l l e d , and at any tirae before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 

The Eraployer w i l l post vacancy vacancies e l e c t r o n i c a l l y on 

the City of Chicago CAREERS website. A copy of the posting w i l l 

be provided to the Union at l e a s t 72 hours prior to the 

electronic posting. Said vacancies s h a l l be posted 

announceraonto for fourteen (14) days on the CAREERS WEBSITE. 

The posting s h a l l contain at l e a s t the following information: 

job t i t l e , q u a l i f i c a t i o n s , days off, s h i f t , hours, work 

location, i f known, and the rate of pay. The posting s h a l l also 

identify the number of positions to be f i l l e d . I f the number to 

be f i l l e d changes, the Employer s h a l l promptly notify., Prior to 

the commencement of the selection process, the employer w i l l 
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provide the Union w i t h a l i s t of q u a l i f i e d bidders-r-7—and provide 

fehe—Union—with—a—copy of—f e h e — a n n o u n c c r a e n t — a f e — t h e — t i r a e — i t — i e 

posted. 

Q u a l i f i e d bargaining u n i t eraployees s h a l l be given an 

opp o r t u n i t y t o b i d on perraanent vacancies declared by the 

Eraployer. I n raaking s e l e c t i o n s , the Employer s h a l l give 

preference .to bargaining u n i t a p plicants over non-bargaining 

u n i t a p p l i c a n t s , except where non-bargaining u n i t a p plicants 

have deraonstrably greater s k i l l and a b i l i t y t o perforra the work. 

In raaking a s e l e c t i o n between two or raore bargaining u n i t 

a pplicants who are equally q u a l i f i e d , the Eraployer s h a l l select 

the raost senior bidder. For purposes of t h i s Section, s e n i o r i t y 

s h a l l be deterrained by the employee's service i n the employee's 

current job t i t l e ( t i r a e - i n - t i t l e ) City-wide. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information summary, and hiring c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 
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be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

The successful bidder for any job under thi s Section s h a l l 

have an evaluation period, not to exceed sixty (60) ' days, to 

deraonstrate that he or she can perforra the job. I f the Eraployer 

has just cause based upon the eraployee's job perforraance at any 

tirae during that period to believe that the successful bidder 

cannot perforra the job, then the successful bidder s h a l l be 

returned to the job he/she held just prior to the awarding of 

the bid, displacing, i f necessary, any eraployee who has been 

placed into said job. 

Section 14.11 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination that the 

employee i s u n f i t for duty and the employee's physician 

c e r t i f i e s that the employee i s f i t for duty, the employee may 

e l e c t or the Employer may require the employee, at the 

Employer's sole expense, to be subject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 
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duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the independent 

physician and the IME s h a l l be f i n a l and binding. The employee 

s h a l l execute a l l HIPAA waivers and other forms necessary i n 

order to permit access to a l l medical records related to his/her 

condition, and the City s h a l l agree to secure and maintain the 

confidential nature of a l l medical records obtained through t h i s 

process. 

ARTICLE 15 
LAYOFFS/RECALL 

Probationary eraployees w i t h raore than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior eraployee 

i n the a f f e c t e d job c l a s s i f i c a t i o n i n the department s h a l l be 

l a i d o f f f i r s t , provided the a b i l i t y , q u a l i f i c a t i o n s to perform 

the required work, and the employee's job performance are 

r e l a t i v e l y equal araong the other eraployees i n the job i n the 

departraent. 

" S e n i o r i t y " s h a l l raean, f o r purposes of t h i s Section, the 

eraployee's service i n the job t i t l e ( t i m e - i n - t i t l e ) . 

Employees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f . 

ARTICLE 16 
SEPARABILITY 
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In the event any ef—fehe p r o v i s i o n e of t h i s Agreeraent s h a l l 

be or become inval i d or unenforceable by reason of any f i n a l and 

b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such 

i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the remainder of 

the provisions hereof, which s h a l l remain i n f u l l force and 

effect. The i n v a l i d or unenforceable provision s h a l l be svibject 

to re-negotiation by the Parties within a reasonable period of 

time . ¥he—parties—agree—fee—meet—and—adopt—revised—provisiono 

vjhich would be i n conforraity w i t h the law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Rights 

The •'• Union s h a l l have the right and responsibility to 

represent the interests of a l l eraployees in the Unit, to present 

i t s views to the City on matters of concern, either o r a l l y or in 

writing, and to consult and be consulted with, in respect to the 

formulation, developraent and implementation of po l i c i e s and 

programs affecting working conditions. 

Section 17.2 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during norraal working hours, t o enter Employer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse t h i s 

privi.lege, and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l tiraes be conducted i n a 
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raanner so as not t o i n t e r f e r e w i t h norraal operations. The 

Eraployer- raay be able t o change or set r u l e s of access, provided 

t h a t any change i n current p r a c t i c e s must be reasonable and 

subject to the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l ' mission i s t o provide 

services t o i t s c i t i z e n s i n a safe and economic raanner. The 

p a r t i e s t o t h i s Agreement recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of employees, as w e l l as t h e i r raorale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y and the employees under t h i s Agreement serve. Furthermore, 

the economic cost of p r o v i d i n g h e a l t h care services t o employees 

who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 

The Employer and the Union raaintain a strong coramitraent t o 

pr o t e c t people and property, and t o provide • a safe working 

environraent. To t h i s end, the eraployer has also established i t s 

c o n f i d e n t i a l Eraployee Assistance Prograra f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s to t h i s Agreeraent urge employees who have such 

probleras t o u t i l i z e the Program's services. 

To maintain a workplace which provides a safe and health 

work environraent f o r a l l eraployees, the f o l l o w i n g drug and 

alcohol program i s also established. 
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Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a i l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

eraployee on the job or the premises of the Employer. 

(c) Employer Preraises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Eraployer as job s i t e s or work 

l o c a t i o n s and over which the Eraployer has a u t h o r i t y as eraployer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y to a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage t o 

property to which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause:. e r r a t i c or unusual behavior by an 

employee-, i n c l u d i n g but not l i r a i t e d t o noticeable irabalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the eraployee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any raental, emotional, sensory 

or physica.1 impairment due to the use of drugs or alcohol. 

(h) Test: the t a k i n g and analysis of any body coraponent 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

raeasuring or q u a n t i f y i n g •the presence or absence of drugs, 

alcoh(.-5l or any raetaboli.te thereof. 
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Section 18.3 D i s c i p l i n a r y Action 

(a) A l l eraployees raust r e p o r t t o work i n - a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable thera t o perforra t h e i r jobs i n a safe 

raanner. Further, eraployees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d iteras or substances on or at the Employer's 

premises, nor s h a l l they r e p o r t t o work under the i n f l u e n c e of 

drugs and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an employee i s under the i n f l u e n c e of a p r o h i b i t e d substance, 

the Eraployer s h a l l have the r i g h t t o subject t h a t eraployee t o a 

drug and alcohol t e s t . At the Eraployer's d i s c r e t i o n , the 

employee may be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the eraployee s h a l l • be r e i n s t a t e d . I n a l l other cases, the 

Employer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs or 
alcohol while on duty and on the Employer's 
preraises; 

( i v ) are found i n possession of a l c o h o l , drugs or drug 
paraphernalia, or are found s e l l i n g or d i s t r i b u t i n g 
drugs or drug paraphernalia, on the Eraployer's 
premises. 

(c) A l l adverse employraent a c t i o n taken against an 

eraployee under t h i s prograra s h a l l be subject t o the grievance 

and a r b i t r a t i o n procedures of t h i s Agreeraent. 
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Section 18.4 Drug and Alcohol Testing 

(a) The Eraployer may r e q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t raay be adrainistered i n the event t h a t two 

supervisors have reasonable cause to believe t h a t 

an eraployee has reported t o work under the 

i n f l u e n c e of or i s at work under the i n f l u e n c e of 

drugs or a l c o h o l . 

( i i ) a t e s t raay be required i f an eraployee i s involved 

i n a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t raay be required as p a r t of a follow-up t o 

counseling or r e h a b i l i t a t i o n f o r substance abuse 

f o r up t o a one year period. 

(b) Eraployees t o be t e s t e d w i l l be required to sign a 

consent forra and chain of custody^ forra, assuring proper 

docuraentation and accuracy. I f an eraployee refuses t o sign a 

consent forra a u t h o r i z i n g the t e s t , he or s h a l l w i l l be subject 

to t e r r a i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and may consist of e i t h e r blood or urine t e s t s , or both. 

The Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of a l c o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 
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(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l 

workplace drug t e s t i n g prograras, dated A p r i l 11, 1988 and as raay 

be araended h e r e a f t e r by the relevant agency of the Departraent of 

Health and Huraan Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they may be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the i n f l u e n c e of drugs. 

(f ) I n i t i a l and confirraatory (or breathalyzer) t e s t 

r e s u l t s which raeet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the i n f l u e n c e of a l c o h o l . 

(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Eraployer. 

(h) Drug and alcohoi t e s t r e s u l t s s h a l l be reported t o the 

Coramissioner of Personnel or his designee i n the manner to be 

prescribed by the Comraissioner. The a p p l i c a n t or incurabent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Comraissioner w i l l inform the a p p l i c a b l e department head of any 

eraployee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e c i i s c i p l i n a r y proceedings under Section 18.3 above. 
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( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

t e s t r e s u l t i s p o s i t i v e raay e l e c t , at h i s or her expense, t o be 

r e t e s t e d by the sarae or other l a b o r a t o r y s a t i s f a c t o r y to the 

Coraraissioner of Personnel, provided t h a t the Eraployer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s r a i t t i n g said saraple t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as to the presence of alcohol or drugs. The f a i l u r e 

to take a s u f f i c i e n t saraple, or t o preserve such saraple, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal frora 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No l a b o r a t o r y r e p o r t or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are p a r t of a 

personnel a c t i o n under t h i s prograra, but s h a l l be placed i n a 

specia l locked f i l e raaintained by the Comraissioner of Personnel, 

except as such d i s c l o s u r e may-be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

may p a r t i c i p a t e i f they wish i n the vo l u n t a r y Eraployee 

Assistance Prograra. 
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ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The City of Chicago and each Coalition Union (the 

"Parties") agree to create a Joint Apprenticeship and Training 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) in conjunction with certain 

t h i r d parties including, but without liraitation, the Chicago 

Public Schools ("CPS"), the City Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 

and training prograras and to provide expanded post-

apprenticeship and training employraent opportunities for such 

graduates. In conjunction with the .execution of each Coalition 

Union's c o l l e c t i v e bargaining agreeraent with the City of 

Chicago, the Parties s h a l l enter into a suppleraental meraorandura 

of understanding regarding the structure, irapleraentation, 

raonitoring and enforceraent of th i s I n i t i a t i v e . Said meraorandura 

s h a l l be attached to this Agreeraent as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l g e n e r a l l y include the f o l l o w i n g : 

a. A coramitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or other-wise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coraraitraent by the C o a l i t i o n t o f i l l at 
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l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreeraent. 

b. A' coraraitraent by the C o a l i t i o n and the C i t y t o 

co l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students to- enter Union apprenticeship and 

t r a i n i n g prograras. In p a r t i c u l a r , the C o a l i t i o n and the 

Ci t y w i l l cooperate w i t h the Chicagb Public Schools, C i t y 

Colleges of Chicago and External Contractors to p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

prograras and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g prograras as appropriate; and t o expand post-

apprenticeship and t r a i n i n g eraployment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps to f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and suppleraental raeraorandum. attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terras of t h i s Agreeraent s h a l l be subject to 

r a t i f i c a t i o n by the Ci t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance forra. The Eraployer and the 

Union w i l l cooperate to secure t h i s l e g i s l a t i v e approval. 
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This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t frora said date t o June 30, 20172022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o r a a t i c a l l y renew i t s e l f frora year t o 

year unless at l e a s t 60 days and not raore than 120 days p r i o r to 

the t e r r a i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o araend, add t o , subtract frora or 

terminate t h i s Agreement. 

In the event such n o t i c e of a desire t o amend, add t o , or 

subtract from the terras of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreeraent before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreeraent 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreeraent. The notices r e f e r r e d t o s h a l l be 

considered t o have been given as of the date shown on the 

postmark, w r i t t e n notices may be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date of r e c e i p t . 

This Agreeraent c o n s t i t u t e s the e n t i r e contract between the 

Eraployer and the Union and s e t t l e s a l l deraands and issues w i t h 

respect t o a l l raatters subject to c o l l e c t i v e bargaining. The 

Eraployer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect to any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 
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r e f e r r e d t o herein, and even though such raatter may not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

tirae t h i s Agreeraent was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes, 

a d d i t i o n a l vacation, holiday or other paid tirae o f f , or 

volu n t a r y unpaid time o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

Agreeraent, such a d d i t i o n a l tirae o f f s h a l l be granted t o a l l 

eraployees covered by t h i s Agreeraent. 

ARTICLE 21 
TERM OF AGREEMENT 

This Agreeraent s h a l l be e f f e c t i v e frora the date upon which 

i t i s r a t i f i e d by the C i t y Council of the C i t y of Chicago, but 

no e a r l i e r than July 1, 20072017, and s h a l l reraain i n e f f e c t 

through 11:59 p.ra. on June 30, 20172022. 

Health Plan Reopener 

Each p a r t y reserves the r i g h t t o reopen t h i s Agreeraent i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change (s) i n the applicab l e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or sta t e 

health care program raandating s i g n i f i c a n t changes 

i n health insurance b e n e f i t s that becoraes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 
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The lack of achieveraent of hea l t h care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishment and a d m i n i s t r a t i o n 

of ' the Labor-Manageraent Cooperation Coraraittee on 

heal t h care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containraent or savings, as measured by a 

pro j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no raore than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o hea l t h care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the-Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as state d i n subsection (a) above, 

the LMCC s h a l l make such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase frora exceeding 8% as measured i n 

subsection (a) above. 
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(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p arty raay e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Coraposition of the LMCC; 

• Funding of the LMCC; 

provided,—hovvfcver,—each—party—reserves—fehe—right—fee—reopen—t-hio 

A g r e e r a e n t — i n — o r d o r — f e e — n e g o t i a t e — f e h e — H e a l t h — P l a n — s e t : — f o r t h — i n 

Article—9—ne—later—than—June—3-0-7—2011—an^—Juno—3-0-7—2015,—or i n 

fehe—event—the C i t y of Chicago—ie—awarded the—2016 Olyrapic Garaco, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of this Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r party to t h i s Agreeraent has t h i r t y (30) days to n o t i f y 

the -other p a r t y of i t s i n t e n t to reopen t h i s Agreeraent i n order 

to negotiate the I-iealuh Plan set f o r t h i n A r t i c l e 9. Should 
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e i t h e r p a r t y e l e c t t o reopen n e g o t i a t i o n s pursuant to t h i s 

p r o v i s i o n , i t s h a l l subrait w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ninety (90) days w i t h i n which t o 

reach agreement on the A r t i c l e . I f the p a r t i e s f a i l t o reach 

agreeraent at- the conclusion of t h a t n i n e t y (90) day period, each 

pa r t y reserves the r i g h t t o reopen the e n t i r e Agreeraent. 

Non-Prevailing Wage Rate Rooponer^ 

Four-Year : —T h i o — A g r o o r a c n t — m a y — b e — r e o p e n e d — t - e — f u r t h e r 

negotiate—fehe—non-prevailing—wage—rates—governing—fehe—oecond 

f i v e -year fee^m (07/01/2012 te 06/30/2017) u n d e r — A r t i c l e 4-r 

Section 4,—in the event that—(-a^—the C i t y n o t i f i e s tho C o a l i t i o n 

that—it—hae—net—reached—a—ouccossor—agreeraent—fee—a—then—current 

f o u r - y e a r — a g r e e r a e n t — e x p i r i n g — e n — J u n e — 2 0 1 1 — r e g a r d i n g — a n 

acroos-t he-board percentage incrcaoc f e r other unionized 

c r a p l o y c e o — i n — n o n - p r o v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s — d e f i n e d — i n 

fehe—^^Me—Tee—Clauoc"—by—March—2^,—2012;—er—{h^—fehe—Coalition 

n o t i f i e s — t h e — C i t y o f — i f e - s — i n t e n t — t o terrainate—fehe—"Me Too Clauoc" 

by March 31, 2012. 

Five-Year: Thio—Agrooracnt—mey—be—reopened—fee—further 

negotiate—fehe—non-pro v a i l i n g — w a g e — r a t e s — g o v o r n i n g — f e h e — o e c o n d 

f ivo-ycar feer^m (07/01/2012 fee 06/30/2017) u n d e r — A r t i c l e 4, 

Section 4,—in the event that—(-a-)—the City notifies the Coalition 

that—it—hae—nefe—reached—a—successor—agreement—t-e—a—then—current 

f ivc-ycar—agreement—expiring—en—Juno—3-0-7 2012—regarding—an. 
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across-the-board percentage increase f e r othor unionizod 

employees—ifi—non-prevailing—wage—rate—claosificationo—defined—in-

fehe—"Mc Too Clauso" by October 31,—2012;—er— { h ^—the C o a l i t i o n 

n o t i f i o o — t - h e — C i t y of—i-fes—intent—fee—torrainatc—the—"Me Too Clauoc" 

by October 31, 2012. 

a— a n y—ene— e i—the—foregoing—events—occurs,'—cither—party—fee 

t h i s Agreeraent—ha-s—thirty—f^-O-]—days—to n o t i f y the—other p a r t y of 

i f e e — i n t e n t — f e e — r e o p e n — t h i o — A g r o c r a e n t — i n — o r d e r — f e e — n e g o t i a t e — t h e 

non-prevailing—wa-ge—rates—governing—the—second—five-year—terra 

(07/01/2012 to 06/30/2017)—oct f o r t h i n A r t i c l e 4,—Section 4. 

S h o u l d — c i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n e g o t i a t i o n o — p u r s u a n t — f e e 

t h i s — p r o v i o i o n , — i f e — s h a l l , s u b r a i t — w r i t t e n — n o t i c e — f e e — f e h e — o t h e r 

p a r t y — a n d — f e h e — C i t y — s h a l l — n e t — b e — o b l i g a t e d — f e e — r a a ke—fehe—wage 

adj u o t r a c n t s — s e t — f o r t h — i n Article—4-7—Section— 4 - . Thereafter,—fehe 

p a r t i e s have ninety—(-9^-)—days w i t h i n which t o reach agreeraent on 

i h e — A r t i c l e . H — f e h e — p a r t i e s — f a i l — f e e — r e a c h — a g r c o r a c n t — a f e — f e h e 

c o n c l u o i c n — e f — t h a t — n i n e t y — ( 90)—day—period,—each—party—rcscrvco 

tho r i g h t t o reopen the e n t i r e Agreeraent. 

Other Reopener 

In the event of an emergency, cataclysmic event or other 

s i r a i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreement. 
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IN WITNESS WHEREOF, each of the p a r t i e s hereto, by i t s duly 

authorized r e p r e s e n t a t i v e ( s ) , has executed t h i s document as of 

the day of ^ , 2 m ^ 2018. 

CITY OF CHICAGO INTERNATIONAL UNION OF ELEVATOR 
CONSTRUCTION - LOCAL 2 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree to the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The partieS: recognize t h a t the success of the J o i n t 

Apprenticeship and Tr a i n i n g Prograra I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s to increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Manageraent Cooperation Coraraittee established 

under A r t i c l e 9 to explore and recoraraend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and Tr a i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i m i t e d .to: 

a. A m u l t i - p r o j e c t labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c ontractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the • raaxiraura nuraber of apprentices on the p r o j e c t as 

permitted under the terras and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreeraent (s) ; and ( i i ) a l l c o n t r a c t o r and 

sub-contracitors perforraing c o n s t r u c t i o n work on the p r o j e c t 
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s h a l l p a r t i c i p a t e i n an apprenticeship prograra r e g i s t e r e d w i t h 

the U.S. Departraent of Labor's Bureau of Apprenticeship and 

Tr a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreera.ent: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive health care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, i n c l u d i n g but 

not l i r a i t e d t o the f o l l o w i n g areas: 

Expanded Disease Manageraent Prograra 

HRA and Bio-metric Screening 

Health Fairs 

Weight Management Prograra 

Iraaging Review Service 

Li f e t i r a e Maxiraura 

Subscriber Share f o r Hospital B i l l s and Co-insurance 

Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 

Coraprehensive Comraunication and Outreach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters. Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Meraorandura of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending 

Section 3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the 

four 10-hour workweek, the p a r t i e s , i n r e t u r n ; have discussed an 

agreeraent by the Unions t o waive sorae or a l l of the monetary 

raake whole remedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order to conclude ne g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y to waive 

sorae or a l l of the raonetary raake whole reraedies. U n t i l such an 

agreeraent i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be ob l i g a t e d t o impleraent the monetary raake whole 

remedies i n the Award. In a d d i t i o n , i f such an agreement i s not 
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reached by Deceraber 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed amendment to Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f from the monetary raake whole reraedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

CARPENTERS - LOCAL NO. 13 
INSPECTORS 

This Agreeraent i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and the Carpenters -'Local No. 13 - Inspectors, 

( h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose of 

e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages, and other terras and 

conditions of eraployraent f o r the employees represented by the 

Union. 

In r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 Recognition 

The Eraployer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l eraployees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : '• 

Bu i l d i n g Inspector 

Construction Inspector 

Supervisor of B u i l d i n g Inspectors 

Construction Inspector Supervisor 

Zoning I n v e s t i g a t o r 

Supervisor of Zoning I n v e s t i g a t o r 

The Union i s authorized to bargain c o l l e c t i v e l y f o r such 

eraployees w i t h respect to rates of pay, wages, hours and other 
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terras and conditions of employment. The terra "eraployee" as used 

herein, refers to the above job c l a s s i f i c a t i o n s , unless 

specified to the contrary. 

Section 1.2 Job T i t l e s 

The Eraployer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Eraployer raakes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Employer changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not perraanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the mutual 

agreement of the unions involved. 

Section 1.3 Traditional Work 

Any work which has been t r a d i t i o n a l l y perforraed by 

eraployees who are represented by the Union s h a l l continue t o be 

perforraed by • said eraployees, except where non-unit eraployees 

have i n the past performed u n i t work, or i n emergencies, to 

t r a i n or i n s t r u c t eraployees, t o do l a y o u t , deraonstration, 

experimental, or t e s t i n g d u t i e s , t o do t r o u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where employees 

do not report to work because of vacations, or other absences or" 

tardin e s s , or f o r personal reasons during the course/of the day, 

or because a l l of the eraployees are or w i l l be occupied w i t h 

assigned d u t i e s , or to coraplete a rush assignraent, eraployees of 

any other u n i t represented by another union w i l l not perforra the 

work of said eraployees. For exaraple, i f a B u i l d i n g Inspector i s 
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on vacation, a Clerk s h a l l not be assigned, as a replaceraent 

B u i l d i n g Inspector. The Employer s h a l l not a r b i t r a r i l y extend 

the period of any eraergency beyond the need f o r t h a t eraergency. 

Notwithstanding the foregoing, i t i s understood that i t 

s h a l l not be a violation of t h i s Agreeraent i f the following 

functions are perforraed by raerabers of manageraent, regardless of 

whether they are also perforraed by the bargaining unit: (a) crew 

assignraent and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipraent and raaterials frora vendors. Nothing 

herein s h a l l deprive raembers of the bargaining unit of the right 

to perform h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit employee for the purpose of 

replacing that person with a meraber of management. 

Section 1.4 New Work 

Whenever the C i t y intends t o e s t a b l i s h a new job 

c l a s s i f i c a t i o n or undertakes t o perform new work t h a t may not be 

w i t h i n the d uties of a bargaining u n i t c l a s s i f i c a t i o n , the C i t y 

w i l l advise the union i n w r i t i n g at l e a s t f o r t y - f i v e (45) days 

i n advance, des c r i b i n g the new t i t l e / d u t i e s and p r o v i d i n g a job 

d e s c r i p t i o n or equivalent d e s c r i p t i o n of d u t i e s . 

The C i t y s h a l l f i r s t , consider whether such work i s w i t h i n 

the scope of work t h a t has t r a d i t i o n a l l y been perforraed by a 

bargaining u n i t c l a s s i f i c a t i o n or raeraber. I f the C i t y , a f t e r 

determining t h a t the work i s not .- w i t h i n the scope of work 

t r a d i t i o n a l l y performed w i t h i n the bargaining u n i t , decides not 

to include the new work t h e r e i n and a dispute a r i s e s , the 



dispute s h a l l be subraitted t o the I l l i n o i s Local Labor Relations 

Board f o r r e s o l u t i o n . ' 

I f the C i t y deterraines t h a t the new work belongs to and i s ' 

to be included w i t h i n a bargaining u n i t c l a s s i f i c a t i o n , the 

Union s h a l l be n o t i f i e d i n w r i t i n g . I f a proposed new 

c l a s s i f i c a t i o n i s or becoraes a c l a s s i f i c a t i o n w i t h i n the u n i t , 

the Employer s h a l l raeet w i t h the Union t o discuss the new 

c l a s s i f i c a t i o n and the ra t e of pay assigned by the Employer. I f 

the Eraployer and the Union cannot agree on such ra t e of pay 

w i t h i n t h i r t y (30) days of n o t i f i c a t i o n t o the Union, the ra t e 

of pay f o r such new c l a s s i f i c a t i o n w i l l be a r b i t r a t e d i n 

accordance w i t h the a r b i t r a t i o n p r o visions of t h i s Agreement. 

Pending the a r b i t r a t o r ' s d e c i sion, the Eraployer raay f i l l the 

c l a s s i f i c a t i o n and teraporarily assign a r a t e of pay. 

The a r b i t r a t o r s h a l l review the ra t e of pay by comparing i t 

to pay ra t e s , r e s p o n s i b i l i t i e s and working conditions of , other 

bargaining u n i t and Eraployer c l a s s i f i c a t i o n s , the labor raarket 

and any f a c t o r s the a r b i t r a t o r deterraines t o be re l e v a n t . The 

a r b i t r a t o r s h a l l decide whether the pay r a t e decision of the 

Eraployer was reasonable. I f the a r b i t r a t o r decides to increase 

the r a t e of pay, the increase s h a l l be made r e t r o a c t i v e to the 

date the new c l a s s i f i c a t i o n was established. I f the a r b i t r a t o r 

decreases the ra t e of pay, such decrease s h a l l becorae e f f e c t i v e 

as of the next pay period f o l l o w i n g the a r b i t r a t o r ' s decision. 

ARTICLE 2 • 
MANAGEMENT RIGHTS 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y to and are e x c l u s i v e l y ves'ted i n 
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the Eraployer, except only as they may be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Araong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the management of the 

Employer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or. o r g a n i z a t i o n of the Employer's operations, or other 

economic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, deraote, or r e c a l l ; t o raake and enforce reasonable r u l e s 

and r e g u l a t i o n s ; t o raaintain order and e f f i c i e n c y ; t o schedule 

the hours of work, t o deterraine the services, processes, and 

extent of the Eraployer's operation, the types and q u a n t i t i e s of 

machinery, equipraent and raaterials t o be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i r a i t e d to) the r i g h t t o c o n t r a c t out or subcontract; 

the r i g h t t o deterraine the nuraber of eraployees and how they 

s h a l l be eraployed, the q u a l i t y and q u a n t i t y of workraanship and 

work required to insure raaxiraura e f f i c i e n c y of operations; to 

e s t a b l i s h and enforce f a i r production standards; and t o 

deterraine the size, nuraber and l o c a t i o n of i t s departraents and 

f a c i l i t i e s . A l l of the p r o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Eraployer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 



ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union and the Employer agree to work cooperatively to 

insure equal eraployraent opportunities as required by law in a l l 

aspects of the Eraployer's personnel p o l i c i e s , and nothing in 

thi s agreeraent s h a l l be interpreted to cause a negative effect 

in said e f f o r t s . I t i s understood and agreed that th i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely affect the 

seniority provisions of th i s Agreeraent. 

Section 3.2 No Discrimination 

Neither the Eraployer nor the Union s h a l l discrirainate 

against any eraployee covered by th i s Agreement in a manner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, marital status, raental 

and/or physical handicap, or merabership or non-merabership in or 

a c t i v i t y on behalf of the Union. 

Section 3.3 Grievances 

Grievances by employees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the grievance procedure of 

t h i s Agreeraent, but s h a l l not be subject t o a r b i t r a t i o n unless 

rautually agreed to... by the p a r t i e s , except t h a t grievances 

a l l e g i n g d i s c r i r a i n a t i o n as a r e s u l t of a c t i v i t y on behalf of the 

union .raay be forwarded to a r b i t r a t i o n . Nothing s h a l l preclude 

an eraployee who i s appealing a d i s c i p l i n a r y a c t i o n of ten (10) 

days or less i n accordance w i t h the review procedures described 

i n A r t i c l e 18 frora contending t h a t d i s c i p l i n a r y a c t i o n has 

r e s u l t e d frora d i s c r i r a i n a t i o n . 



Section 3.4 Reasonable Accommodation 

I n the event the Employer s h a l l be required t o make a 

reasonable accoramodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an appl i c a n t or incumbent 

eraployee t h a t raay be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under" t h i s Agreeraent, the Eraployer s h a l l b r i n g t h i s raatter t o 

the a t t e n t i o n of the union. The pr o v i s i o n s of A r t i c l e 11 of 

t h i s Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r may 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreeraent and the eraployee's r i g h t s under t h i s Agreement, 

provided t h a t no incumbent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

Effective July 1, 20-&17, employees covered by th i s 

Agreement s h a l l continue to receive the hourly rate being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing similar kinds of work in 

Cook "County pursuant to the forraula currently used by the United 

States Departraent of Labor in adrainistering the Davis-Bacon Act 

as currently being paid to said eraployees as set forth in 

Appendix A appended to and raade a part of th i s Agreeraent. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreeraent 

beginning i n 20-9-17, through the period ending June 30, 20i^22, 

the wage r a t e r e f e r r e d t o i n the iraraediately preceding section 

••) 
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s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid to c r a f t s or job c l a s s i f i c a t i o n s doing 

s i r a i l a r work i n Cook County pursuant t o the forraula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreeraent are established at an e f f e c t i v e date l a t e r than 

July 1, then such rates, when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Eraployer adjust said 

wage rates raore than one tirae i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Govorning—First—Five-
Yoaro of thio Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustraents below f o r a l l eraployees who are i n non- p r e v a i l i n g 

rate c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

• Effective 07/01/2007 i % 01/01/2018 - 2.00% 

• Effective 01/01/2008 - 2.25°o 01/01/2019 - 2.25% 

-Year 2: 

• Effective 01/01/2009 2^ 01/01/2020 - 2.00% 

¥car 3-̂  

• Effective 01/01/2010 2% 01/01/2021 - 2.25% 

-Year 4:-

• Effective ^/01/2011 3 .251 01/01/2022 - 2.00% 

Year 5: 



•—Effective 01/01/2012 3.5% 

Section—4-:-4 Non-Prevailing Wage—Rates—Governing—Second—Five-
Year Torm (07/01/2012 to 06/30/2017) 

E f f e c t i v e — t h e — f o l l o w i n g — d a t o s , — t h e — C i t y — w i l l — r a a k e — t h e — w a g e 

adj ustments—below f o r — a - i i — e m p l o y e e s — w h e — a r ^ — i n — n o n - p r e v a i l i n g 

r a t e c l a o o i f i c a t i o n o — a n d who—ar^e—oithor on the p a y r o l l — a s — o f tho 

e f f e c t i v e date—or o n — l a y - o f f w i t h r e c a l l — r i g h t s : 

Y^a^E—€-^ 

• — E f f o c t i v c 01/01/2013 - 2% 

Year 7: 

•—Effective 01/01/2014 2% 

Year 8: 

•—Effective 01/01/2015 2%-

Year 9: 

•—Effective 01/01/2016 2% 

Year 10: 

• — E f f e c t i v e 01/01/2017 2^ 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized eraployees 

i n n o n -prevailing wage r a t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, eraployees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreeraent s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 



increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a raajority of C i t y unionized 

eraployees i n non-prevailing wage ra t e c T a s s i f i e a t i o n s * * receive 

a lurap sura payraent i n any' contract year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the sarae lurap sura payraent i n any such year. The p a r t i e s 

agree t o confer regarding the t i r a i n g , araount and iraplementation 

of any wage adjustment or lurap sura payraent under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn eraployees of the Chicago Police Departraent 

and uniforraed merabers of the Chicago Fire Departraent. 

Section 4.4 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected eraployees who, as of Auguot—2-,—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal eraployees who 

are e l i g i b l e for rehire, or are forraer eraployees who re t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the City Council, inclusive. 

Section 4.5 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o eraployees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtirae or 

preraiura pay s h a l l be paid t o employees not l a t e r than the 
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second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an eraployee's pay check, at the tirae s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtirae and/or preraiura pay t o which he/she i s 

e n t i t l e d , the Departraent w i l l c o r r e c t t h a t shortage 

provided the eraployee proraptly n o t i f i e s the Departraent's 

tiraekeeper i n w r i t i n g . Employees s h a l l subrait a p a y r o l l 

dispute t o the Departraent timekeeper on the "Employee 

P a y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

eraployee's subraission of such Forra s h a l l t o l l the period 

f o r processing a grievance f i l e d by the eraployee or Union 

over such dispute. I f the Departraent concludes t h a t there 

i s a shortage i n the eraployee's paycheck, and i f the araount 

i n question exceeds $100.00, the Departraent w i l l subrait a 

suppleraental p a y r o l l t o the Coraptroller t o cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the eraployee's 

coraplaint. Shortages less than $100.00 w i l l be added t o 

the eraployee's next regular pay check. 
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(c) Should an eraployee not receive t h i s suppleraental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o the employee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

eraployees, persons r e t u r n i n g frora .leaves of absence 

( i n c l u d i n g but not l i r a i t e d t o duty d i s a b i l i t y ) , overtirae 

earned under the City's eraergency snow reraoval prograra, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded frora the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payraent o b l i g a t i o n s 

w i t h respect t o the payraents r e f e r r e d t o i n t h i s paragraph 

which raay be contained elsewhere i n t h i s Agreeraent. 

(e) I n order to provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

forra a Labor Manageraent Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's raerabers of the Coraraittee w i l l 

consist of representatives frora the Department., of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l select four (4) 

representatives t o serve as memibers of the Coraraittee. The 
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Coraraittee w i l l raeet not less than q u a r t e r l y , or raore 

f r e q u e n t l y as the need raay a r i s e , t o review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of mutual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreeraent. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y may include from tirae-to-tirae a 

representative of the C o a l i t i o n at the Coraptroller's weekly 

s t a f f raeetings w i t h Departraent heads t o review and address 

pending p a y r o l l i n q u i r i e s frora bargaining u n i t eraployees. 

Section 4.7 Acting i n Higher-Rated Job 
Section 4.6 Out of Grade Pay 

An eraployee covered by t h i s Agreeraent who i s d i r e c t e d t o 

and does perforra s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such tirae from the f i r s t 

day of the assignment. The Employer agrees t h a t i t w i l l make 

such assignments f o r not less than an eraployee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was earned. 

The tirae liraits for ouch—individual—assignraents—te—acting into 

higher-rated jobs s h a l l not exceed one hundred eighty (180) days 

be—ninety—( 90 )—days, except where a regular incumbent i s on 

leave of absence, in which case the time lirait for acting into 

such position may not exceed one (1) year be—si^—(-6^—raontho—and 
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no individual employee can act into that position for more than 

ninety (90) days. The tirae liraits may be extended by mutual 

agreeraent of the parties. I f the one hundred eighty (180) day 

time l i m i t i s extended to one year due to a regular inctunbent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent the 

Eraployer continues to require the perforraance of the duties of 

the higher-rated job beyond the tirae liraits set forth herein, 

the assignraent position s h a l l be treated as a "perraanent 

vacancy" within the meaning of Section 14.10 of th i s Agreement— 

and the employer s h a l l be—subj cot—he—the applicable posting- and 

f i l l the job as a "permanent vacancy" subject to the applicable 

provisions of that Section. 

Section 4.8 Reporting Pay 

When an employee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainiraum of two (2) hours 

work or pay at the eraployee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 

or her norraal s t a r t i n g tirae not to ..report f o r work, except f o r 

reasons beyond the Eraployer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , eraployees raust advise the designated 

person w i t h i n the Departraent of his or her current telephone 

nuraber. 

I f the eraployee works more than two (2) hours, he or she 

s h a l l receive a miniraura of four (4) hours work or pay f o r th a t 
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day. I f the employee works more than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay f o r t h a t day. An 

eraployee who does not coraplete a norraal e i g h t (8) hour s h i f t 

because he or she i s sent horae by the Eraployer s h a l l have the 

option of using a p o r t i o n of accrued vacation, personal or 

compensatory time f o r t h a t day upon noti c e to the Eraployer. 

Section 4.9 C a l l I n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a minimum 

of two (2) hours pay at the appropriate overtime r a t e frora the 

tirae t h a t they a r r i v e at t h e i r workplace. 

The terra " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an eraployee being brought back t o work outside of his/her 

norraal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

eraployee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 4.10 Emergency C a l l Pay 

In the event a General Foreraan or Foreraan i s d i r e c t e d by 

the Eraployer t o respond to eraergency c a l l s frora home and outside 

of his or her' regular working hours, he or she w i l l be granted 

corapensatory tirae at the appropriate r a t e f o r a l l v e r i f i e d tirae 

spent responding t o the eraergency frora home, w i t h a rainiraura of 
{ 

15 rainutes of corapensatory tirae t o be granted i n any calendar 

day on which any such eraergency responses were required, up t o a 

maxiraura of two hours of corapenseitory time i n any calendar day. 
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ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 Work Day and Work Week 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The norraal work week s h a l l consist of f i v e (5) consecutive 

8-hour days Monday through Friday, except where the Eraployer's 

operations r e q u i r e d i f f e r e n t scheduling needs. The Eraployer 

w i l l n o t i f y the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 midnight (one minute a f t e r 11:59 p.ra. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. The norraal work day s h a l l begin at 8:00 A.M. and end at 

4:30 P.M., as deterrained by the Eraployer. 

The Eraployer raay change the time of i t s norraal work day or 

work week upon reasonable n o t i c e t o , and upon request, 

discussion w i t h the Union, w i t h the approval of the Di r e c t o r of 

Labor Relations. Such changes s h a l l not be raade s o l e l y to avoid 

the payraent of overtirae. 

Such not i c e s h a l l be given i n w r i t i n g t o the Union at l e a s t 

ten (10) days i n advance of the proposed change. The Employer 

w i l l not impleraent i t s proposed change u n t i l the Union has had a 

reasonable o p p o r t u n i t y w i t h i n said ten (10) day period t o 

present i t s views and discuss the changes w i t h the Eraployer. 

Section 5.2 Overtime 

A l l work perforraed i n excess of f o r t y (40) hours worked per 

week; or i n excess of eight (8) hours worked per day where the 

16 



employee has forty (40) hours of work or excused absences; or on 

Saturday as such, when Saturday i s not part of the employee's 

regular work week; or on the sixth day worked, s h a l l be paid for 

at one and one-half (1-1/2) times the regular straight time 

hourly equivalent rate of pay. A l l work perforraed on Sunday, 

when Sunday i s not part of the eraployee's regular work week; or 

the seventh consecutive day worked, s h a l l be paid for at two (2) 

times the regular hourly equivalent rate of pay. Employees 

exerapt frora the Fair Labor Standards Act s h a l l not be e l i g i b l e 

for overtirae under t h i s Section. There s h a l l be no pyraraiding 

of overtirae and/or preraiura pay. Daily and/or weekly overtime 

and/or preraium pay s h a l l not be paid for the same hours worked. 

A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 
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Section 5.3 Overtime Distribution 

(a) Overtime and/or preraiura tirae r e f e r r e d t o i n t h i s 

Agreeraent s h a l l be o f f e r e d f i r s t t o the eraployee perforraing the 

job and t h e r e a f t e r by s e n i o r i t y t o the raost senior eraployee i n 

the job c l a s s i f i c a t i o n at the work l o c a t i o n being given the 

opportunity t o work, provided the eraployee has the present 

a b i l i t y t o perforra the work to the s a t i s f a c t i o n of the Eraployer 

without f u r t h e r t r a i n i n g . A reasonable araount of overtirae s h a l l 

be a c o n d i t i o n of continued eraployraent, provided however, t h a t 

i n the event such o f f e r s of overtirae are not accepted by such 

employees, the Eraployer may mandatorily assign such overtirae by 

reverse s e n i o r i t y . 

(b) Employees i n the c l a s s i f i c a t i o n at the work l o c a t i o n 

who have been given the option t o work the overtirae and/or 

preraium tirae, whether the option was accepted or r e j e c t e d , w i l l 

not be afforded the option t o work subsequent overtime and/or 

preraiura time u n t i l a l l eraployees i n the c l a s s i f i c a t i o n at the 

work l o c a t i o n have been reasonably afforded the o p p o r t u n i t y to 

work the overtirae and/or preraium time, subject t o the same 

pr o v i s i o n as i n Section 5.3(a). 

(c) During the Emergency Heat Prograra, the Eraployer s h a l l 

wherever possible and p r a c t i c a l assign overtirae equally by work 

u n i t s to the extent t h i s can be done. 

Section 5.4 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 
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hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may acciamulate such time up to a maximoom of 160 hours. 

Use of compensatory time s h a l l be soabject to the 

operational needs of the Employer. A l l accumulated compensatory 

time in excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at thei r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 Current Holidays 

F u l l - t i r a e s a l a r i e d employees s h a l l receive the f o l l o w i n g 

days o f f without any change i n t h e i r regular salary, provided 

the employee i s i n pay status the f u l l scheduled workday 

imraediately preceding and the f u l l scheduled workday iraraediately 

f o l l o w i n g such holiday, or i s absent from work on one or both of 

such days w i t h the Employer's perraission. Such perraission s h a l l 

not be unreasonably denied. 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Lincoln's Birthday 
4. Washington's Birthday 
5. Casirair Pulaski Day 
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6. Meraor ia l Day 
7. Independence Day 
8. Labor Day 
9. Columbus Day 
10. Veterans Day 
11. Thanksgiving Day 

12. Christmas Day 

In addition to the foregoing twelve (12) paid holidays 

employees s h a l l receive one (1) personal day, which raay be 

scheduled in accordance with the procedures for vacation 

selection set forth in Section 7.6. I f an eraployee elects not 

to schedule said personal day as provided above, the eraployee 

may request his/her Departraent to use the personal day. Requests 

s h a l l not be unreasonably denied. I f an eraployee i s required to 

work on a scheduled personal day by the Employer, the employee 

s h a l l be e n t i t l e d to holiday pay pursuant to Section 6.2. 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar holiday 

he/she s h a l l be paid at the r a t e of two and one-half (2 1/2) 

times (which includes holiday pay) his/her norraal hourly r a t e 

f o r a l l hours worked. 

Section 6.3 Fail u r e to Report to Work on Scheduled Holiday 

I f an eraployee i s scheduled to work on a holiday and f a i l s 

to report to work, the eraployee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other eraergency. 

Section 6.4 Holiday Observance 

Holidays which f a l l on Saturday w i l l be observed on the 

Friday before the holiday; said holidays which f a l l on Sunday 

w i l l be observed on the Monday a f t e r the holiday. 
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Whenever said holiday f a l l s during an eraployee's vacation 

period and the eraployee does not want t o extend his/her 

vacation, the Eraployer s h a l l have the op t i o n of g r a n t i n g the 

eraployee an extra day's pay or an ex t r a day of vacation at a 

tirae rautually agreed upon between the eraployee and the 

department head, subject t o the sarae p r o v i s i o n s st a t e d i n 

Section 6,1. 

Section 6.5 Religious Day Accommodation 

An employee whose r e l i g i o u s b e l i e f s r e q u i r e t h a t he/she not 

work when scheduled on a r e l i g i o u s holiday, s h a l l be granted 

said time o f f . The eraployee may use tirae earned or may take the 

day o f f without pay. An employee requesting t h i s accoraraodation 

s h a l l n o t i f y the Departraent Head or his/her designee i n w r i t i n g 

at l e a s t f i v e (5) calendar days i n advance of the r e l i g i o u s 

holiday. . I f w r i t t e n n o t i f i c a t i o n occurs less than f i v e (5) 

calendar days i n advance of the r e l i g i o u s holiday, said request 

s h a l l be granted at the Eraployer's d i s c r e t i o n based on 

oper a t i o n a l needs. Such requests s h a l l not be unreasonably 

denied. 

ARTICLE 7 
VACATIONS 

Section 7.1 E l i g i b i l i t y 

Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. . An eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such employee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service p r i o r t o July 1 Vacation 
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Less than 6 years 13 days 

6 years or raore, but less than 14 years . . . . 18 days 

14 years through 23 years 23 days 

24 years, but less than 25 years 24 days 

25 years or raore 25 days 

Section 7.2 Pro Rata Vacations 

An eraployee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The eraployee d i d not have twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated frora employraent, other than 

f o r serious misconduct, during a calendar year i n which' the 

eraployee d i d not have twelve (12) raonths of continuous service. 

The araount of pro r a t a vacation i s deterrained by d i v i d i n g 

the nuraber of raonths of continuous service the f u l l - t i r a e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , , by twelve (12); the r e s u l t i n g f i g u r e i s 

raultiplied by the araount of paid vacation f o r which the eraployee 

i s e l i g i b l e i n Section 7.1 above. Any f r a c t i o n i s rounded o f f 

to the nearest whole nuraber of days. Eraployees separated frora 

eraployraent, other than f o r serious raisconduct, w i l l be paid on a 

suppleraental p a y r o l l as soon as p r a c t i c a b l e f o l l o w i n g the l a s t 

day worked. 
Section 7.3 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

eraployee was denied vacation by the erap.loyer, or (2) the eraployee 

i s on an approved leave of absence, or (3) the eraployee e l e c t s i n 
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w r i t i n g to carry over vacation days (up t o three (3) ouch 

vacation days of accrued and unused vacation days for employees 

with l e s s than ten (10) years of service, and up to f i v e (5) days 

of accrued and unused vacation days for employees with ten (10) 

or more years of service) f o r use i n d i v i d u a l l y or consecutively 

during the next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given t o the eraployer before Deceraber 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximum number of single use vacation days provided 

f o r under t h i s Agreement. Such carry over vacation days raust be 

scheduled i n the then current year for use i n the next year. 

Cancellation or re-scheduling of carry over days s h a l l be 

controlled by the provisions set forth i n the Agreement under 

Vacation Picks, upon—rautual—agreeraent— e i—th^—employer,—which 

agreement—shall—not be—unreaoonably denied or vi/ithhcld, and such 

carry over days raust be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) raonths, i n the case of an 

eraployee's return frora an approved leave of absence). Nothing 

herein s h a l l l i m i t or prohibit the Employer from allowing the 

employee to reschedule carry over before June 30^^, or approving 

the rescheduling of c a r r y over days beyond June 30^^. Employees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

to being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation tirae earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) raonths f o l l o w i n g the date i n which the person became 
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disabled, and s h a l l be e n t i t l e d t o use such vacation time w i t h i n 

twelve (12) raonths f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 Vacation Credit During Non-Work Period 

Eraployees who are terminated for serious raisconduct ( i . e . , 

violent acts, crirainal acts, drug and alcohol violations on the 

job, or gross insubordination), are not entitled to any vacation 

pay not taken. An employee who resigns in l i e u of discharge i s 

e n t i t l e d to the amount of vacation pay i n th e i r bank at the time 

of resignation. Eraployees s h a l l not earn vacation credit for 

any period during which they are on layoff or leave of absence 

without pay in. excess of t h i r t y (30) days or engaged in conduct 

in violation of A r t i c l e 12 of th i s Agreeraent. In the event of 

the death of an e l i g i b l e eraployee, the surviving widow, widower 

or estate s h a l l be e n t i t l e d to any vacation pay to which the 

deceased eraployee was enti t l e d . 

Section 7.5 Calculation of Vacation Time 

The r a t e of vacation pay s h a l l be computed by raultiplying 

the eraployee's s t r a i g h t tirae hourly r a t e of pay i n e f f e c t f o r 

the eraployee's regular job at the tirae the vacation i s being 

taken, times e i g h t (8) hours per day, tiraes the nuraber of days 

vacation t o which the employee i s e n t i t l e d . Salaried employees 

s h a l l receive t h e i r regular salary i n e f f e c t at the tirae the 

scheduled vacation i s taken. 
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Section 7.6 Vacation Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Departraent Head s h a l l have the r i g h t t o 

determine the nuraber and scheduling of crews and employees who 

can be on vacation at any one time without hindering the 

operation of the Department. The Departraent w i l l not designate 

any tirae or period during the calendar year when e l i g i b l e 

eraployees would be p r o h i b i t e d frora the scheduling and t a k i n g 

vacation tirae. 

Section 7.7 Reciprocity With Othor Agoncioa 

Any eraployee e i the C i t y e i Chicago h i r e d — p r i o r be 

February 13, 1986—whe—ha-s—rendered—service—te—the—County—ei 

Cook,—the—Chicago—Park—Diotrict,—the—Chicago—Houoing A u t h o r i t y , 

t h e — F o r o s t — P r e s e r v e — D i o t r i c t , t h e — M e t r o p o l i t a n — S a n i t a r y D i o t r i c t 

e i—Greater Chicago,—the—State—ef^—Illinois,—the—Chicago—Board of 

Education, ti^e C i t y — C o l l c g c o . of Chicago, Coraraunity—College 

D i s t r i c t — 5 0 8 ,—the Chicago T r a n s i t A u t h o r i t y , — t h e — P u b l i c B u i l d i n g 

Coraraission ef Chicago, the Chicago Urban Tranoportation 

D i o t r i c t , — a n d , t h e — R e g i o n a l — T r a n o p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

t h e — r i g h t — t e — h a v e — t h e — p e r i o d — e f — o u c h — s e r v i c e — c r e d i t e d — a n d 

counted—fer—the—purpose—ef—coraputing—t-he—nurabor—ef—years—-et 

ocrvicc—a-s—an—eraployoo—ef—the—City—fer—vacations,—provided t h a t 

o u c h —service—hae—been—continuouo—ocrvicc . Hovjcvcr,—vacation 

t i m e — a c c r u e d — w h i l e — w o r k i n g — f e r — a n o t h e r — p u b l i c — a g e n c y — t s — n e t 

t r a n s f e r a b l e . Employees—hired—after—Fcbruar.y 12-, 198 6—whe 

render—service—fer— a n y—other—eraployer—a-s—s tatcd—above—shall—have 
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t h e — r i g h t — t o h a v e — t h e — p e r i o d — e f — s u c h — s e r v i c e — c r e d i t e d — a f t d 

counted—fer—the—purpooo—ef—coraputing—the—nurabor—et—years of 

service—a-s—an—eraployee—ef—the—City—fer—vacations,—provided—a 

raajority of other craployceo—of the Eraployor—receive—such credit. 

Section 7.7 Non-Consecutive Vacation Days 

Eraployees raay receive up to five s i x (6) of their vacations 

days one or raore day(s) at a tirae as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

eraployee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the eraployee seeks such days so late 

in the. vacation year that the eraployee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 

charged with a single, non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on either side of his/her regularly scheduled days off and 

then schedules a single vacation day on the opposite side of the 

regularly scheduled days off, then the single day s h a l l be 

considered consecutive with the other vacation days and the 

employee s h a l l not be charged with a single vacation day. 
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Nothing herein s h a l l l i m i t or prohibit the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees raay designate and use at t h e i r o ption up t o f i v e 

4-5-)- s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreement as s i c k days t o cover periods of bonafide medical 

i l l n e s s or the i l l n e s s o f f a m i l y members,, who s h a l l include (or 

may be expanded upon by the C i t y ) : (i)mother, f a t h e r , husband, 

w i f e , b rother or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

p a r t n e r i s r e g i s t e r e d w i t h the Department of Hviman Resources. 

The Eraployer reserves the r i g h t t o ask the eraployee to f u r n i s h 

proof of said i l l n e s s . An eraployee d e s i r i n g to use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inforra the 

representative of the Eraployer who eraployees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . S alaried employees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreement s h a l l be i n e l i g i b l e 

to use vacation days as sick days while they have a v a i l a b l e 

unused sick days. 
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ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service raeans continuous paid eraployment from 

the eraployee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployraent. I n a d d i t i o n , an eraployee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less, 

or 

2. •'' An absence where the eraployee i s adjudged 

e l i g i b l e f o r duty d i s a b i l i t y compensation, 

provided t h a t nothing herein s h a l l be 

i n c o n s i s t e n t w i t h A r t i c l e 10. 

Section 8.2 Interruption i n Service 

Eraployees who work a rainiraura of eighty (80) hours per 'raonth 

s h a l l be c r e d i t e d w i t h continuous service f o r the tirae worked. 

Continuous service c r e d i t w i l l not be earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) Unpaid raedical leaves of absence 
of raore than one (1) year. 

Soction 8.3 Rociprooity 

Eraployees h i r e d p r i o r t o February 13,—1986 who have 

rendered service t o the County of Cook,—tho Chicago—Park 

D i s t r i c t , — t - h e — F o r e s t — P r c o c r v e — D i s t r i c t , — t h e Chicago Housing 

A u t h o r i t y , — t h e Metropolitan Sanitary D i o t r i c t of Greater 

Chicago,—the State o f — I l l i n o i o , — t h e Chicago Board of Education, 
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C i t y Colleges of Chicago,—Community C o l l e g e — D i s t r i c t — 5 0 8 ,—the 

Chicago Tranoit A u t h o r i t y , — P u b l i c B u i l d i n g Coraraiooion of 

Chicago,—the Chicago Urban Transportation D i s t r i c t and the 

Regional Tranoportation A u t h o r i t y s h a l l have the period of such 

service c r e d i t e d and counted f o r the purpooc of advanceraent 

w i t h i n — l o n g e v i t y salary schedules. Hovjcver,—eraployees—hired 

a f t e r February 13,—1986 who render o c r v i c c — f o r any other 

eraployer as—otatcd above s h a l l have the r i g h t t o have tho poriod 

of such servico c r e d i t e d and counted f o r the purpose of 

advancement w i t h i n l o n g e v i t y salary schedules provided a 

raajority of other eraployees 'of—the Employor—receive—ouch c r e d i t . 

Section 8.4 Break In Service 

Notwithstanding the pro v i s i o n s of any ordinance or r u l e t o 

the contrary, s e n i o r i t y or continuous service of an employee i s 

broken, the eraployraent r e l a t i o n s h i p i s terrainated, and the 

eraployee s h a l l have no r i g h t t o be r e h i r e d , i f the employee: 

a) q u i t s or resigns,-

b) i s discharged f o r cause, 

c) r e t i r e s , 

d) i s absent f o r f i v e (5) c o n s e c u t i v e work days w i t h o u t 

n o t i f y i n g t h e employee ' s a u t h o r i z e d Eraployer 

r e p r e s e n t a t i v e , u n l e s s c i r cu ras t ances p r e c l u d e t h e 

employee, o r soraeone i n t h e eraployee 's b e h a l f , f rora 

g i v i n g such n o t i c e , 
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e) does not a c t i v e l y work f o r the Eraployer f o r twelve 

(12) raonths f o r any reason except railitary s ervice, 

approved Union or raedical leave of absence, or duty 

d i s a b i l i t y leave, 

, f ) i s on l a y o f f f o r raore than twelve (12) consecutive 

raonths where the eraployee has less than f i v e (5) years 

of service at the tirae the l a y o f f began, 

g) i s on l a y o f f f o r raore than two (2) years i f the 

employee has f i v e (5) years of service or more at the 

tirae the l a y o f f began. 

Section 8.5 Probationary Employment 

New eraployees, hired after r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary eraployees f o r the f i r s t twelve 

(12) s-ix—(-6-)- months of t h e i r employraent and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary employees continuing i n the service of the 

Eraployer a f t e r twelve (12) -s-î ? (-&) raonths s h a l l be career 

service eraployees and s h a l l have their seniority date raade 

retroactive to the date of their original hiring. Probationary 

eraployees raay be disciplined or discharged as exclusively 

deterrained by the Eraployer and such Eraployer action s h a l l not be 

subject to the grievance procedures, provided that, (1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t in a loss of pay, 

prior to imposing the suspension, except i n emergency or where 
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the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Eraployer, within i t s discretion, rehires a former 

employee who did not coraplete his/her probationary period within 

one year frora the eraployee's terraination, and said forraer 

eraployee had served 90 days or raore of his/her probationary 

period, a l l tirae previously served in the probationary period 

s h a l l be counted for purposes of deterraining when the said 

eraployee corapletes his/her probationary period. A probationary, 

eraployee who has served 90 days or raore of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for eraployraent in the sarae job t i t l e in the 

department frora which he/she was l a i d off, so long as he/she 

does not refuse an offer of employment, and does not suffer a 

break in service under Section 8.4 of t h i s Agreeraent. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cumulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 
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to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary eraployees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s 

under t h i s Agreeraent. Probationary eraployees s h a l l be 

corapensated at the sarae r a t e as career service 

eraployees. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 
ARTICLE 9 

GROUP HEALTH, VISION CARE, DENTAL, 
LIFE AND ACCIDENT BENEFITS 

Section 9.1 

a) The Eraployer s h a l l provide t o employees and t h e i r 

e l i g i b l e dependents Group Health, .. V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a m a j o r i t y of 

other eraployees of the C i t y under the sarae terras and conditions 

applicable t o said other eraployees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o eraployees and t h e i r e l i g i b l e 

dependents. 

b) Eraployees who participate in the Eraployer; raedical 

care plan or an HMO s h a l l raake the following contributions 

toward their health care coverage, based on the applicable 

percentage of their base salary, subject to the then-applicable 

salary cap: 
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i-) eraployee raedical contributions are based en——a 

corapooito— 1 . 6 %—ef—baoo—salary—fer—single, erapioycc—and—one,—and 

faraily—levels—ef—coverage—a-s—specified—below. Fer—exaraple,—the 

c o n t r i b u t i o n s — a t — s e l e c t e d — s a l a r y — l o v c l o per— p a - y—period—are—ae 

f o l l o w s : 

ANNUAL 
AT Anv 

SINGLE 
1 n o 1 ?-

EMPLOYEE+1 
1 cr 7 q 0. 

FAMILY 
1 Q 0 S ?-X . 3 Z 3 X G X . 3 1 y 1 G _L • Jf 1 KJ O U 

rin -I-n "̂•'n nnn 13 cn 10 0 0 00 
u p LO y o u , U U U 

-̂3 n n m 
X Z . 3 3 
1 O OK 

X y . 3 3 

1 0 7 R 
Z. . U U 
3 A fO 

V J' U , U U 1 
SAO 000 

X Z . 3 3 

11 1 A 
X y . 13 
Of oo 

^ 4 . O ̂  
OO q/] 

V T U, UUU 

c cn nnn 
X / . J. 1 
O 1 AO 

i^ 3 . ^ ^ 
OO n-1 Al O'o 

Cf 3 3 , U U U 

<^ fO 000 
iL X . *i iL 
o c n n 

3 i.^ . y X 

"3 0 AO 
•i _L • w J 

/I Q ^ 
Cf 3 3 , U U U 

7 n nnn 
ZD. 13 
on nn 

3 y . H y 

A f 01 
H J , iL'O 

S7 Al 
9 ' U , UUU 

con nnn 
Z y . y J 
OA on 

3 . 3 1 

f f 
V O U, UUU 
t o n 0 0 0 

3 H . Z 1 
OQ CC. 

3 i.. . 3 3 

R 0 3 a 
o o . o o 
n o o n Cf o y , y y y 

$90,000 1 
3 O . 3 3 

38.60 
3 y . i^ H 

59.30 73. 95 

Salary 

Single Employee + 1 Family Cap 

July 1, 2017 1.2921% 1.9854% 2.4765 $90,000 

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

July 1, 2019 2 .2921% 2.9854% 3.4765% $115,000 

July 1, 2020 2 .7921% 3.4854% 3.9765% $130,000 

A l l c o n t r i b u t i o n s s h a l l vbe made on a pre-tax basis and are 

payable on a per pay period basis. 

•2̂  e f f e c t i v e — J u l y — h , — 2 0 0 6 — e m p l o y e e — m e d i c a l — c o n t r i b u t i o n s 

-are—based—en—a—composite 2.0% e f — b a s e s a l a r y — f e r — s i n g l e , 

e r a p i o y c c — a n d — o n e , — a n d — f a r a i l y — l o v c l o — e f — c o v e r a g e — a - s — s p e c i f i e d 

below .—F e r — e x a r a p l e , — t h e — c o n t r i b u t i o n o — a t — o c l c c t c d — s a l a r y — l e v e l s 

per pay period arc—a-s—follows : 
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ANNUAL SINGLE EMPLOYEE I 1 FAMILY 
S A L A R Y 1 . 2921°o 1 .985 4% 2 . 4765°G 

r i n H r - r S'^0 000 S l T1 coo 00 S ^ ' ^ R 
U l i C l C J . v ^ U , U U U 

S-^O 001 
.f X 3 . 1 X 

'^1 f 1 
Cf Z 3 . 3 3 
C 0 A QO 

Cf Z 1 . 3 D 
con nf 

.f 3 3 , 3 3 X 

SAO 000 
Cf X 3 . X 3 

'^"'l ^A 
V ^ i - 3 Z 
COO nn 

Cf 33 . y3 

SAl ^° 
V 4 U , U U U 

ssn nnn 
Y i L . 3 H 
C O f n o 

Cf 3 3 . 3 J 

SAl f 
Cf X . Z 3 

S'^1 so .7̂  .J U , U U U 

SfO 000 
Cf iL3 . y z 
coo on 

V rr 1 . 3 3 

'^ A 0 f A 
V u 1 . 3 y 

S f l 01 
Y 3 3 , 3 3 3 1 

$ 7 0 0 0 0 
Cf 3 Z . 3 3 

'37 fO 
Cf *i y . 0 4 

S^'^ 01 
v o l . y X 
cno 00 

V ' 3 , U U U 

S°0 000 
V ' . 3 y 

S A'^ 0^ 
Cf 3 1 . y X 

S f f 1 0 
V 1 Z . iL 3 
COO cc 

Y ^ ^ f \J \J \J 

^on onn 
•Y ^ ^ . 3 I 

S AC> A^ 
V D 0 . ± 0 

S l A /IS 
Cf 0 iL . 3 3 
cno qn 

•~P ^ U f U U U 

$ 1 0 0 , 0 0 0 
Cf 'i \^ . 'i 3 

$ 5 3 . 8 4 
Cf t *i . *i 3 

$ 8 2 . 7 3 
Cf y Z . 0 1 

$ 1 0 3 . 1 9 

A i i — c o n t r i b u t i o n s — s h a l l — b e — r a a d e — e n — a — p r e - t a x — b a s i s — a n d — a r e 

payable on a per pay period basis. 

c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 

provisions of insurance p o l i c i e s between Eraployers and insurance 

corapanies. 

d) A dispute between an employee (or his/her covered 

dependent) and the processor e f clairas not be subject t o the 

grievance procedure provided f o r i n the Agreeraent between the 

Employer and the Union. 

e) Optional coverage o f f e r e d by a Heaith Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e to q u a l i f i e d 

eraployees. The Eraployer raay o f f e r coverage under raore than one 

HMO. The eraployee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreeraent to the contrary. 
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f ) Where both , husband and wife or other f a m i l y members 

e l i g i b l e under one faraily coverage are employed by the Employer, 

the Eraployer s h a l l pay f o r only one faraily insurance or faraily 

h e a lth plan. 

g) The current p r a c t i c e p e r r a i t t i n g eraployees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the term of t h i s 

Agreeraent. 

h) Consistent w i t h the terras of the Eraployer's e x i s t i n g 

Group Health Care Plan, and the ap p l i c a b l e r u l e s thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 

raaxiraura of 12 weeks, subject t o the terms of the Plan and any 

other applicable p r o v i s i o n s of t h i s Agreeraent. Eraployees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued raedical coverage as provided under the terras of the 

Plan and i t s applicab l e r u l e s . As a c o n d i t i o n of' continued 

raedical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees raust raake a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as requireci under t h i s . A r t i c l e and the terras of 

the Plan and i t s applicab l e r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided notice thereof, the form of which may include, but i s 
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not l i r a i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

coraraunication frora the Employer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be siibject to an annual deductible of $35 per household. 

Eff e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

subject to an annual deductible of $75 per household. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Labor Management Cooperation 

Committee ("LMCC") pursuant a p p l i c a b l e s t a t e and f e d e r a l law. 

The purpose of the LMCC i s t o research and raake recoraraendations 

and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o the achieveraent of 

s i g n i f i c a n t and raeasurable savings i n the cost of eraployee 

health care during the terra of t h i s Agreeraent. The Parties 

s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC by executing 

an Agreeraent and Declaration of Trust ("Trust Agreement") 

contemporaneously w i t h the e.xecution of each C o a l i t i o n Union's 

collecti.ve bargaining agreeraent w i t h the C i t y of Chicago. Said 

Trust Agreeraent s h a l l be attached t o t h i s Agreeraent as 

Appendix C. 

Section 9.3 

The Trust Agreeraent s h a l l address, without l i m i t a t i o n , the 

f o 1. lowing : 
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a. Forraation of a Coraraittee t o govern the LMCC 

co n s i s t i n g of up t o twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be 

appointed by the C o a l i t i o n Unions. 

b. Appointraent by the C i t y and C o a l i t i o n of a Co-

Chair and Vice-Cochair as designated i n the Trust 

Agreeraent. 

c. A u t h o r i t y of the LMCC t o raake recoraraendations and 

raodifieations i n • the h e a l t h plan expected t o 

r e s u l t i n savings and cost containraent. 

d. Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d 

p a r t i e s . 

Section 9.4 

For purposes of this A r t i c l e , an "eraployee" s h a l l raean a 

City eraployee represented by signatory labor organizations of 

this Agreement. A "Coalition Union" means signatories to this 

Agreeraent which have executed a c o l l e c t i v e bargaining agreeraent 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 

million (as calculated with respect to the Coalition Unions) by 

2020. The parties w i l l work through the LMCC to identify changes 
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t h a t w i l l r e s u l t i n the r e q u i r e d savings. I f , p r i o r t o January 

1, 2020, the p a r t i e s have not reached agreement upon the 

proposed changes, each p a r t y w i l l submit i t s o f f e r of proposed 

changes and the amount proposed t o be reduced, i n c l u d i n g the 

methodology f o r e s t i m a t i n g the value of the,proposed changes, t o 

a mutually agreed upon a r b i t r a t o r , who w i l l be l i m i t e d t o 

s e l e c t i n g e i t h e r the C i t y ' s or the C o a l i t i o n Unions' o f f e r . The 

o f f e r selected by the a r b i t r a t o r w i l l be b i n d i n g on the p a r t i e s 

and on the LMCC. 

Section 9.6 

The C i t y agrees t o provide representatives from the 

C o a l i t i o n Unions i n f o r m a t i o n , such as the claims experience from 

the C i t y r e t i r e e h e a l t h plans, and other r e l e v a n t 

data/information so t h a t the C o a l i t i o n Unions can explore the 

f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h plan 

separate and independent from the C i t y ' s plans t h a t could cover 

c e r t a i n C i t y r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be 

provided w i l l i n c l u d e , but not be l i m i t e d t o , a census f o r the 

c u r r e n t non-Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, 

coverage t i e r ( s i n g l e , couple, f a m i l y , e t c . ) , and z i p code of 

residence, as w e l l as the claims i n f o r m a t i o n and enrollment 

counts f o r the l a s t three (3) years. The Unions agree t o execute 

any appropriate c o n f i d e n t i a l i t y agreements necessary f o r the 

release of such i n f o r m a t i o n . The p a r t i e s understand and agree 
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that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES 

Section 10.1 Bereavement Pay 

I n the event of a death i n an eraployee's iraraediate faraily 

such eraployee s h a l l be e n t i t l e d t o a leave of absence up t o a 

raaxiraura of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the States contiguous t h e r e t o , the 

eraployee s h a l l be e n t i t l e d t o a raaxiraura of f i v e (5) consecutive 

days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t time pay f o r such time as she/he i s 

required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed e i g h t hours per day) . S alaried 

eraployees s h a l l receive the leave of absence without a d d i t i o n a l 

corapensation. 

The eraployee's iraraediate faraily s h a l l be defined as: 

raother, father, husband, wife, brother or s i s t e r (including step 

or h a l f ) , son or daughter (including step or adopted), father-

in-law, raother- in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents and grandchildren. The 

Eraployer raay, at i t s option, require the eraployee to subrait 

satisfactory proof of death and/or proof of the relationship of 

the deceased to the eraployee. 

Section 10.2 M i l i t a r y Leave 

Any employee who i s a raeraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

39 



National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g prograra or perforra other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the eraployee 

deposits his/her railitary pay f o r a l l days compensated by the 

Eraployer w i t h the C i t y Coraptroller. 

Any eraployee who i s a meraber of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s to attend a t r a i n i n g program or 

perforra other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not to exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the eraployee deposits his/her railitary pay f o r a l l days 

compensated by the Eraployer w i t h the C i t y Coraptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r September 11, 2001, 

s h a l l be e n t i t l e d to f u l l s alary and raedical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payment of m i l i t a r y 

pay t o the Coraptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l autoraatically terrainate upon terr a i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave benefits. , 

Section 10.3 Jury Duty Leave/Subpoena 

An employee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the employee i s a p a r t y to t.he l i t i g a t i o n ) 
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s h a l l be granted a leave of absence w i t h pay during the term of 

such absence, provided t h a t the employee deposits h i s j u r y duty 

pay with the City Coraptroller. 
Section 10.4 Sick Leave 

Salaried—craployceo—whe—a^e—granted—paid—sick—leave—en—the 

execution—et—thio—Agreeraent—.shall—continue—te—receive—the—sarae 

si c k — l e a v e — p r o v i o i o n s — d u r i n g — t h e — t e r r a of—thio—Agreeraent,—se—long 

a - s — h e / s h e — c o n t i n u e s — t e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w a - s 

r e c e i v i n g — o i c k — l e a v e — a t — t h e — e x e c u t i o n — e t — t h i s — A g r o c r a e n t . This 

p r o v i s i o n — w i l l — n e t — a f f e c t — a n y — a c c u r a u l a t e d — o i c k leave—eraploycco 

m a y—have—at—the—execution—ef—this—Agreeraent. An—eraployee—shall 

have—the—option—te—uee—up—te— e i ^—days—ef—oick—leave—per—year—fe^ 

the i l l n e s s of an iraraediate faraily raeraber. 

N o t w i t h s t a n d i n g — t h e — f o r e g o i n g , E e f f e c t i v e January 1, 1998 

and thereafter, oaid— s a l a r i e d eraployees who receive paid sick 

tirae s h a l l accrue sick tirae at the rate of one (1) day for each 

month of employraent. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 

blood, step or half) , son or daughter (including blood, step or 

adopted), father-in-law, mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic partner or 

the domestic partner's mother, father, son or daughter 

(including blood, half, step or adopted), provided that the 

employee's domestic partner i s registered with the Department of 
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Human Resources. I n the event an eraployee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

Ac t , i - s — h o s p i t a l i z e d , upon request of the employee, the Eraployer 

w i l l make a v a i l a b l e t o said eraployee up t o the f u l l araount of 

sick tirae the eraployee would have accrued f o r the reraainder of 

t h a t calendar year as i f he/she were a c t i v e l y employed, i n order 

to cover the absence r e s u l t i n g frora the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n and—recovery. Upon his/her r e t u r n to 

work, the eraployee w i l l begin t o accrue s i c k tirae w i t h the s t a r t 

of the next calendar year. The Eraployer reserves the r i g h t t o 

require an employee t o provide documentation of the i l l n e s s i n 

question. 

Section 10.5 Personal Leave 

Non-probationary employees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and du r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. 

S e n i o r i t y and continuous service s h a l l accuraulate f o r eraployees 

on said leaves. Eraployees who r e t u r n frora said leave s h a l l be 

r e i n s t a t e d to t h e i r forraer job subject t o the l a y o f f , r e c a l l and 

break-in-service provisions of t h i s Agreeraent. 

Eraployees s h a l l be granted personal leaves of absence 

without pay f o r a period of up t o one (1) year f o r the purpose 

of p r o v i d i n g necessary care, f u l l - t i r a e supervision, custody or 

non-professional treatraent f o r a meraber . of the employee's 

immediate f a m i l y or household under circumstances t e m p o r a r i l y 

i n c o n s i s t e n t w i t h the eraployee's u n i n t e r r u p t e d performance" of 

his/her normal job du t i e s , i f s a t i s f a c t o r y proof of the need f o r 
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and duration of such leave i s provided to the Employer. Such 

leaves s h a l l be granted under the sarae terras and conditions as 

set forth above. 

Section 10.6 Medical Leave 

A. Non-probationary eraployees s h a l l be granted raedical 

leaves of absence upon request. Said raedical•leaves of absence 

s h a l l be granted f o r up to three (3) raonths, provided said 

leaves s h a l l be renewable f o r l i k e three (3) raonth periods, f o r 

a t o t a l raedical leave of absence up t o one (1) ye-ar. Said 

medical leaves of absence may be extended beyond one year w i t h i n 

the d i s c r e t i o n of the Eraployer. The Eraployer raay request 

s a t i s f a c t o r y proof of raedical leaves of absence. Employees on 

raedical leaves of absence s h a l l r e t u r n t o work proraptly a f t e r 

t h e i r doctor releases thera to r e t u r n t o work. 

Eraployees who r e t u r n from said medical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one (1) year s h a l l 

be r e i n s t a t e d t o t h e i r former job c l a s s i f i c a t i o n i f the Eraployer 

deterraines i t i s vacant or i f i t i s then occupied by an employee 

wi t h lower s e n i o r i t y . I f the employee's forraer job i s not 

a v a i l a b l e because the eraployee would have been l a i d o f f i f the 

employee had not been on a leave of absence, the eraployee raay 

exercise s e n i o r i t y r i g h t s i n accordance w i t h and subject t o 

l a y o f f , r e c a l l and break-in-service p r o v i s i o n s i n t h i s 

Agreement. I f the employee returns to work promptly a f t e r t h e i r 

doctor's release a f t e r more than one (1) year on a raedical leave 

of absence, the eraployee s h a l l be returned t o his/her forraer job 
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c l a s s i f i c a t i o n i f the Eraployer deterraines i t i s vacant. I f not, 

the eraployee w i l l be placed on a l i s t f o r reinstatement. 

S e n i o r i t y and continuous service s h a l l accuraulate f o r 

eraployees on raedical leaves of absence f o r only up t o one (1) 

year. A f t e r one (1) year, an employee on a medical leave of 

absence s h a l l r e t a i n , but not accumulate, s e n i o r i t y and 

continuous service. 

B. A l l employees who r e t u r n from leaves of absehce s h a l l , 

as a c o n d i t i o n of t h e i r r e t u r n , have the present a b i l i t y t o 

perform the required work t o the Eraployer's s a t i s f a c t i o n without 

f u r t h e r t r a i n i n g a f t e r a reasonable araount of o r i e n t a t i o n . I f 

the eraployee returns frora a leave of absence of t h i r t y (30) days 

or less, the Eraployer w i l l raake every e f f o r t t o r e t u r n the 

eraployee t o the eraployee's sarae or s i r a i l a r p o s i t i o n and 

l o c a t i o n . 

Section 10.8 Union Leave 

The Eraployer s h a l l grant request f o r leaves of absence f o r 

up t o 2 eraployees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

duration of his/her appointraent t o the Union, provided 

reasonable advance notice i n w r i t i n g i s given t o the eraployer. 

While on such leave to eraployee s h a l l not incur a break i n 

continuous service. An eraployee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an eraployee. 

44 



Eraployees who r e t u r n from Union leaves of absence s h a l l 

have the sarae r i g h t s as eraployees who r e t u r n frora raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly e l e c t e d 

and/or appointed t o a Cit y / M u n i c i p a l Pension Fund ( i n c l u d i n g b ut 

not l i m i t e d t o the Municipal and Laborers' Funds) s h a l l be 

granted leave w i t h o u t loss of pay t o at t e n d Pension Fund Trustee 

meetings t h a t take place d u r i n g t h e i r r e g u l a r l y scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing t o take p a i d p a r e n t a l leave must apply 

and be e l i g i b l e f o r Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e f o r FMLA leave i f he or she has been 

employed by the C i t y f o r a t . l e a s t twelve (12) months before 

t a k i n g the leave and has worked a t l e a s t 1250 hours dur i n g the 

12-month p e r i o d p r i o r t o the leave. E l i g i b l e employees may be 

granted the f o l l o w i n g p a i d p a r e n t a l leaves, i n conjunction w i t h 

and as p a r t of an approved FMLA leave: 

• Up t o fou r (4) weeks p a i d m a t e r n i t y leave t o a b i r t h 

mother t o recover from a non-surgical d e l i v e r y ; or 

• Up t o s i x (6) weeks p a i d m a t e r n i t y leave t o a b i r t h 

mother t o recover from a C-section d e l i v e r y ; or 

• Up t o two (2) weeks p a i d p a r e n t a l leave f o r the b i r t h 

of a c h i l d or c h i l d r e n by an employee spouse or 

domestic p a r t n e r of the b i r t h mother; or 
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• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

Section 10.8 Duty D i s a b i l i t y Leave 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Eraployer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payraent w i t h i n ten (10) working 

days upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Contingent upon continued v e r i f i e d a u t h o r i z a t i o n , 

subsequent payraent w i l l be raade twice a raonth. I f duty 

d i s a b i l i t y i s denied, and such de n i a l i s l a t e r reversed, the 

eraployee s h a l l be paid up t o date the araount the eraployee was 

e l i g i b l e to receive, less any other d i s a b i l i t y payraents received 

by the eraployee subject t o the sarae terras and conditions 

i d e n t i f i e d i n t h i s paragraph. Eraployees who r e t u r n frora said 

leaves s h a l l be r e i n s t a t e d to t h e i r forraer job c l a s s i f i c a t i o n , 

i f there i s a vacancy i n said c l a s s i f i c a t i o n or i f a p o s i t i o n i n 

said c l a s s i f i c a t i o n i s then occupied by an employee w i t h lower 
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seniority. I f the eraployee's forraer job c l a s s i f i c a t i o n i s not 

available because the eraployee would have been l a i d off i f the 

employee had not been on a leave of absence, the eraployee raay 

exercise seniority rights in accordance with and subject to the 

layoff, r e c a l l and break-in-service provisions of t h i s 

Agreement. An eraployee granted duty d i s a b i l i t y leave s h a l l 

continue to receive f u l l benefits for any period he/she i s on 

said leave in accordance with current practice. 

Section 10.9 Family and Medical Leave 

Bargaining u n i t eraployees who have corapleted t h e i r f i r s t 

twelve (12) raonths of employraent and who have worked at l e a s t 

1,250 hours i n the preceding twelve (12) months, s h a l l 

t h e r e a f t e r be e n t i t l e d t o faraily and raedical leave f o r a period 

of up t o twelve (12) work weeks during any twelve (12) month 

period f o r any of the f o l l o w i n g reasons: 

(1) f o r the b i r t h of the employee's c h i l d and t o care f o r 
the newborn; 

(2) f o r the placement w i t h the eraployee of a c h i l d f o r 
adoption or f o s t e r care; 

(3) to care f o r the eraployee's spouse, c h i l d or parent 
w i t h a serious health c o n d i t i o n ; 

(4) due to a serious health c o n d i t i o n a f f e c t i n g the 
eraployee. 

Such leave s h a l l be without pay unless the eraployee 

determines to s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , thee employee's health care coverage s h a l l be 

raaintained and paid f o r by the Eraployer, as i f the eraployee was 

working and s e n i o r i t y s h a l l accrue. 
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.' Any eraployee d e s i r i n g t o take a leave under t h i s Section 

s h a l l provide reasonable advance noti c e to the Eraployer on a 

forra provided by the Employer, which form s h a l l be approved by 

the Union. Reasonable advance n o t i c e s h a l l be no less than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide notice within forty-eight (48) hours 

after the employee i s able to do so. Failure to provide the 

notice provided for in this Section s h a l l not affect the 

v a l i d i t y of the leave where the Eraployer has actual notice. 

Except as raay be s p e c i f i c a l l y stated in this Agreeraent, 

eraployees s h a l l take leave provided for as perraitted by the 

provisions of the Faraily Medical Leave Act, including i t s rules 

and regulations. Employees s h a l l have a right to return to 

their regular assignment and location. 

Section 10.9 Paid Parental Leave 

Paid Parental Leave: An employee wishing to take paid 

parental leave must apply and be e l i g i b l e for Family Medical 

Leave Act (FMLA) leave. An employee i s e l i g i b l e for FMLA leave 

i f he or she has been employed by the City for at l e a s t twelve 

(12) months before taking the leave and has worked at l e a s t 1250 

hours during the 12-month period prior to the leave. E l i g i b l e 

employees may be granted the following paid parental leaves, i n 

conjunction with and as a part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h mother 

to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h mother 

to recover from a C-section delivery; or 
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• Up to two (2) weeks paid parental leave for the b i r t h of a 

c h i l d or children by an employee spouse or domestic partner 

of the bi r t h mother; or 

• Up to two (2) weeks paid parental leave for the adoption of 

a c h i l d or children by an employee or the spouse or 

domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
GRIEVANCE AND ARBITRATION 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of A r t i c l e 18, a 

d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r c a l l e d a 

grievance) between the Eraployer and the Union or any of the 

eraployees of the Eraployer i t represents, a r i s i n g out of the 

circurastances or conditions of eraployraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the time l i m i t a t i o n s set f o r t h 

herein are of the essence and th a t no a c t i o n or matter not i n 

corapliance t h e r e w i t h s h a l l be considered the subject of a 



grievance unless said time l i r a i t a t i o n s are extended by w r i t t e n 

agreeraent of both p a r t i e s t o t h i s Agreeraent. 

F a i l u r e of the Eraployer t o answer a grievance w i t h i n the 

tirae l i r a i t s herein s h a l l perrait the Union t o advance the case t o 

the next Step. The Union w i l l be inforraed of and allowed to be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n notice t o the Departraent Head n o t i f y i n g 

him/her of advanceraent t o the next Step. 

Before a forraal grievance i s i n i t i a t e d , the eraployee raay 

discuss the raatter w i t h his/her iraraediate supervisor. I f the 

problera i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - Iraraediate Supervisor 

A. The employee and/or the Union s h a l l put the grievance 

i n w r i t i n g on the forra t o be supplied by Employer upon 

request, but i n the absence of such a form, the 

eraployee raay subrait the grievance i n l e t t e r forra 

w i t h i n twelve (12) working days of having knowledge of 

the event which gives r i s e t o the grievance. The 

employee w i l l i n d i c a t e what Section and part of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

remedy, and subrait the grievance to his/her iraraediate 

supervisor. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the employee and 

the Union i n w r i t i n g of the decision. 
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step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

Representative and/or the employee s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g t o the Department 

Head/designee w i t h i n seven (7) working days a f t e r the 

date of r e c e i p t of the decision or the date i t was due 

under Step I , by the iraraediate supervisor. The narae 

of the Departraent Head designee s h a l l be posted f o r 

employees i n areas where employee notices are normally 

posted and subraitted t o the Union. F a i l u r e t o post and 

so n o t i f y the. union w i l l perrait iraraediate advanceraent 

to a r b i t r a t i o n unles-'s - corrected w i t h i n two (2) working 

days of n o t i c e of f a i l u r e t o post. 

B. The Departraent Head or the Departraent Head's designee 

s h a l l meet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each month t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I meeting w i l l be f o r the Departraent and the 

Union t o share relevant in f o r r a a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect to each grievance 

pending at Step I I , and atterapt t o araicably resolve as 

raany grievances as possible. The Departraent Head or 

the Departraent Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I raeeting. No grievances w i l l be discussed at 

more than one Step I I raeeting, unless the C i t y and the 

Union rautually agree t h a t f u r t h e r meeting and 
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discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Department Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the corapletion of the Step I I meeting. 

The response t o the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f stateraent of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settleraent at Step I or I I s h a l l be bind i n g upon 

the Eraployer, Union and the aggrieved eraployee or 

eraployees. Grievances may be withdrawn without 

prejudice at any Step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Eraployer, but not an i n d i v i d u a l 

eraployee, raay request f i n a l and binding a r b i t r a t i o n by 

serving w r i t t e n notice on the other w i t h i n ten (10) 

workin.g days frora r e c e i p t of the Eraployer's Step 11 

decision or the date i t was due. 

F. I f the"'-grievance or a r b i t r a t i o n a f f e c t s raore than one 

emiployee, i t raay be presented by a s i n g l e selected 

employee representat.i ve of the group or class. A 



class a c t i o n s h a l l be i d e n t i f i e d t o the Eraployer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of eraployees 

s h a l l be raade applic a b l e t o a l l of the a f f e c t e d 

eraployees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , eraployees are 

ob l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

eraployee t h a t i t could cause death or serious p h y s i c a l 

harra. The Eraployer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the eraployee does not waive 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

H. Upon request, at any Step of the grievance procedure 

p r i o r t o a r b i t r a t i o n the Union s h a l l be given s p e c i f i c 

docuraents, books and papers reasonably a v a i l a b l e and 

p e r t i n e n t t o the grievance under consideration to' 

which the Union i s l e g a l l y e n t i t l e d . 

Step I I I - ARBITRATION 

I f the raatter i s not s e t t l e d i n Step I I the Union or the 

Eraployer, but not an i n d i v i d u a l employee or employees, may 

subrait the dispute to a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e to the designated representative frora the 

Employer's operating department, wi t h copies of the request t o 

the designated law department representative and counsel f o r the 



C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

E i t h e r party may subrait the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the rules of t h a t t r i b u n a l w i t h a 

copy to the other party. The foregoing s h a l l not prevent the 

Employer and Union from rautually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and Eraployer. The A r b i t r a t o r 

s h a l l have the r i g h t to subpoena witnesses and r e q u i r e the 

production of p e r t i n e n t documents at the request of e i t h e r 

p a r t y . Each p a r t y s h a l l be responsible f o r compensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 

shared i f the necessity of a t r a n s c r i p t i s mutually agreed upon 

between the p a r t i e s . A r b i t r a t o r s s h a l l subrait t h e i r decision 

w i t h i n t h i r t y (30) days f o l l o w i n g the close of the hearing. The 

p a r t i e s raay agree to subrait raore than one (1) grievance t o a 

selected a r b i t r a t o r . 

An a r b i t r a b l e raatter raust involve the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreeraent or a docuraent incorporated by reference thereto.- The 

p rovisions of t h i s Agreeraent and any other docuraent incorporated 

by reference i n t h i s Agreeraent s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y raay assert i n a r b i t r a t i o n . Questions 
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of a r b i t r a b i l i t y s h a l l be decided ^by the a r b i t r a t o r . The 

A r b i t r a t o r s h a l l have no power t o araend, add t o , subtract frora, 

or change the terras of t h i s Agreeraent, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreeraent and 

apply thera t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the A r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o hira by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the A r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

C. EXPEDITED ARBITRATION 

The Eraployer and the Union may rautually agree t o subrait any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l rautually s e l e c t an a r b i t r a t o r 

frora a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible 1̂ frora the date the p a r t i e s agreed t o subrait the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o ,the p a r t i e s ' agreeraent, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s to the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

55 



A representative frora the Eraployer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing .date per raonth f o r the a r b i t r a t i o n of 

grievances. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 

The Union agrees that during the l i f e of t h i s Agreeraent, 

there s h a l l be no st r i k e s (including, but not liraited to 

syrapathy s t r i k e s and s t r i k e s to protect -union or th i r d party 

conduct), work stoppages, slowdowns, picketing, delays of work 

of any kind. 

Section 12.2 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s t o 

prevent any acts forbidden i n t h i s A r t i c l e and t h a t i n the event 

any such acts take place or are engaged i n by any eraployee or 

group of eraployees i n the Union's bargaining u n i t , the Union 

f u r t h e r agrees i t w i l l use i t s best e f f o r t s t o cause an 

iraraediate cessation thereof. I f the Union immediately takes a l l 

necessary steps i n good f a i t h t o end any stoppages, s t r i k e s , 

p i c k e t i n g , i n t e n t i o n a l slowdown or suspension of work, 

i n c l u d i n g : 

(a) p u b l i c l y d i s c l a i m i n g such a c t i o n as not c a l l e d or 

sanctioned by the Union, and; 
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(b) posting notices in conspicuous places which notify 

involved eraployees that the action was not called or 

sanctioned by the Union, in addition to instructing 

eraployees to iraraediately cease such a c t i v i t y , the 

Eraployer agrees that i t w i l l not bring action against 

the Union to establish responsibility for such 

unauthorized conduct. 

Section 12.3 

The Eraployer raay terrainate the eraployraent of or otherwise 

d i s c i p l i n e any eraployee or eraployees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the terra of t h i s Agreeraent. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

frora the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-raonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e to the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r to the e x p i r a t i o n of t h i s 

Agreeraent. The Union s h a l l inderanify, defend and hold the 
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Employer harmless against any and a l l claims, demands, s u i t s or 

other forras of l i a b i l i t y , i n c l u d i n g daraages, attorney's fees and 

court and other costs, th a t s h a l l a r i s e out of, or by reason of 

a c t i o n taken or not taken by the Eraployer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignraent furnished under any such p r o v i s i o n s or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union t o the Eraployer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using e l e c t r o n i c records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

The Eraployer s h a l l provide, t o the Union w i t h i n t h i r t y (30) 

days name, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new eraployee h i r e d i n t o the Union's bargaining u n i t . 

Section 13.2 

I t i s f u r t h e r agreed t h a t 30 days a f t e r the l a t e r of the 

execution of t h i s Agreeraent or the eraployee's date of h i r e , the 

Eraployer s h a l l deduct frora the earning of eraployees who are not 

raerabers of the Union, a serai-monthly amount as c e r t i f i e d by the 

Union and s h a l l rerait such deductions t o the Union at the same 

tirae t h a t the dues check-off i s reraitted. 
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I t i s understood that the araount of deductions frora said 

non-raeraber bargaining unit eraployees w i l l not exceed the regular 

monthly union dues and represents the eraployee's f a i r share cost 

of the c o l l e c t i v e bargaining process, contract administration 

and pursuing raatters affecting wages, hours and other conditions 

of employraent. 

Section 13.3 

Nothing in th i s Agreeraent s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are raerabers. 

Section 13.4 

Each eraployee who on the e f f e c t i v e date of" t h i s Agreeraent 

i s a raeraber of the Union, and each employee who becoraes a raeraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of eraployraent, maintain 

his/her raerabership i n the Union during the terra of t h i s 

Agreement. . 

Any present employee who i s not a raeraber of the Union 

s h a l l , as a c o n d i t i o n of employraent, be required t o pay a f a i r 

share (not t o exceed the araount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n . 

A l l eraployees h i r e d on ' or a f t e r the e f f e c t i v e date of t h i s 

Agreeraent and who have not made a p p l i c a t i o n f o r membership s h a l l 

be required, t h i r t y (30) days a f t e r the la"cer of the execution 

of t h i s Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the 
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cost of the c o l l e c t i v e bargaining process and contract 

a d r a i n i s t r a t i o n and pursuing matters a f f e c t i n g wages, hours and 

other conditions of eraployraent. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.4 Deferred Compensation 

The Eraployer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g to deferred corapensation, s h a l l be 

afforded to a l l employees of the Employer without change during 

the term of t h i s Agreement. 

The Employer w i l l make contributions, on a dol l a r - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximvim t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the to t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing their own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s i n the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-
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Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.2 Rules of Conduct Changes 

When the Eraployer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which jCould subject 

Eraployees to d i s c i p l i n e , the Eraployer s h a l l transrait four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Eraployer w i l l raeet with the Union within twenty (20) calendar 

days of the receipt of the proposals to receive the Union's 

coraraents. Absent an eraergency, the Eraployer w i l l not irapleraent 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Eraployer. No such changes or additions s h a l l 

be irapleraented without prior publication and notice to the 

affected Employees. 

Section 14.3 Safety 

The Employer s h a l l continue i t s e f f o r t s to provide f o r a 

safe working environraent f o r i t s eraployees as i s l e g a l l y 

required by Federal and State laws. 
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Building Inspectors assigned to the lead poisoning 

inspection prograra s h a l l be equipped with badges/devices for the 

purpose of raeasuring exposure to radiation levels and s h a l l 

receive quarterly records or reports of the resu l t s of such 

measurements for their continuing protection. 

Section 14.4 Information to Union 

The Employer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimum, the following information: 

• Payroll period 

• Payroll Nvimber 

• Employee number 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay pe r i o d . To 

ensure the safety and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r m a t i o n . en—a—month l y — b a s i s — a — b a r g a i n i n g — u n i t 

r e p o r t — e f — c u r r e n t — a c t i v e — c r a p l o y c e o , — t h e — l i s t — t e — i n c l u d e — e r a p l o y e e 

narae, address, s o c i a l security—nurabcr, t i t l e , pey—schedu l e , 
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g r a d e , — c u r r e n t — p a y — r a t e , — s t a t u s , — c o n t i n u o u o — o e r v i c c — d a t e , — t i m e 

i n t i t l e , — d a t e of b i r t h , — r a c e and oex. 

The—Employer—shall—aloo—provide—te—the—Union—en—a—raonthly 

b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — e f — c u r r e n t — a c t i v e 

e r a p l o y e e s — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R o t i r c r a c n t s ; Career 

Service Resignations; Career Sorvice Discharges; Non-Career 

Servico T e r r a i n a t i o n s ; — Leaves ef Absence; Suspcnoiono; 

Reins t at eraent o;—Rcappointmonts;—Transfers—(change—et—department 

-and change et p a y r o l l ) ; Appointments (which also includes 

proraotions and deraotions);—and Deaths. 

E a c h — r a o n t h — t h e — E r a p l o y e r — w i l l — p r o v i d e — t e — t h e — U n i o n — t h e 

current—raonth ' o — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d — t h e — u p d a t e d 

r e p o r t frora the previous raonth. 

The—Eraployor—shall—submit—te—the—Union—annually,—beginning 

thirty—(-3-0^—dayo—from—the—execution—et—thio—Agreeraent,—and—en 

J u l y — i # * ^ — e f — e a - e h — y e a r , — t h e r e a f t e r , — a — s e n i o r i t y — l i s t — f e r — t h e 

bargaining u n i t — s e t t i n g — f o r t h t h e — f o l l o w i n g : 

Departraent 

C l a o o i f i c a t i o n 

Narae 

S e n i o r i t y date 

Continuous—service date 

Statu: 

Payroll—nurabcr 

S o c i a l — s e c u r i t y nuraber 

S-u-eh—1 i a t o—ehall—be—upda t e d — t e — t h e — c f f cet-tve—d a t c—ef—any-

l a y o f f — f e r — t h e — . . c l a s s i f i c a t i o n — i n v o l v e d — a n d — s h a l l — b e — p r o v i d e d — t e 
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the—Union—en—t-he—sarae—day—as w h e n — t h e — l i s t — t s — g i v e n — t e — t h e 

Departraent—Head—er—vjithin—twe—(-3-)—days—after—the—layoff—notice 

i o provided to the—Union,—whichever—ts—sooner . 

Disputes—a-s—to the—accuracy of o u c h — l i s t s raay be brought—te 

t h e — E r a p l o y e r s — a t t e n t i o n — b y — t h e — U n i o n , — i n — w r i t i n g , — a n d — s h a l l — b e 

rcoolvcd proraptly by the Di r e c t o r of Labor Relations. 

Section 14.5 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination that the 

employee i s u n f i t for duty and the employee's physician 

c e r t i f i e d that the employee i s f i t for duty, the employee may 

e l e c t or Employer may require the employee, at the Employer's 

sole expense, to be subject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 

duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the" appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the 



independent physician and the IME s h a l l be f i n a l and binding. 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order to permit access to a l l medical records 

related to his/her condition, and the City s h a l l agree to secure 

and maintain the confidential nature of a l l medical records 

obtained through the process. 
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ARTICLE 15 
LAYOFFS AND RE-EMPLOYMENT 

Section 15.1 Notice 

a. Preliminary Notice. Whenever the Employer becoraes 

aware t h a t a l a y o f f may be necessary and begins t o make a c t u a l 

plans to l a y o f f , the Union s h a l l be n o t i f i e d . Such noti c e s h a l l 

s t ate the c l a s s i f i c a t i o n s which may be a f f e c t e d and other 

d e t a i l s as known. Upon request frora. the Union, the Eraployer 

w i l l raeet to discuss the proposed l a y o f f . 

b. Notice of Layoff. When there i s an irapending l a y o f f 

w i t h respect t o any employee or c l a s s i f i c a t i o n i n the bargaining 

u n i t the Employer s h a l l inforra the Union and a f f e c t e d eraployees 

as soon as possible but no l a t e r than fourteen (14) days p r i o r 

t o such l a y o f f . Such noti c e s h a l l contain the narae, p a y r o l l 

nuraber, c l a s s i f i c a t i o n , and s e n i o r i t y date of each eraployee 

scheduled t o be l a i d o f f . 

Section 15.2 Order of Layoffs 

Probationary eraployees w i t h raore than n i n e t y (90) days of 

service s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior 

employee i n the a f f e c t e d job c l a s s i f i c a t i o n i n the department 

s h a l l be l a i d o f f f i r s t , provided senior eraployees r e t a i n e d have 

the a b i l i t y t o perforra the required duties of the job. 

S e n i o r i t y s h a l l mean, f o r purposes of t h i s Section, the 

employee's continuous service i n any bargaining u n i t t i t l e s . I n 

the event of a l a y o f f , a l l employees act i n g as Union Stewards i n 

accordance wit h Section 16.1 s h a l l be the l a s t l a i d o f f i n the 

af f e c t e d c l a s s i f i c a t i o n , provided the Union Steward has the then 

present a b i l i t y to perforra the job without f u r t h e r t r a i n i n g . 
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Section 15.3 Bumping 

An eraployee subject t o l a y o f f s h a l l have f i r s t p r i o r i t y t o 

f i l l a job i n an equal or lower-graded c l a s s i f i c a t i o n , i n the 

Departraent, which the Eraployer has deeraed vacant, i n l i e u of 

l a y o f f , provided the said eraployee has the then present a b i l i t y 

t o perforra the required work without f u r t h e r t r a i n i n g . 

An eraployee subject to layoff raay displace (burap) the least 

senior eraployee, i f any, in the raost recent lower job t i t l e or 

t i t l e s the eraployee to be l a i d off has held in the Departraent, 

provided the eraployee buraping has the then present a b i l i t y to 

perforra the job without further training. 

Section 15.4 Recall 

Eraployees s h a l l be r e c a l l e d (priraary) i n the reverse order 

of l a y o f f , provided the eraployee has the then present a b i l i t y t o 

perforra the required work without f u r t h e r t r a i n i n g a f t e r a 

reasonable period of o r i e n t a t i o n . Eraployees on a r e c a l l l i s t 

s h a l l also be e l i g i b l e f o r r e c a l l (secondary) on a s e n i o r i t y 

basis t o an equal or lower-rated job vacancy i n t h e i r 

department, provided the* eraployee has the then present a b i l i t y 

t o perform the required work without f u r t h e r t r a i n i n g a f t e r a 

reasonable period of o r i e n t a t i o n . Employees r e c a l l e d t o equal 

or lower-rated jobs s h a l l r e t a i n r e c a l l r i g h t s t o the i n i t i a l 

job from which they were l a i d o f f . 

The d u r a t i o n of an employee's r e c a l l r i g h t s i s governed by 

Section 8.4 (Break i n Service). 

Section 15.5 Hiring, Acting Up During Layoff 

No new employees raay be h i r e d to perforra duties norraally 
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perforraed by a l a i d off eraployee while eraployees are l a i d off. 

No employee may be used to act up in a higher c l a s s i f i c a t i o n , 

within the meaning of A r t i c l e 4.2, while an eraployee in said 

higher c l a s s i f i c a t i o n i s l a i d off. 

Section 15.6 Seniority/Continuous Service 

Eraployees s h a l l r e t a i n and accuraulate s e n i o r i t y and 

continuous service while on l a y o f f subject to the requireraents 

of the break-in-service p r o v i s i o n s . 

ARTICLE 16 
UNION REPRESENTATION 

Section 16.1 Stewards 

The Union w i l l advise the Eraployer i n w r i t i n g of the naraes 

of the Union's eleven (11) Stewards and one Chief Steward and 

t h e i r departraent or area agreed upon w i t h the Eraployer and s h a l l 

n o t i f y the Eraployer proraptly of any changes. Absent such 

w r i t t e n n o t i f i c a t i o n , the Eraployer s h a l l have no o b l i g a t i o n t o 

deal w i t h an eraployee as a steward. 

Stewards w i l l be perraitted a reasonable araount of tirae t o 

handle and process grievances r e f e r r e d by eraployees at the 

appropriate steps of the grievance procedure during norraal 

working hours, without the loss of pay, where t h i s does not 

s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t operation of the 

Departraent, and provided t h a t t h i s does not unreasonably 

i n t e r r u p t the work of eraployees. Stewards s h a l l n o t i f y t h e i r 

iraraediate supervisors i n advance of t h e i r i n t e n t i o n to handle 

and process grievances, i t being understood t h a t the operation 

of the Departraent takes precedence unles's there i s an eraergency, 

such permi.ssion s h a l l not be unreasonably denied. 
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Employees a c t i n g as Stewards s h a l l not be di s c r i r a i n a t e d 

against because of t h e i r a c t i v i t i e s on behalf of the Union, nor 

s h a l l they be i n v o l u n t a r i l y t r a n s f e r r e d from t h e i r job 

assignments or l o c a t i o n s except t e m p o r a r i l y i n emergencies, or 

upon agreement by the Union. Transfer of Union Stewards i n an 
r 

emergency w i l l be discussed w i t h the Union i n advance of any 

such t r a n s f e r . 

Section 16.2 Union Rights 

The Union s h a l l have the right and responsibility to 

represent the interests of a l l eraployees in the Unit, to present 

i t s views to the City on raatters of concern, either o r a l l y or in 

writing, and to consult and be consulted with, in respect to the 

forraulation, development and irapleraentation of p o l i c i e s and 

prograras affecting working conditions. 

Section 16.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal hours, t o enter Employer f a c i l i t i e s f o r purposes 

of handling grievances, observing conditions under which 

employees are working, attending raeetings authorized by t h i s 

Agreeraent or f o r the a d m i n i s t r a t i o n of t h i s Agreeraent. The 

Union w i l l not abuse t h i s p r i v i l e g e , and such r i g h t of e n t r y 

s h a l l be consistent w i t h current p r a c t i c e s , and s h a l l at a l l 

tiraes be conducted i n a manner so as not t o i n t e r f e r e w i t h 

normal operations. The Eraployer raay be able t o change or set 

rules of access, provided t h a t any change i n current p r a c t i c e s 

must be reasonable and subject t o the grievance procedure. By 

rautual agreement between the Union and the Eraployer, the Union 
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raay c a l l a raeeting during working hours t o prevent 

misunderstandings, resolve or c l a r i f y a p o s i t i o n or r a t i f y t h i s 

Agreeraent. The Employer agrees t o make a v a i l a b l e conference or 

raeeting rooras., f o r raeetings under t h i s A r t i c l e or authorized by 

t h i s Agreeraent upon request of the Union and subject t o the 

Eraployer's reasonable r u l e s r e l a t i n g t o the Union's use of i t s 

premises. 

Section 16.4 Negotiating Team 

Up t o three (3) employees designated as being on the 

Union's n e g o t i a t i n g team who are scheduled t o work on a day on 

which n e g o t i a t i o n s w i l l occur, s h a l l , f o r the purpose of 

attending scheduled n e g o t i a t i o n s , be excused from t h e i r regular 

duties without loss of regular s t r a i g h t time pay. 

ARTICLE 17 
FILLING OF VACANCIES 

Section 17.1 Declaration of Vacancy 

The Eraployer s h a l l determine i f there i s a permanent 

vacancy to be f i l l e d and, at any time before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 

Section 17.2 Transfer Requests on F i l e 

Eraployees w i t h i n a departraent who desire a change i n 

l o c a t i o n of t h e i r job assignraent s h a l l request such change i n 

w r i t i n g on the Eraployer's Form. Eraployees may f i l e such 

requests i n Deceraber f o r the period beginning i n January and 

.continuing through June of the f o l l o w i n g year and i n June f o r 

the period beginning i n July and continuing through Deceraber. 

Employees' f i l i n g raultiple requests and accepting a t r a n s f e r 
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s h a l l only be allowed a s i n g l e t r a n s f e r i n the s i x (6) month 

period. 

When f i l l i n g a vacancy, the Employer s h a l l select the raost 

senior eraployee in the job c l a s s i f i c a t i o n in the departraent who 

has such a request on f i l e , provided the eraployee has the 

present a b i l i t y to perform the required work without further 

training after a reasonable amount of orientation. 

Section 17.3 Recall or Reinstatement 

When f i l l i n g a vacancy and there are no said employees who 

have requests on - f i l e , the Eraployer s h a l l select the eraployee in 

the job c l a s s i f i c a t i o n in the department frora the r e c a l l or 

reinstatement l i s t , i f any, in accordance with the primary and 

secondary r e c a l l provisions of A r t i c l e 15 of this Agreeraent. 

Section 17.4 Bidding 

When f i l l i n g a vacancy and there are no said employees who 

have t r a n s f e r requests on f i l e and no e l i g i b l e eraployees on said 

l i s t s , the Employer s h a l l post the job f o r bidding and forward a 

copy t o the Union. 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the 

City of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

posting. Said vacancieis s h a l l be posted for fourteen (14) days 

on the CAREERS WEBSITE. The posting s h a l l contain at l e a s t the 

following information: job t i t l e , q u a l i f i c a t i o n s , days off, 

s h i f t , hours, work location, i f known, and the rate of pay. The 

posting s h a l l also identify the nvimber of positions to be 

f i l l e d . I f the nvimber to be f i l l e d changes, the Employer s h a l l 
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promptly notify. Prior to the commencement of the selection 

process, the employer w i l l provide the Union with a l i s t of 

quali f i e d bidders-;-

The pooting—et—an—Employer—determined perraanent—vacancy—shall—be 

e n — b u l l e t i n — b o a r d s at each Eraployer—physical s i t e i n the 

departraent—an-d—at—other—appropriate—locationo—a-s—deterrained—by 

-the—Eraployor . S a i d — v a c a n c y — s h a l l — b e — p o s t o d — f e r — f o u r t e e n — ( 1 4 ) 

days . T h e — p o s t i n g — s h a l l — c o n t a i n — - a t — l e a s t — t h e — f o l l o w i n g :—j-eb 

t i t l o , — q u a l i f i c a t i o n s , — h o u r s , — w o r k — l o c a t i o n if—known,—and—rate 

of pay. 

Section 17.5 Selection 

Bargaining Unit eraployees raay b i d on jobs the Eraployer 

deterraines t o be perraanently vacant f o r proraotion or t r a n s f e r to 

equal or lower-rated jobs. A l l applicants and Bargaining Unit 

bidders f o r such jobs s h a l l be considered as one group f o r 

purposes of s e l e c t i o n . 

- A l l bidders s h a l l raeet the rainiraura q u a l i f i c a t i o n s f o r the 

job i n order t o be considered f o r s e l e c t i o n by the Eraployer. I n 

making s e l e c t i o n s , the Eraployer s h a l l give preference t o 

Bargaining Unit bidders over non-bargaining u n i t applicants 

unless the non-bargaining u n i t applicants have demonstrably 

greater s k i l l and a b i l i t y t o f u l f i l l the needs deterrained by the' 

Eraployer. 

I f bargaining u n i t bidders are selected, however, where 

bargaining u n i t bidders are r e l a t i v e l y equally q u a l i f i e d to 

perforra the work required, the Eraployer s h a l l select the raost 

senior employee b.i.dder based on continuous service i n the 
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bargaining u n i t . Preference s h a l l be given t o bidders w i t h i n 

the department. The Employer s h a l l deterraine whether eraployees 

are " r e l a t i v e l y equally q u a l i f i e d " based upon evidence of 

perforraance and q u a l i f i c a t i o n s . 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information summary, and hiring c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such docviments to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

Bidders who are not selected s h a l l be so n o t i f i e d by the 

Departraent Head. A successful bidder raay not b i d f o r another 

Eraployer deterrained vacancy f o r one (1) year unless such 

eraployee i s i n v o l u n t a r i l y raoved t o another l o c a t i o n frora a 

p o s i t i o n i n t o which he had b i d . 

During the bidding and/or s e l e c t i o n process set f o r t h i n 

t h i s Section, the Employer may teraporarily f i l l said vacancy 

consistent w i t h the pro v i s i o n s of t h i s Agreement. 

When an eraployee i s deeraed to have suc c e s s f u l l y f i l l e d a 

perraanent vacancy and i s r e c l a s s i f i e d to another p o s i t i o n at a 

higher r a t e of pay, or i n a higher pay grade, such eraployee 
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s h a l l receive the higher r a t e of pay or a pay increase of one 

step, or the entrance rate f o r the new p o s i t i o n , whichever i s 

a p p l i c a b l e . 

The successful bidder f o r any jobs under t h i s Section s h a l l 

have an evaluation period, not exceed s i x t y (60) days, t o 

deraonstrate t h a t he or she can perforra the job. I f the Eraployer 

has j u s t cause based upon the eraployee's job performance at any 

time during t h a t period t h a t the successful bidder cannot 

perform the job, then the successful bidder s h a l l be returned t o 

the job he/she held j u s t p r i o r to the awarding of the b i d , 

d i s p l a c i n g , i f necessary, any employee who has been placed i n t o 

said job. 

Section 17.6 Involuntary Transfer 

Where a vacancy remains u n f i l l e d a f t e r a p p l i c a t i o n of 

Sections 17.2, 17.3, 17.4, and 17.5, the Employer raay 

i n v o l u n t a r i l y t r a n s f e r the l e a s t senior eraployee i n the sarae 

c l a s s i f i c a t i o n , and departraent t o f i l l said vacancy where an 

experienced eraployee" rather than a new h i r e i s necessary. 
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Section 17.7 Detailing 

D e t a i l i n g i s the teraporary t r a n s f e r of an eraployee t o a 

work assignraent w i t h i n his/her job c l a s s i f i c a t i o n geographically 

reraoved frora the eraployee's normal work s i t e . 

Employees s h a l l not be d e t a i l e d f o r more than t h i r t y (30) 

days, unless the Eraployer gives n o t i c e t o the Union of i t s need 

to do so and confers w i t h the Union upon request. I n any event, 

no such assignraent raay extend beyond n i n e t y (90) days without 

the' agreeraent of"'the p a r t i e s . 

The Eraployer s h a l l n o t i f y the employees of the requirements 

f o r said d e t a i l i n g and before d e t a i l i n g s h a l l seek volunteers 

among the employees who have the then present a b i l i t y t o perform 

the work required without f u r t h e r t r a i n i n g . I f there are more 

volunteers' then there are assignments, s e l e c t i o n s s h a l l be made 

on the basis of s e n i o r i t y . I f there are i n s u f f i c i e n t 

volunteers, the Eraployer s h a l l assign the d e t a i l i n g by inverse 

s e n i o r i t y , s t a r t i n g w i t h the l e a s t senior f i r s t , and atterapt t o 

r o t a t e such assignraents w i t h i n each calendar year. 

ARTICLE 18 
DISCIPLINE 

Section 18.1 Procedure 

Suspensions over 10 days and discharges s h a l l be governed 

e x c l u s i v e l y by the C i t y of Chicago's Personnel or Police Board 

Rules, whichever raay be a p p l i c a b l e . Notwithstanding the 

foregoing, suspensions of 11 days or raore raay be appealed t o 

a r b i t r a t i o n i n l i e u , of the Personnel or Police Board upon the 

w r i t t e n request of the Union. D i s c i p l i n a r y cases which are.. 

converted frora a discharge to a suspension as a r e s u l t of 
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decision of the Personnel or Police Board do not t h e r e a f t e r 

becorae a r b i t r a b l e as a r e s u l t of said decision. The grievance 

procedure provisions herein and the Personnel or Police Board 

appeals procedure are rautually exclusive, and no r e l i e f s h a l l be 

a v a i l a b l e under both. 

Section 18.2 Types of Discipline/Information 

The Eraployer w i t h i n i t s d i s c r e t i o n raay deterraine whether 

d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

repriraand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Deraotions s h a l l not be 

used as a part of d i s c i p l i n e . Transfer s h a l l not be p a r t of an 

eraployee's d i s c i p l i n e . Such d i s c i p l i n e s h a l l be adrainistered as 

soon as p r a c t i c a l a f t e r the Eraployer has had a reasonable 

o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the raatter. 

I n cases of o r a l warnings, the supervisor s h a l l inforra the 

eraployee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

eraployee's iraraediate supervisor s h a l l meet w i t h the employee and 

n o t i f y him/her of the accusations against the employee and give 

the employee an op p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the naraes 

of witnesses, i f any, and raake a v a i l a b l e copies of p e r t i n e n t 

docuraents the eraployee or union i s l e g a l l y e n t i t l e d to receive, 

to the extent then known and a v a i l a b l e . I f the eraployee 

requests the presence of a Union representative at such raeeting, 

one w i l l be provided, i f conveniently a v a i l a b l e , who s h a l l be 
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given the opport u n i t y , i f the employee requests, t o rebut the 

d i s c i p l i n e and request f u r t h e r p e r t i n e n t i n f o r r a a t i o n . 

The Eraployer s h a l l not have t o unreasonably defer or avoid 

i t s intended d i s c i p l i n a r y a c t i o n because of the u n a v a i l a b i l i t y 

of an employee representative, t a k i n g a l l of the circurastances 

i n t o account. The Employer i s not o b l i g a t e d t o meet w i t h the 

employee p r i o r t o t a k i n g d i s c i p l i n a r y a c t i o n where the eraployee 

i s unavailable or i n eraergency s i t u a t i o n s . The Eraployer's 

f a i l u r e t o s a t i s f y t h i s A r t i c l e 18.2 s h a l l not i n and of i t s e l f 

r e s u l t i n a re v e r s a l of the Eraployer's d i s c i p l i n a r y a c t i o n or 

cause the eraployer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union s h a l l be given, i n w r i t i n g , a stateraent of the reasons 

th e r e f o r e . The eraployee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, which s h a l l be placed i n the eraployee's f i l e . 

Any record of d i s c i p l i n e raay be r e t a i n e d f o r a period of 

tirae not t o exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at lea s t two (2) s u b s t a n t i a l l y s i r a i l a r offenses 

during said eighteen (18) raonth period. 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Manageraent, the Employer s h a l l n o t i f y the employee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject matter, w i t h i n 

t h i r t y (30) calendar days of the Employer being made aware of 
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the alleged r u l e v i o l a t i o n . For the purposes of t h i s Section, 

the terra "non-egregious offense" s h a l l not include i n d i c t a b l e 

c r i r a i n a l offenses, gross i n s u b o r d i n a t i o n , residency issues, or 

drug and alcohol v i o l a t i o n s . Thereafter, the eraployee s h a l l be 

granted a p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y 

(30) days. Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e 

p r o v i s i o n s h a l l be n u l l and void. 

Section 18.3 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension For Ten (10) Days Or Less 

Step 1. Within f i v e (5) working days a f t e r an eraployee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less, 

which i s not appealable to the Personnel or Police Board, 

the Eraployer s h a l l conduct a raeeting w i t h the union and 

eraployee. Thereafter, d i s c i p l i n e s h a l l be adrainistered as 

soon as possible a f t e r the employer has had a reasonable 

op p o r t u n i t y t o f u r t h e r i n v e s t i g a t e the matter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 

meeting or f u r t h e r i n v e s t i g a t i o n , the employee may request 

i n w r i t i n g t o the Departraent Head f o r review of the said 

d i s c i p l i n a r y a c t i o n on a forra provided by the Eraployer. 

Said request f o r review s h a l l be i n w r i t i n g and subraitted 

w i t h i n three (3) working days of r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review forra s h a l l be p r i n t e d on the 

back of or attached t o the notice or d i s c i p l i n e together 

with i n s t r u c t - i o n s f o r appeal. The f a i l u r e co subrait a 

w r i t t e n request f o r review of d i s c i p l i n a r y a c t i o n w i t h i n 
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three (3) working days of r e c e i p t of noti c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the eraployee's r i g h t to review. 

Step 2. Within three (3) working days or any rautually 

agreed upon extension a f t e r the Departraent Head or designee 

receives the eraployee's request f o r review, the Departraent 

Head or designee s h a l l conduct a meeting to review the 

d i s c i p l i n e . F a i l u r e t o conduct said raeeting i n three (3) 

days w i l l r e s u l t i n automatic advanceraent t o Step 4 and the 

Union s h a l l so n o t i f y the. Eraployer. At the raeeting, the 

Departraent w i l l give the basis f o r i t s a c t i o n and the 

eraployee and union re p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the opp o r t u n i t y t o ask questions. The 

Departraent Head or designee s h a l l render a w r i t t e n d ecision 

w i t h i n two (2) working days of the raeeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n .. i s required. 

The absence of such agreeraent or f a i l u r e t o decide and 

coraraunicate such decision w i l l r e s u l t i n autoraatic 

advanceraent t o Step 4 and the Union s h a l l so n o t i f y the 

Eraployer. A copy of such decision s h a l l • be sent t o the 

eraployee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a 

second raeeting s h a l l be held between the Departraent Head or 

designee and the eraployee and the Union representative to 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said raeeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 raeeting, unless otherwise agreed by the 

p a r t i e s . The Departraent Head or designee s h a l l render a 
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written decision within two (2) working days of the second 

raeeting. A copy of such decision s h a l l be sent to the-

eraployee and the Union. I f the parties f a i l to raeet within 

five (5) working days or a written decision i s not 

subraitted within two (2) working days, the appeal s h a l l 

autoraatically proceed to Step 4 and the Union s h a l l so 

notify the Eraployer. Except where otherwise indicated, the 

tirae liraits set forth herein are to encourage the prompt 

reviews of said d i s c i p l i n a r y action and f a i l u r e to coraply 

with these tirae l i m i t s w i l l not affect the v a l i d i t y of the 

said d i s c i p l i n a r y action. This procedure s h a l l be the 

employee's exclusive reraedy for a l l said d i s c i p l i n a r y 

action, including suspension for ten (10) days or l e s s . 

Step 4. I f the raatter i s not settled in Steps 2 or 3, the 

Union may submit the matter to arbitration under the terms 

of t h i s Agreement or any local Union agreeraent. The rules 

governing procedure for arbitration s h a l l be the same as in 

Step 3 of A r t i c l e 11 of this Agreeraent. 

Section 18.4 Conduct of Disciplinary Investigations 

Suppleraenting a l l r i g h t s and processes due eraployees 

covered by t h i s Agreeraent who raay be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g raanner: 

A. The i n t e r v i e w of the eraployee- s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the eraployee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 
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B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the eraployee's l o c a t i o n of assignraent, 

norraal departraent l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r to an i n t e r v i e w , the eraployee under 

i n v e s t i g a t i o n s h a l l be inforraed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a formal statement i s being taken, 

a l l questions d i r e c t e d t o the employee s h a l l be asked 

by and through one i n t e r v i e w e r at a tirae. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s perraitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be inforraed of the nature of the raatters t o be 

discussed. 

F. An eraployee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent to 

provide i n f o r m a t i o n r e l a t i n g t o the matter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s .contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the eraployee's a d r a i n i s t r a t i v e r i g h t s , or 

the iraposition of d i s c i p l i n e i n accordance therew i t h . 
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An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

stateraent the eraployee has raade. 

(1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recoraraendation f o r d i s c i p l i n e i s probable against the 

eraployee, said employee w i l l be given the s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

coramenceraent of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i r a i n a l prosecution raay be probable 

against said eraployee, the provisions of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

afforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i r a i n a t i o n p r i o r t o the coraraencement of the 

i n t e r v i e w . An employee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

At the request of the employee under i n v e s t i g a t i o n , an 

eraployee who raay be subject to d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The eraployee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union representation 

before coraraenceraent of - the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r epresentation 

can be obtained, provided the suspension i s not f o r an 

unreasonable tirae and the Eraployer does not have the 

i n t e r v i e w unduly delayed. 
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J. The Eraployer s h a l l not corapel -an eraployee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governmental agency r e l a t i n g t o 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph exaraination s h a l l not be 

used against an eraployee i n any forum adverse t o the 

employee's i n t e r e s t s . The Eraployer w i l l not re q u i r e a 

polygraph exaraination i f i t i s i l l e g a l t o do so. I f 

an eraployee i s asked t o take a polygraph exaraination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

' the a d r a i n i s t r a t i o n of the exaraination. The r e s u l t s of 

any polygraph exaraination s h a l l be known t o the 

eraployee w i t h i n one week. 

L. This Section s h a l l not apply t o eraployee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the raedia during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Eraployer and the eraployee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an eraployee i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the media of the charges 

against the eraployee, the C i t y w i l l raake t h a t f a c t 

a v a i l a b l e t o the raedia where the employee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

sarae forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

n o 
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0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the eraployee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inforraation i n c l u d i n g eraployee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Eraployer f o r any d i s c i p l i n a r y 

a c t i o n against the employee, or x i n the case of 

proraotions or t r a n s f e r s . 

(2) (a) Notwithstanding the provisions of paragraph N 

above, at the option of the Union, a claira t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section raay be raised i n a suppression hearing before 

a meraber of the perraanent hearing panel l i s t e d herein, 

r a t h e r than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union raay exercise t h i s option by 

n o t i f y i n g the eraployee's Departraent Head and the 

Eraployer's Law Departraent i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreeraent. The appeal 

s h a l l specify the p a r t i c u l a r c ontract p r ovisions 

a l l e g e d l y v i o l a t e d , together wi t h a f a c t u a l suraraary of 

the conduct alleged to have v i o l a t e d the Agreeraent. I t 
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i s understood t h a t by e x e r c i s i n g t h i s o p t i o n , any and 

a l l tirae l i m i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) (b) (2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s e l e c t i n order of r o t a t i o n one of the three 

perraanent hearing panel raerabers who are chosen as 

fo l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

raerabers raust be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or,her s e l e c t i o n . To select the i n i t i a l panel, or 

should any member of the panel resign or be removed 

upon rautual agreeraent of the p a r t i e s during the l i f e 

of t h i s Agreeraent, the p a r t i e s w i l l raeet t o reach 

agreeraent on new panel raeraber who must be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreeraent can be reached, 

the Eraployer w i l l request a panel of seven (7) 

a r b i t r a t o r s frora FMCS, a l l of whora raust be raerabers of 

the National Acaderay of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l raeet t o s t r i k e names from the l i s t , w i t h 

the Eraployer s t r i k i n g f i r s t , u n t i l one name remains, 

which person s h a l l be naraed to the panel. 

2 (c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or at such other time as the p a r t i e s may 
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rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i r a i t e d t o deterraining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y to 

r u l e on the merits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2 (d) The panel raeraber s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject to c o l l a t e r a l attack 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

employee i n question. 

Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

eraployee has been incarcerated f o r raore than 72 hours. 
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ARTICLE 19 
MILEAGE REIMBURSEMENT 

Section 19.1 Automobile Reimbursement 

Eraployees who are required by the Eraployer t o use t h e i r own 

autoraobiles i n the perforraance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaximum of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraura reiraburseraent w i l l 

increase to $350.00 per raonth. E f f e c t i v e February 1, 2008, the 

raaxiraura reiraburseraent w i l l increase t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the raaximum reimburseraent w i l l 

increase t o $550.00 per month. Thereafter, the maximum 

reiraburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consuraer Price Index f o r A l l Urban Consuraers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking raileage reiraburseraent 

raust submit t h a t request on a form provided by the Eraployer. 

Payment f o r mileage expenses w i l l be made on a raonthly basis. I n 

the event t h a t during the l i f e of t h i s Agreeraent the Eraployer 

s h a l l impleraent f o r any group of eraployees an autoraobile expense 

reiraburseraent prograra which i s raore favorable to eraployees than 

the p rovisions of t h i s paragraph, upon n o t i c e frora the Union, 

the Eraployer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program to employees 

covered by t h i s Agreement. 
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Upon request by e i t h e r p a r t y made no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l raeet to discuss any proposed 

changes to t h i s Section 14.5. 

ARTICLE 20 
LABOR-MANAGEMENT MEETINGS 

I n order t o raaintain coramunications on raatters of rautual 

iraportance, the Union or Employer raay request p e r i o d i c raeetings 

between the heads of i n d i v i d u a l departraents and a coraraittee of 

three (3) o f f i c e r s representing the bargaining u n i t . Such 

raeetings s h a l l be held at le a s t q u a r t e r l y . Meetings s h a l l be 

scheduled at rautually convenient tiraes and places during norraal 

work hours. Eraployees attending s h a l l s u f f e r no loss of pay f o r 

time i n attendance. 

The p a r t i e s raay discuss any subject of rautual concern, 

except f o r grievances and changes i n t h i s agreeraent. The pa r t y 

requesting the raeeting s h a l l subrait an agenda f i v e (5) work days 

i n advance of the raeeting date. Minutes s h a l l be taken and 

exchanged. Nothing s h a l l r e s t r i c t attendance of any raanageraent 

o f f i c i a l . 

ARTICLE 21 
POLYGRAPH 

Employees s h a l l not be d i s c i p l i n e d f o r r e f u s a l t o take a 

polygraph examination and the r e s u l t s of polygraph exarainations 

s h a l l not be adraissible as evidence i n proceedings before the 

Personnel or Police Board or i n any proceedings where the 

eraployee raay appeal to the Personnel or Police Board, unless by 

I l l i n o i s or Federal Court ciecision or I l l i n o i s s t a t u t e , such 



evidence becoraes adraissible before the Personnel or Police 

Board. 

ARTICLE 22 
PERSONNEL RECORDS AND FORMS 

Section 22.1 Attendance Records 

An eraployee upon reasonable advance notice s h a l l have the 

right to review his/her tirae and pay records on f i l e with the 

Eraployer but s h a l l not be able to review the tirae and pay 

records of other eraployees. 

Section 22.2 Personnel F i l e s 

The Eraployer s h a l l n o t i f y the Union as t o what c o n s t i t u t e s 

the eraployee's o f f i c i a l personnel f i l e s . The Eraployer's 

personnel f i l e s and d i s c i p l i n a r y h i s t o r y f i l e s r e l a t i n g t o any 
r 

employee s h a l l , upon reasonable advance n o t i c e , be open and 

a v a i l a b l e f o r in s p e c t i o n by the a f f e c t e d employee and/or 

authorized Union rep r e s e n t a t i v e , during regular business hours, 

except f o r in f o r m a t i o n which the employer deems c o n f i d e n t i a l ; 

provided t h a t nothing herein s h a l l prevent the employee from 

e x e r c i s i n g the eraployee's s t a t u t o r y r i g h t s t o inspect docuraents. 

Upon request of the Union, the Eraployer w i l l raake a v a i l a b l e 

d i s c i p l i n a r y records which are relevant to the Union's r i g h t to 

process grievances or adrainister t h i s Agreeraent. M a t e r i a l 

and/or raatter not a v a i l a b l e f o r ins p e c t i o n s h a l l not be used i n 

any raanner or forura adverse t o the eraployee's' i n t e r e s t s . 

D i s c i p l i n a r y records and f i l e s raay be re t a i n e d f o r a period 

of tirae not to exceed three (3) years and s h a l l t h e r e a f t e r not 

be used to support an adverse eraployraent a c t i o n unless a p a t t e r n 

of sustained s i r a i l a r i n f r a c t i o n e x i s t s . 

89 



Any inforraation of an adverse employraent nature which i s 

unfounded, exonerated or otherwise not sustained, s h a l l be 

removed frora the personnel f i l e s . 

Section 22.3 Employee Notification 

No inforraation raay be used against an eraployee i n any 

d i s c i p l i n a r y proceeding u n t i l i t has been raade part of the 

o f f i c i a l personnel f i l e or provided f o r . i n s p e c t i o n . 

The eraployee may have placed i n his/her personnel f i l e a 

r e b u t t a l to anything placed i n said f i l e . 

A copy of any d i s c i p l i n a r y action or material related to 

eraployee perforraance which i s placed in the o f f i c i a l personnel 

f i l e s h a l l be served upon the eraployee in person (the eraployee 

so noting receipt) or sent by c e r t i f i e d raail (return receipt 

requested) to the eraployee's l a s t address appearing on the 

records of the Employer. I t i s the obligation of such employee 

to provide the Employer with his/her current address. 

Section 22.4 Telephone Numbers 

The Eraployer s h a l l not release an eraployee's phone nuraber 

and/or address to non-work related sources without the 

eraployee's perraission. The City Council of the City of Chicago 

and i t s coraraittees in the exercise of i t s l e g i s l a t i v e authority 

s h a l l be considered a work related source within the raeaning of 

thi s Section. 

Section 22.5 Forms 

No Employer representative s h a l l demand or request that an 

employee si,gn an undated r e s i g n a t i o n or other blank form. No 
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eraployee s h a l l be required t o sign such an undated or incoraplete 

form. 

Any information placed on a form without the eraployee's 

knowledge, or any raodification or alteration of existing 

information on a form subsequent to the forra having been signed 

by the employee s h a l l be null and void. No such information 

s h a l l be used against an employee in any hearing or proceeding 

or for any adverse purpose. Any eraployee required to sign any 

forra prepared pursuant to th i s Agreement s h a l l be given a copy 

of i t at "the tirae the'eraployee signature i s affixed. 

Section 22.6 Records 

A l l p u b l i c records of the Eraployer s h a l l be a v a i l a b l e f o r 

in s p e c t i o n upon request of the Union. 

ARTICLE 23 
SEPARABILITY 

I n the event any e t — t h e p r o v i s i o n e of t h i s Agreeraent s h a l l 

be or becorae i n v a l i d or unenforceable by reason of any f i n a l and 

b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such 

i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the reraainder of 

the p r o v i s i o n s hereof, which s h a l l remain i n f u l l f o r c e and 

e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n s h a l l be subject 

t o r e - n e g o t i a t i o n by the P a r t i e s w i t h i n a reasonable p e r i o d of 

time . ¥ h e — p a r t i e s — a g r e e — t e — r a e e t — a n d — a d o p t — r e v i s e d — p r o v i s i o n o 

which would be—in conforraity w i t h the—law. 
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ARTICLE 24 
DRUG AND ALCOHOL PROGRAM 

Section 24.1 P o l i c y Statement 

The C i t y of Chicago's e s s e n t i a l raission i s t o provide 

services to i t s c i t i z e n s i n a safe and econoraic raanner. The 

p a r t i e s to t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of eraployees, as w e l l as t h e i r raorale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y and the eraployees under t h i s Agreeraent serve. Furtherraore, 

the economic cost of pr o v i d i n g health care services to employees 

who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 

The Eraployer and the Union raaintain a strong coramitraent t o 

pro t e c t people and property, and t o provide a safe working 

environment. To t h i s end, the employer has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreeraent urge employees who have such 

problems to. u t i l i z e the Program's services. 

To raaintain a workplace which provides a safe and healthy 

work environraent f o r a l l employees, the f o l l o w i n g drug and 

alcohol prograra i s also established. 

Section 24.2 D e f i n i t i o n s 

(a) Alcohol: Ethyl alcohol 

(b) Prohibi.ted Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 
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paraphernalia i n the possession of, or being used by, an 

eraployee on the job or the preraises of the Employer. 

"(c) Employer Preraises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Eraployer as job s i t e s or work 

l o c a t i o n s and over which the Employer has a u t h o r i t y as employer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t daraage t o 

property t o which an eraployee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

eraployee, i n c l u d i n g but not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influ e n c e : any mental, emotional, sensory 

or p h y s i c a l irapairraent due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body coraponent 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e raanner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any raetabolite thereof. 

Section 24.3 Disciplinary Action 

(a) A l l eraployees raust report t o work i n a physical 

c o n d i t i o n t h a t w i l l enable .thera to perforra t h e i r jobs i n a safe 

raanner. Further, eraployees s h a l l not use, possess, dispense or 
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receive p r o h i b i t e d iteras or substances on or at the Eraployer's 

premises, nor s h a l l they report t o work under the in f l u e n c e of 

drugs and/or alcohol.. 

(b) When, based upon the d i r e c t observation of two (2) 

supervisors, the Employer has reasonable cause t o believe t h a t 

an eraployee i s under the in f l u e n c e of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t to subject t h a t eraployee t o a 

drug and alcohol t e s t . At the Employer's d i s c r e t i o n , the 

eraployee raay be placed on a d r a i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the eraployee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Eraployer w i l l terrainate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs 

or alcohol while on duty and on the Employer's premises; 

( i v ) are found i n possession of alcohol, drugs or 

drug paraphernalia, or are found s e l l i n g or d i s t r i b u t i n g drugs 

or drug paraphernalia, on the Eraployer's preraises. 

(c) A l l adverse eraployraent a c t i o n taken against an 

eraployee under t h i s prograra s h a l l be subject to the grievance 

and a r b i t r a t i o n procedures of t h i s Agreeraent. 

Section 24.4 Drug and Alcohol Testing 

(a) The Eraployer raay re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 
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( i ) a t e s t raay be adrainistered i n the event t h a t 

two supervisors have reasonable cause t o believe t h a t an 

eraployee has reported t o work under the in f l u e n c e of or i s at 

work under the in f l u e n c e of drugs or alc o h o l . 

( i i ) a t e s t raay be required i f an eraployee i s 

involved i n a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t may be required as par t of a f o l l o w -

up t o counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up to 

a one year period. 

(b) Employees t o be tes t e d w i l l be required t o sign a 

consent- forra and chain of custody forra, assuring proper 

docuraentation and accuracy. I f an eraployee refuses t o sign a 

consent forra a u t h o r i z i n g the t e s t , he or s h a l l w i i l be subject 

to t e r r a i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the relevant agency of the 

United States Department of Health and Human Service ("DHHS"), 

and may consist of e i t h e r blood or urine t e s t s , or both. The 

Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o t e s t 

f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l , conform t o the 

procedures s p e c i f i e d i n the DHHS guidelines f o r f e d e r a l 

workplace drug t e s t i n g programs dated June 9, 1994 and as may be 

amended here a f t e r by DHHS. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the DHHS 

guidelines (and as they raay be amended) s h a l l be regarded as 
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" p o s i t i v e , " and s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the i n f l u e n c e of drugs. 

(f ) I n i t i a l and confirraatory (or breathalyzer) t e s t 

r e s u l t s which raeet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the i n f l u e n c e of alcohol. 

(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Eraployer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Conmiissioner of Personnel or h i s designee i n the raanner to be 

prescribed by the Coraraissioner. The a pplicant '• or incurabent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Comraissioner w i l l inform the a p p l i c a b l e department head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 24.3 above. 

( i ) A l l urine or blood saraples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as to allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

t e s t r e s u l t i s p o s i t i v e raay e l e c t , at his or her expense, to be 

r e t e s t e d by the sarae or other l a b o r a t o r y s a t i s f a c t o r y to the 

Commissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said saraple t o the 

second lab o r a t o r y . . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as to the presence of alcohol or drugs. The f a i l u r e 

to take a s u f f i c i e n t saraple, or t o .preserve such saraple, to 
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allow f o r r e t e s t i n g , s h a l l not a f f e c t the reraoval frora 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any eraployee. 

( j ) No l a b o r a t o r y rep o r t or t e s t r e s u l t s s h a l l appear i n 

the incurabent's personnel f i l e unless they are part of a 

personnel a c t i o n under t h i s prograra, but s h a l l be placed i n a 

special locked f i l e raaintained by the Coraraissioner of Personnel, 

except as such d i s c l o s u r e raay be required by t h i s p o l i c y , law or 

ordinance. 

Section 24.5 Employee Assistance Program 

Eraployees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

raay p a r t i c i p a t e i f they wish i n the vo l u n t a r y Employee 

Assistance Program. 

ARTICLE 25 
SUBCONTRACTING 

I t i s the general p o l i c y of the Eraployer t o continue t o 

u t i l i z e i t s employees t o perforra work they are q u a l i f i e d t o 

perforra where p r a c t i c a b l e . The Employer may, however, 

subcontract f o r reasons of e f f i c i e n c y and economy. 

The Eraployer w i l l give the Union n o t i c e of any i n t e n t t o 

request b i d ( s ) from or otherwise employ a cont r a c t o r at the same 

time as made p u b l i c or conveyed t o p o t e n t i a l c o n t r a c t o r s . Bid 

s p e c i f i c a t i o n s or guidelines which w i l l be used by or required 

frora c o n t ractors w i l l be provided t o the Union as w e l l , along 

wit h a d e s c r i p t i o n of the work t o be perforraed, any conteraplated 

irapact upon Bargaining Unit eraployees, and other relevant data 

necessary f o r the Union t o discuss the conteraplated a c t i o n w i t h 
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the Employer. P r i o r t o accepting a p r i v a t e c o n t r a c t , the 

Eraployer and the Union w i l l raeet n i n e t y (90) days i n advance of 

the intended s t a r t date t o review any proposals of the Union and 

compare such proposals t o any b i d or contract being considered 

f o r acceptance. 

The Employer w i l l work w i t h the Union i n making every 

reasonable e f f o r t to place adversely a f f e c t e d employees i n t o 

other bargaining u n i t p o s i t i o n s . 

In the event t h a t the Eraployer determines t o subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

perraanent jobs which the Eraployer has declared t o be vacant i n 

the a f f e c t e d Department, or other departraents, as the case may 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her t o perforra 

the work. 

Pr i o r t o sub-contracting of bargaining u n i t work,'- the 

Employer, the Union, and the proposed sub-contractor s h a l l meet 

to discuss the eraployraent of employees subject t o l a y o f f . During 

t h a t meeting the Employer w i l l request and urge t h a t the sub

cont r a c t o r h i r e l a i d o f f eraployees. 
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ARTICLE 26 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 26.1 

The City of Chicago and each Coalition Union (the 

"Parties") agree to create a Joint Apprenticeship and Training 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) in conjunction with certain 

third parties including, but without liraitation, the Chicago 

Public Schools ("CPS"), the City Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 

and training prograras and to^ provide expanded post-

apprenticeship and training eraployment opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreement with the City of 

Chicago, the Parties s h a l l enter into a suppleraental raeraorandum 

of understanding regarding the structure, iraplementation, 

monitoring and enforcement of th i s I n i t i a t i v e . Said meraorandura 

s h a l l be attached to th i s Agreeraent as Appendix D. 

Section 26.2 

The I n i t i a t i v e s h a l l g enerally include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 
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CPS students, graduates or forraer students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreeraent. 

b. A coraraitraent by the C o a l i t i o n and the C i t y t o 

col l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors to prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g prograras. I n p a r t i c u l a r , the C o a l i t i o n and the 

Ci t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors to p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

prograras and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g prograras as appropriate; and t o expand post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps t o f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and suppleraental raeraorandura attached hereto. 

ARTICLE 27 
RATIFICATION AND TERMINATION 

The terras of t h i s Agreement s h a l l be subject to 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Eraployer and the 

Union w i l l cooperate to secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and sha l l reraain i n • f u l l force 
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and e f f e c t frora said date to June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f frora year t o 

year unless at lea s t 60 days and not raore' than 120 days p r i o r t o 

the ter r a i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d Mail, r e t u r n r e c e i p t 

requested, of a desire t o amend, add t o , subtract from, or 

terrainate t h i s Agreement. 

In the event such n o t i c e of a desire t o amend, add t o , or 

subtract frora the terras of t h i s Agreeraent' i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreeraent before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreeraent 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreeraent. The notices r e f e r r e d to s h a l l be 

considered t o have been given as of the date shown on the 

postraark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of noti c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreeraent c o n s t i t u t e s the e n t i r e contract between the 

Eraployer and the Union and s e t t l e s a l l demands and issues w i t h 

respect to a l l matters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any matter which i s subject to 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 
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r e f e r r e d to herein, and even though such raatter raay not have 

been w i t h i n the knowledge or contemplation of the p a r t i e s at the 

time t h i s Agreeraent was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

voluntary unpaid time o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreeraent, such a d d i t i o n a l tirae o f f s h a l l be granted t o a l l 

eraployees covered by t h i s Agreeraent. 

ARTICLE 28 
TERM OF AGREEMENT 

This Agreeraent s h a l l be e f f e c t i v e from the date upon which 

i t i s r a t i f i e d by the C i t y Council of the C i t y of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l remain i n e f f e c t 

through 11:59 p.m. on June 30, 2022. 

Health Plan Reopener 

Each p a r t y reserves the r i g h t t o reopen t h i s Agreeraent i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the applicable l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care prograra raandating s i g n i f i c a n t changes 

i n health insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 
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The lack of achieveraent of health care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishraent and ad r a i n i s t r a t i o n 

of the Labor-Manageraent Cooperation Coraraittee on 

health care, as defined below: 

(a) The ' p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l • r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 

proj e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared' t o h e a l t h care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d to adjustments i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase from exceeding 8% as raeasured i n 

subsection (a) above. 
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(c) Should the plan changes approved by the LMCC 

• ,. f a i l t o achieve cost containraent or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p arty raay e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

' • Structure of the LMCC; 

• Coraposition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party—reaorvco—the—right—te—reopen—this 

A g r e e r a e n t — i n — o r d e r — t e — n e g o t i a t e — t h e — H e a l t h — P l a n — o e t . f o r t h — i n : 

Article—9—ne—later—than—Juno—3-0-;—2011—and—June—3-0-7—2015,—er—in

th e — e v e n t — t h e — C i t y of Chicago—ts—awarded the—2016 Olyrapic Garaco, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r party t o t h i s Agreement has t h i r t y (30) days to n o t i f y 

the other party of i t s i n t e n t to reopen t h i s Agreement i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

ei.ther party e l e c t t o reopen negotiations pursuant to t h i s 
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provision, i t s h a l l submit written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreeraent on the A r t i c l e . I f the parties f a i l to reach 

agreeraent at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreeraent. 

Non-Prevailing Wago Rate Reopener 

Four-Year: Thio—Agreeraent—fftay^—be—reopened—t-e—further 

n e g o t i a t e — t h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — t h e — o e c o n d 

f i v e year—te^m (07/01/2012—te—06/30/2017) u n d e r — A r t i c l e 4-7-

Scc t i o n — 4 . 4 , t n — t h e — e v e n t — t h a t fa-) t h e — C i t y — n o t i f i e s — t h e 

Coalition—that—it—ha-s—net—reached—a—oucceooor—agrcoracnt—te—a 

t h o n — c u r r e n t f o u r - y e a r — a g r o c r a e n t — e x p i r i n g — e n — J u n e — 2 0 - , 2011 

r e g a r d i n g — a n — a c r o s s - t h e - b o a r d — p e r c e n t a g e — i n c r e a s e t e r — o t h e r 

u n i o n i z e d — e m p l o y e e s — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a o s i f i c a t i o n o 

defined i n the—"Mc Too Clauoc" by March—34-7—2012;—er—fb^—the 

C o a l i t i o n — n o t i f i e s — t h e C i t y — e t — t t s — i n t e n t — t e — t e r r a i n a t e — t h e — ^ ^ M e 

Too Clause" by March 31, 2012. 

Five-Yoar: T h i s — A g r e e r a e n t —m a y — b e — r e o p e n e d — t e — f u r t h e r 

n e g o t i a t e — t h e — n o n - p r e v a i l i n g — v j a g c — r a t e s — g o v e r n i n g — t h e — s e c o n d 

five-year ter^R (07/01/2012 te 06/30/2017) under—Article 4-r 

Section 4.4, i - n — t h e — e v e n t — t h a t (-a-) t h e — C i t y — n o t i f i e s — t h e 

C o a l i t i o n — t h a t — i t — h a - s — n e t — r e a c h e d — a — s u c c e s s o r — a g r e e m e n t — t e — a 

t h o n — c u r r e n t f i v e — y e a r — a g r c o m c n t — e x p i r i n g — e n — J u n e 3-0-7 2012 

regarding—an—across-the-board—percentage increase f e r — o t h e r 

u n i o n i z e d — c r a p l o y c e o — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 
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defined i n the "Mc Too Clauoc" by October 31,—2 012;—er—fb^—the 

C o a l i t i o n — n o t i f i e s — t h e — C i t y — e f — t t s — i n t e n t — t - e — t e r r a i n a t e — t h e — ^ ^ M e 

Too Clause" by October 31, 2012. 

-Tt—any—ene—ef—the foregoing—cvento o c c u r s , — c i t h e r — p a r t y — t e 

t h i s Agreeraent has thirty—(-3-0-)—days t o n o t i f y tho other p a r t y of 

i - t s — i n t e n t — t e — r e o p e n — t h i s — A g r e e r a e n t — i n — o r d e r — t e — n e g o t i a t e — t h e 

n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — t h e — o e c o n d — f i v e - y e a r — t e r m 

(07/01/2012 to 06/30/2017)—oct f o r t h i n A r t i c l e 4,—Section 4 .'4 . 

S h o u l d — e i t h e r — p a r t y — e l e c t — t e — r e o p e n . n e g o t i a t i o n o — p u r s u a n t — t e 

t h i s — p r o v i s i o n , i t — s h a l l — s u b m i t w r i t t e n — n o t i c e — t e — t h e — o t h e r 

p a r t y — a n d — t h e — C i t y — s h a l l — n e t — b e — o b l i g a t e d — t e — m a k e — t h e — w a g e 

adj u o t r a e n t o — s e t — f o r t h — i n — A r t i c l e — 4 - 7 — S e c t i o n — 4 . 4 . Thereafter, 

the p a r t i o o have n i n e t y (-Ŵ  days w i t h i n — w h i c h t e roach 

a g r o c r a e n t — e n — t h e — A r t i c i o . T t — t h e — p a r t i e s f a i l — t e — r e a c h 

agrocraent at—the—concluoion of that ninety—(-9#^—day period,—each 

party rcoervco the right to reopen the entire Agreeraent. 

Other Reopener 

In the event of an eraergency, cataclysraic event or other 

s i r a i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

party reserves the r i g h t to reopen the e n t i r e Agreeraent. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s), has executed th i s document as of 

the day of , ̂ ^#7- 2018. 

CITY OF CHICAGO CARPENTERS - LOCAL 13 

INSPECTORS 
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CARPENTERS - LOCAL 13 
INSPECTORS 

EXHIBIT 1 
TUITION REIMBURSEMENT POLICY 

In the event an eraployee coraraences an undergraduate or 

graduate degree prograra a f t e r the execution of t h i s agreeraent, 

and obtains an undergraduate or graduate degree w i t h the 

assistance of the t u i t i o n reiraburseraent prograra, and the 

eraployee, w i t h i n one (1) year of obt a i n i n g such degree, 

v o l u n t a r i l y resigns frora the employ of the C i t y , a l l t u i t i o n 

costs (100%) reimbursed t o the eraployee by the Eraployer f o r 

ob t a i n i n g such degree s h a l l be repaid t o the Eraployer. I f the 

eraployee v o l u n t a r i l y resigns a f t e r one (1) year but less than 

two (2) years a f t e r o b t a i n i n g the degree, the eraployee s h a l l 

repay one-half (50%) of the t u i t i o n reimburseraent t o the 

Eraployer. I f the eraployee does not coraplete the degree prograra 

and v o l u n t a r i l y resigns frora the eraploy of the C i t y , the 

eraployee s h a l l repay 100% of the t u i t i o n reimbursement received 

f o r any course corapleted w i t h i n two (2) years of such 

r e s i g n a t i o n . Employees r e c e i v i n g t u i t i o n reimbursement f o r such 

degrees s h a l l , as a c o n d i t i o n of r e c e i v i n g such reimburseraent, 

execute an appropriate forra consistent w i t h t h i s paragraph. 

I f the C i t y enhances any of i t s T u i t i o n Reimburseraent 

P o l i c i e s during the terra of the contract, the above said 

Reirabursements w i l l also be afforded to t h i s Bargaining Unit., 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree to the following in a Side Letter to t h i s Agreement: 

The parties recognize that the success of the Joint 

Apprenticeship and Training Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and creation of opportunities to increase the use 

of apprentices i n area construction projects. The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 to explore and recommend the consideration of 

such opportunities to the City and other governmental e n t i t i e s 

within the City of Chicago i n connection with the Joint 

Apprenticeship and Training Program I n i t i a t i v e , including, but 

not limited to: 

a. A multi-project labor agreement. 

b. A standard provision in Construction Contracts that 

(i) contractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximvim nvimber of apprentices on the project as 

permitted under the terms and conditions of their respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l contractor and 

svib-contractors performing construction work on the project 

s h a l l p articipate i n an apprenticeship program registered with 
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the U.S. Department of Labor's Bureau of Apprenticeship and 

Training. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree to the following i n a Side Letter to th i s Agreement: 

The City and Coalition agree to d i r e c t the LMCC to evaluate 

and i n i t i a t e changes to the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas that w i l l f a c i l i t a t e 

the s h i f t to a preventive health care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, including but 

not limited to the following areas: 

• Expanded Disease Management Program 

• HRA and Bio-metric Screening 

• Health F a i r s 

• Weight Management Program 

• Imaging Review Service 

• Lifetime Maximum 

• Subscriber Share for Hospital B i l l s and Co-insurance 

• Exclusion for S e l f - i n f l i c t e d I n j u r i e s . 
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• Comprehensive Communication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree to the following i n a side l e t t e r to t h i s Agreement: 

Since the Arbitrator issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of Arbitration between the City of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the City and affected Coalition Unions have explored various 

approaches to resolving th e i r dispute over the scope of the 

Award and the application of Section 3 (a) of the Memorandum of 

Understanding dated July 18, 2005 entered into between the City 

and Coalition ("Section 3 ( a ) " ) . In addition to amending Section 
\ 
J 

3(a) to r e f l e c t the Unions' preferred approach to the four 10-

hour workweek, the part i e s , i n return, have discussed an 

agreement by the Unions to waive some or a l l of the monetary 

make whole remedies directed by the Arbitrator i n his Award. 

Although the City i s w i l l i n g to amend Section 3 (a) as requested 

by the Unions i n order to conclude negotiations at the Coalition 

l e v e l , such willingness i s contingent on the expectation that 

the affected Unions w i l l reach agreement with the City to waive 

some or a l l of the monetary make whole remedies. Until such an 

agreement i s reached, the affected Unions agree that the City 

s h a l l not be obligated to implement the monetary make whole 

remedies i n the Award. In addition, i f such an agreement i s not 
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reached by December 1, 2007, the parties s h a l l submit the issues 

of the Unions' proposed amendment to Section 3(a) to r e f l e c t the 

Unions' preferred approach to the four 10-hour workweek and the 

City's proposed r e l i e f from the monetary make whole remedy to an 

arbitrator for resolution. 

FOR COUPE: FOR THE CITY OF CHICAGO: 

114 



COLLECTIVE 
BARGAINING 
AGREEMENT 

Between 

PUBLIC SERVICE EMPLOYEES UNION, 
LOCAL 73 SEIU 

And 

CITY OF CHICAGO 

Effe c t i v e July 1, 2007 2017 
Through 

June 30, 2017 2022 

Ra t i f i e d by City Council on: December 12 ,—2007 



CITY OF CHICAGO 
AGREEMENT WITH 

PUBLIC SERVICE EMPLOYEES UNION, 
LOCAL 73 SEIU 

TABLE OF CONTENTS 

Page 

ARTICLE 1 - RECOGNITION 2 

Section 1.1 2 

ARTICLE 2 - MANAGEMENT RIGHTS 2 

ARTICLE 3 - NON-DISCRIMINATION .' 3 

S e c t i o n 3 . 1 Equal Eraployraent O p p o r t u n i t i e s 3 
S e c t i o n 3.2 No D i s c r i r a i n a t i o n 4 
S e c t i o n 3.3 4. 
Section 3.4 Reasonabie Accoraraodat ion 4 

ARTICLE 4 - WAGES 4 
Section 4.1 Prevailing_Wage Rates 5 
Section 4.2 P r e v a i l i n g Rate Adjustraents 5 
Section 4.3 Non-Prevailing Wage Rates Governing F i r o t 
Five Ycaro of t h i s Agreeraent (07/01/2007 t o 
06/30/2012) 5 
Section—4-^-4 Nen—Prevailing Wage Ratoo Governing 
Second Fivc-Ycar Terra (07/01/2012 t o 06/30/2017) 6 
Section 4.5 R e t r o a c t i v i t y 8 
Section 4 . 6 Payment of Wages 8 
Section 4 .7 Out of Grade Pay 11 
Section 4.8 Reporting Pay 12 
Section 4.9 C a l l - i n Pay " 13 
Section 4.10 Emergency C a l l Pay 13 

ARTICLE 5 - HOURS AND OVERTIME 15-
Section 5.1 ' .- 15 
Section 5.2 16 
Section 5.3 17 
Section 5.4 17 
Section 5.5 18 
Section 5.6 Days Off 18 
Section 5.7 S h i f t Bidding i n the Departraent of 
Av i a t i o n 19 

ARTICLE 6 - HOLIDAYS 20 
Section 6.1 20 
Secti.on 6.2 Payraent f o r Holiday 23 
Section 6.3 Determining Work Days as Holidays 23 



S e c t i o n 6.4 F a i l u r e t o Report t o Work on Scheduled 
H o l i d a y 24 
S e c t i o n 6.5 H o l i d a y Observance 24 

ARTICLE 7 - VACATIONS '. 24 
S e c t i o n 7.1 24 
S e c t i o n 7.2 Pro Rata V a c a t i o n s 25 
S e c t i o n 7.3 2 6 
S e c t i o n 7.4 27 
S e c t i o n 7.5 '. 27 
S e c t i o n 7.6 28 
Soction 7 . 7 R e c i p r o c i t y With Othor Agencies 29 
S e c t i o n 7 . 8 Non-Consecutive V a c a t i o n Days 30 

ARTICLE 8 - CONTINUOUS SERVICE 32 
S e c t i o n 8.1 32 
S e c t i o n 8.2 I n t e r r u p t i o n I n S e r v i c e 32 
S o c t i o n 8.3 R o c i p r o c i t y 33 
S e c t i o n 8.4 Break I n S e r v i c e 33 
Section 8 . 5 Probationary Employment 34 
S e c t i o n 14.10 F i l l i n g o f Permanent Vacancies 39 
S e c t i o n 8.7 R e t r e a t 39 
S e c t i o n 8.8 D e t a i l i n g 39 

ARTICLE 9 - GROUP HEALTH, VISION CARE, DENTAL, L I F E AND 
ACCIDENT BENEFITS 41 

S e c t i o n 9.1 41 
S e c t i o n 9.2 J o i n t Labor Management C o o p e r a t i o n 
Coraraittee On H e a l t h Care 45 
S e c t i o n 9.3 46 
S e c t i o n 9.4 47 
S e c t i o n 9.5 4 7 
S e c t i o n 9.6 47 

ARTICLE 10 - LEAVES OF' ABSENCE 48 
S e c t i o n 10.1 Bereaveraent Pay 4 8 
S e c t i o n 10.2 M i l i t a r y Leave...,. - 49 
Se c t i o n 10.3 Jury Duty Leave/Subpoena 50 
S e c t i o n 10.4 Sic k Leave 50 
S e c t i o n 10.5 Personal Leaves 52 
S e c t i o n 10.6 Duty D i s a b i l i t y Leaves 53 
S e c t i o n 10.7 Medical Leaves 54 
S e c t i o n 10.8 Union Leave 5 6 

ARTICLE 11 - DISCIPLINE 58 
S e c t i o n 11.1 58 
S e c t i o n 11.2 Procedure f o r Departraent Review o f 
D i s c i p l i n a r y A c t i o n I n c l u d i n g Suspension 62 
So c t i o n 11.3 Grievance and A r b i t r a t i o n 64 

,1.1 



Section 11.4 Conduct of D i s c i p l i n a r y I n v e s t i g a t i o n s 72 

ARTICLE 12 - NO STRIKES. - NO LOCKOUT • 78 
Section 12.1 78 
Section 12.2 79 
Section 12.3 79 
Section 12.4 79 

ARTICLE 13 
Section 13.1 
Section 13.2 
Section 13.3 
Section 13 
Section 13 
Section 13 

DUES CHECK OFF AND FAIR SHARE 80 
In d e m n i f i c a t i o n / A u t h o r i z a t i o n 80 

81 
; 81 

81 
N o t i f i c a t i o n of Dues Change 82 
C.O.P.E 83 

ARTICLE 14 -
Section 
Section 
Section 
Section 
Section 
Section 
Section 

14 .2 
14 . 3 
14 
14 , 
14 . 6 
14.7 

Section 14 . 8 
Section 14 . 9 
Section 14 . 10 
Section 14 . 11 
Section 14 . 12 
Section 14 . 13 
Section 14 . 14 
Section 14 . 15 
Section 14 . 16 
Sect ion 14 . 17 
Section 14 . 18 

MISCELLANEOUS 83 
14 . 1 Job T i t l e s 83 

T r a d i t i o n a l Work 84 
J u r i s d i c t i o n a l Disputes 85 
Deferred Compensation 87 
Rules of Conduct Changes 88 
B u l l e t i n Boards 88 
Info r m a t i o n t o Union 89 
Negotiating Team 90 
Labor-Manageraent Coraraittee 90 
Just Cause Standard 90 
F i l e Inspection 90 
L i m i t a t i o n on Use of F i l e M a t e r i a l 91 
Use and Destruction of F i l e M a t e r i a l 91 
P r i v a t i z a t i o n 92 
Automobile Reimbursement 94 
Performance Evaluations 95 
Miscellaneous 95 
Safety . . 95 

ARTICLE 15 - LAYOFFS AND RECALL 97 
Section 15.1 Notice of Layoffs 9,7 
Section 15.2 Layoffs/Recall 97 
Section 15.3 H i r i n g During Layoffs 99 

NEW OR MERGED JOB CLASSIFICATIONS 99 ARTICLE 16 
Section 16.1 
.Section 16.2 

99 
Comraittee on S u b c o n t r a c t i n g 100 

ARTICLE 17 
Section 17 
Section 17 
Section 17 
Section 

UNION REPRESENTATIVES 100 
1 Stewards 100 
2 Union Rights 101 
3 Right of Access 101 
4 Meetings 102 

i i i 
17 



Section 17.5 Employee O r i e n t a t i o n 102 

ARTICLE 18 - EMPLOYEE DEVELOPMENT AND TRAINING 102 

ARTICLE 19 - DRUG AND ALCOHOL PROGRAM 103 

Section 19.1 Policy Statement 103 
Section 19.2 D e f i n i t i o n s 104 
Section 19.3 D i s c i p l i n a r y Action 105 
Section 19.4 Drug and Alcohol Testing 106 
Section 19.5 Eraployee Assistance Prograra 108 

ARTICLE 20 - SEPARABILITY 108 

ARTICLE 21 - JOINT APPRENTICESHIP AND TRAINING PROGRAM 
INITIATIVE 109 

Section 21.1 ^ 109 
Section 21.2 • ' 110 

ARTICLE 20 - RATIFICATION AND TERMINATION I l l 

ARTICLE 21 - TERM OF AGREEMENT 113 

SIDE LETTER - JOINT APPRENTICESHIP AND TRAINING PROGRAM 
INITIATIVE: LMCC REFERRAL ' 102 

SIDE LETTER - HEALTH CARE PLAN: LMCC REFERRAL 104 

SIDE LETTER - FOUR 10-HOUR ,DAY WORKWEEK 105 

1 V 



CITY OF CHICAGO 
AGREEMENT WITH 

PUBLIC SERVICE EMPLOYEES UNION, 
LOCAL 73 SEIU 

AGREEMENT 

This Agreeraent i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and the Public Service Eraployees Union, Local 73 

SEIU ( h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose of 

e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o visions covering wages, and other terms and 

conditions of employment f o r the employees represented by the 

Union. , 

The Eraployer and the Union encourage the highest possible 

degree of p r a c t i c a l , f r i e n d l y , cooperative r e l a t i o n s between 

t h e i r respective representatives at a l l l e v e l s . The o f f i c i a l s 

of the Eraployer and the Union r e a l i z e t h a t t h i s goal depends 

p r i r a a r i l y on cooperative a t t i t u d e s between people i n t h e i r 

respective organizations and at a l l l e v e l s of r e s p o n s i b i l i t y , 

and t h a t proper a t t i t u d e s must be based on f u l l understanding of 

and regard f o r respective r i g h t s and r e s p o n s i b i l i t i e s of both 

the Eraployer and the Union. 

In r e c o g n i t i o n of the above, the Eraployer and the Union 

agree as f o l l o w s : 



ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Chief Superintendent of Custodial Worlcors 
2. Custodial Worker 
3. Foreman of Custodial Workers 
4-̂  Superintendent of Custodial Workers 
5. Metal Caretaker 
6. Watchraan 
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—Lead Custodial Worlcer 
14. Foreraan of St a t i o n Laborers 
15. S t a t i o n Laborer 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

eraployees w i t h respect t o rates of pay, wages, hours and other 

terras and conditions of eraployraent. The terra "eraployee" as used 

herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Eraployer, .except only as they raay be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreeraent. Among these r i g h t s , 

powers, and r e s p o n s i . b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

raatters concerning or r e l a t e d to the management of the 

Employer's operations ar'id the a d r a i n i s t r a t i o n thereof, and the 



d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of work, 

or a b o l i t i o n of a p o s i t i o n , or raaterial changes i n du t i e s or 

organ i z a t i o n of the Eraployer's operations, or other econoraic 

reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, proraote, 

demote, or r e c a l l ; to raake and enforce reasonable r u l e s and 

re g u l a t i o n s ; t o maintain order and e f f i c i e n c y ; t o schedule the 

hours of work, t o deterraine the services, processes, and extent 

of the Eraployer's operation, the types and q u a n t i t i e s of 

raachinery, equipraent and mat e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and raethod of operation, i n c l u d i n g 

(but not l i r a i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t t o deterraine the nuraber of eraployees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workraanship 

and work required t o insure maxiraura e f f i c i e n c y of operations; t o 

e s t a b l i s h and enforce f a i r production standards; and t o 

deterraine the size, nuraber and l o c a t i o n of i t s departraents and 

f a c i l i t i e s . A l l of the provisions of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Eraployer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreeraent. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively w i t h the Eraployer to 

insure e.qual employraent o p p o r t u n i t i e s as required by law i n a l l 

aspects of the Employer's personnel p o l i c i e s . 



Section 3.2 No Discrimination 

Neither the Eraployer nor the Union s h a l l discrirainate 

against any eraployee covered by t h i s Agreeraent in a raanner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, raarital status, raental 

and/or physical handicap or a c t i v i t y on,behalf of the Union. 

Section 3.3 

Grievances alleging violations of thi s A r t i c l e s h a l l be 

subject to arbitration, which award s h a l l be binding on the 

Eraployer, the Union and the eraployee(s) involved, pursuant to 

the grievance and arbitration provisions in Section 11.2. 

Section 3.4 Reasonable Accommodation 

In the event the Employer s h a l l be required t o make a 

reasonable accoraraodation under the Araericans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an ap p l i c a n t or incurabent 

eraployee that raay be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreeraent, the Eraployer s h a l l b r i n g t h i s raatter t o 

the a t t e n t i o n of the union. The pro v i s i o n s of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Eraployer's o b l i g a t i o n s under the ADA and t h i s 

Agreeraent and the eraployee's r i g h t s under t h i s Agreeraent, 

-.provided--that no incumbent employee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 



Section 4.1 Prevailing Wage Rates 

Effective July 1, 20-&17, eraployees covered by th i s 

Agreeraent s h a l l continue to receive the hourly rate being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing sirailar kinds of work in 

Cook.County pursuant to the forraula currently used by the United 

States Departraent of Labor in administering the Davis-Bacon Act 

as currently being paid to said eraployees as set forth in 

Appendix A appended to and raade a part of this Agreeraent. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreeraent 

beginning in 20-9-17, through the period ending June 30, 204-7-22, 

the wage ra t e r e f e r r e d to i n the iraraediately preceding section 

s h a l l be adjusted to r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i r a i l a r work i n Cook County pursuant to the forraula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreeraent are established at an e f f e c t i v e date l a t e r than 

July 1, then such rates, when established, s h a l l be paid as of 

said e f f e c t i v e date. In no event w i l l the Eraployer adjust said 

wage rates raore than one tirae i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—First—Five-
Yoara of thio Agroomont (07/01/2007 to 06/30/2012) 



E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustments below f o r a l l eraployees who are i n non- p r e v a i l i n g 

rate c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

• Effective 07/01/2007 1%- 01/01/2018 - 2.00% 

• Effective 01/01/2008 2.25?: 01/01/2019 - 2.25% 

Year o . 

• Effective 01/01/2009 3% 01/01/2020 - 2.00% 

Year—3H 

• Effective 01/01/2010 • 3% 01/01/2021 - 2.25% 

Year -4-

• Effective 01/01/2011 3 . 25°c 01/01/2022 - 2.00% 

Year 5-h 

• — E f f e c t i v e 01/01/2012 3-.-5̂  

Section—4-r4 Non-Prevailing—Wage—Rates—Govorning—Second—Five-
Yoar Torm (07/01/2012 to 06/30/2017) 

E f f e c t i v e — b h e — f o l l o w i n g — d a t e s , — t h e — C i t y will—make—the—wage 

adj uotraento—below—fer— a H—eraploycco—whe—are—i-n—non-prevailing 

r a t e — c l a s s i f i c a t i o n s — a n d — w h e — a r e — c i t h e r — e n — t h e — p a y r o l l — a - s — e f — t h e 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l — r i g h t o : 

Year 6-̂  

•—Effective 01/01/2013 2% 

Year 7: 



• — E f f e c t i v e 01/01/201^1 - 2% 

Year 8: 

•—Effective 01/01/2015 2^ 

Year 9: 

•—Effective 01/01/2016 2% 

Year 10: 

•—Effoctivc 01/01/2017 2%-

"Me Too" Clause: I f a raajority of C i t y unionized eraployees 

i n non-prevailing wage ra t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base r a t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustraent set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non-prevailing wage rate c l a s s i f i c a t i o n s * * receive 

a lump sum payment i n any contract year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the same lurap sum payraent i n any such year. The p a r t i e s 

agree to confer regarding the t i m i n g , amount and irapleraentation 

of any wage adjustraent or lump sum payment under t h i s Section 

p r i o r t o such adjustment being paid. 



**Exclusive of sworn eraployees of the Chicago Police Departraent 

and uniforraed raerabers of the Chicago Fire Departraent. 

Section 4.4 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected eraployees who, as of Auguot—2r-,—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal employees who 

are e l i g i b l e for rehire,.,., or are former eraployees who r e t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the City Council, i n c l u s i v e . 

Section 4.5 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o eraployees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtirae or 

preraiura pay s h a l l be paid to eraployees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. In the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g party w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) In the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s to include a l l of the regular 

base, overtime and/or premiura pay t o which he/she i s 



e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the eraployee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l subrait a p a y r o l l 

dispute t o the Departraent timekeeper on the "Employee 

P a y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

eraployee's subraission of such Forra s h a l l t o l l the period 

f o r processing a grievance f i l e d by the eraployee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the araount 

i n question exceeds $100.00, the Departraent w i l l subrait a 

suppleraental p a y r o l l t o the Coraptroller t o cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the eraployee's 

coraplaint. Shortages less than $100.00 w i l l be added t o 

the eraployee's next regular pay check. 

(c) Should an eraployee not receive t h i s suppleraental check ( f o r 

a sura greater than $100.00) w i t h i n the aforeraentioned 

check/deposit advice d e l i v e r y date period, the Eraployer 

w i l l pay to the eraployee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

employees, persons r e t u r n i n g frora leaves of absence 



( i n c l u d i n g but not l i r a i t e d t o duty d i s a b i l i t y ) , overtirae 

earned under the City's eraergency snow removal program, and 

inaccuracies due to changes i n p a y r o l l deductions, ^are 

excluded frora the provisions of t h i s Section. This 

paragraph does not supersede any other payraent o b l i g a t i o n s 

w i t h respect t o the payraents r e f e r r e d t o i n t h i s paragraph 

which raay be contained elsewhere i n t h i s Agreeraent. 

(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

forra a Labor Manageraent Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's merabers of the Coraraittee w i l l 

consist of representatives frora the Departraent of 

Personnel, the O f f i c e of Budget and Manageraent, the 

Coraptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l s e l e c t four (4) 

representatives to serve as raerabers of the Committee. The 

Coraraittee w i l l raeet not less than q u a r t e r l y , or raore 

f r e q u e n t l y as the need may a r i s e , to review ongoing issues 

regarding p a y r o l l , compliance wit h t h i s Section, or other 

issues of mutual concern which may a r i s e during the l i f e of 

the p a r t i e s ' Agreeraent. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y raay include from tirae-to-tirae a 

representative of the C o a l i t i o n at the Comptroller's weekly 
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s t a f f raeetings w i t h Departraent heads t o review and address 

pending p a y r o l l i n q u i r i e s frora bargaining u n i t eraployees. 

Section 4.6 Out of Grade Pay 

An eraployee covered by t h i s Agreeraent who i s d i r e c t e d t o 

and does perforra s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such tirae frora the f i r s t 

day of the assignraent. The Eraployer agrees t h a t i t w i l l raake 

such assignments f o r not less than an employee's f u l l work day. 

Such payment s h a l l be raade on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payraent was earned. 

The time liraits for such—individual—assignraents—t-e—acting into 

higher-rated jobs s h a l l not exceed one hundred eighty (180) days 

b e — n i n e t y — ( 90)—days, except where a regular incumbent i s on 

leave of absence, in which case the tirae l i r a i t for acting into 

such position may not exceed one (1) year be—si^—(-6^—raontho—and 

no individual employee can act into that position for more than 

n i n e t y (90) days. The tirae l i m i t s may be extended by mutual 

agreeraent of the parties. I f the one hundred eighty (180) day 

time l i m i t i s extended to one year due ^to a regular incumbent on 

leave of absence or by mutual agreement of the p a r t i e s , 

individual employees s h a l l not act into higher rated jobs for 

more than n i n e t y (90) days per employee. To the extent the 
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Employer continues to require the performance of the duties of 

the higher-rated job beyond the time limits set forth herein, 

the assignment position s h a l l be treated as a "perraanent 

vacancy" within the raeaning of Section 14.10 of th i s Agreement— 

and the employer s h a l l be—sub j cot—t-e—the—applicable posting and 

f i l l the job as a "permanent vacancy" subject to the applicable 

provisions of that Section. 

Section 4.8 Reporting Pay 

When an employee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the employee s h a l l receive a rainiraura of two (2) hours 

work or pay at the eraployee's regular s t r a i g h t tirae hourly, r a t e , 

unless the eraployee was t o l d at l e a s t three hours p r i o r t o h i s 

or her norraal s t a r t i n g tirae not t o report f o r work, except f o r 

reasons beyond the Eraployer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees raust advise the designated 

person w i t h i n the Departraent of h i s or her current telephone 

nuraber. 

I f the employee works more than two (2) hours, he or she 

s h a l l receive a rainiraum of four (4) hours work or pay f o r t h a t 

day. I f the employee works raore than four (4) hours, he s h a l l 

be guaranteed eight (8) hours work or pay f o r t h a t day. An 

employee who does not complete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 

option of using a p o r t i o n of accrued vacation, personal or 

corapensatory time f o r t h a t day upon notice to the Employer. • 
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Section 4.9 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a rainiraura 

of two (2) hours pay at the appropriate overtirae r a t e from the 

time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

to an eraployee being brought back t o work outside of 

his/her norraal work day, and s h a l l not r e f e r t o any 

s i t u a t i o n where the eraployee i s brought i n t o work or 

required t o stay at work during periods which are 

contiguous to his/her r e g u l a r l y scheduled s h i f t . 

Section 4.10 Emergency C a l l Pay 

I n the event a General Foreraan or Foreraan i s d i r e c t e d by 

the Eraployer to respond to eraergency c a l l s frora horae and outside 

of his or her regular working hours, he or she w i l l be granted 

corapensatory tirae at the appropriate rate for a l l v e r i f i e d tirae 

spent responding to the eraergency frora home, with a miniraura of 

15 rainutes of corapensatory tirae to be granted in any calendar 

day on which any such eraergency responses were required, up to a 

raaxiraum of two hours of corapensatory tirae in any calendar day. 

Section 4.11 Custodian Pay 

A l l custodial employees f a l l i n g under t h i s agreement s h a l l , 

upon r a t i f i c a t i o n of t h i s agreement, be placed into a complete 

and singular pay scale as set forth i n the agreement between 

BOMA/Chicago and Service Employees International Union Local 1 
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beginning w i t h the wage rates scheduled f o r A p r i l 3, 2017 

(henceforth r e f e r r e d t o as BOMA) . A l l c u r r e n t pay rat e s f o r 

c u r r e n t employees s h a l l be maintained as they e x i s t and be 

si i b j e c t t o any and a l l increases negotiated i n BOMA. A l l 

siibsequent pay rates and increases w i l l be as they are set f o r t h 

i n above mentioned agreement. A l l increases s h a l l be a p p l i e d 

e q u a l l y t o a l l employees. Increases s h a l l be on a d o l l a r basis 

not a percentage basis. The COUPE negotiated r a t e w i l l not 

apply. 

Employees h i r e d or promoted i n t o the p o s i t i o n of Foreman o f 

Custodial Workers s h a l l be p a i d $.40 higher than the recorded 

top pay r a t e f o r c u s t o d i a l workers under BOMA as the h i r i n g 

r a t e . Employees who tem p o r a r i l y serve i n the Foreman of 

Custodial Workers w i l l be p a i d a premium under 4.7. 

The p a r t i e s agree t h a t absenteeism w i l l not be t o l e r a t e d 

and members w i l l be si i b j e c t t o progressive d i s c i p l i n e up t o and 

i n c l u d i n g t e r m i n a t i o n . Custodians w i l l not be put i n t o a p a r t 

time status as a form of d i s c i p l i n e or i n l i e u of d i s c i p l i n e . 

Section 4.12 S t a t i o n Laborer Longevity 

A l l employees w i t h i n the s t a t i o n l a b o r e r j ob 

c l a s s i f i c a t i o n , upon t h e i r 25th year of employment, s h a l l 

receive an a d d i t i o n a l $1.00 (one d o l l a r ) per hour increase. Upon 

r e c e i v i n g t h i s l o n g e v i t y increase, employees w i l l also convert 
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to an hourly basis and receive benefit time and wages as 

established for other hourly employees. 

ARTICLE 5 
HOURS AND OVERTIME 

Section 5.1 

A. This A r t i c l e s h a l l be to c a l c u l a t e overtime and s h a l l 

not be a guarantee of work or hours f o r any day or week. 

The normal work week s h a l l consist of f i v e (5) consecutive 

8-hour days and two (2) consecutive days o f f , except where the 

Eraployer's operations r e q u i r e d i f f e r e n t scheduling needs. The 

Eraployer w i l l n o t i f y the Union of these exceptions. The work 

week s h a l l be a regular r e c u r r i n g seven (7) day period beginning 

at 12:00 raidnight (one rainute a f t e r 11:59 p.m., Saturday) Sunday 

and ending at 12:00 midnight the f o l l o w i n g Sunday. 

Work s h i f t s s h a l l begin as f o l l o w s : 

F i r s t S h i f t 6 a.ra. - 8 a.ra. 

Second S h i f t 2 p.ra. - 4 p.ra. 

Thi r d S h i f t 10 p.ra. - raidnight 

The Eraployer raay change the tirae of i t s - norraal work day or 

work week. The Employer s h a l l give the"Union reasonable n o t i c e 

of any such changes and upon request, w i l l discuss the raatter 

w i t h the Union. 

B. Scheduling of Breaks 

For a l l Departraents other than A v i a t i o n , the p a r t i e s agree 

t h a t the current p r a c t i c e w i t h regard to breaks, w i t h respect t o 
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the grant and duration of such breaks by each Department, s h a l l 

continue during the terra of t h i s Agreeraent. 

With respect to the Departraent of Aviation, on a monthly 

basis (or other increraent of tirae as deterrained by the 

Department), the Comraissioner of Aviation s h a l l designate a 

level of perforraance, as measured by attendance, tardiness, or 

other reasonable i n d i c i a of job performance. As long as 

bargaining unit employees in the Department, considered in the 

aggregate, meet or exceed the designated l e v e l of perforraance, 

the eraployees s h a l l be entitled to a fif t e e n (15) rainute break 

during their scheduled work hours. The Departraent and the Union 

s h a l l agree on a raechanisra for scheduling the break. I f 

eraployees do not raeet the level of perforraance, the granting of 

the break s h a l l be discontinued u n t i l such time as the eraployees 

do meet or exceed the designated l e v e l , in which case the break 

s h a l l be reinstated. The Union s h a l l be entitled, upon request, 

to meet with the Departraent to verify whether the l e v e l of 

perforraance has been raet. 

Section 5.2 

A l l tirae worked i n excess of' f o r t y (40) hours worked per 

week and a l l tirae worked i n excess of eight (8) hours worked per 

day where the employee has f o r t y (40) hours of work and/or 

excused absences f o r t h a t week, s h a l l be compensated at the r a t e 

of tirae and one-half. Such overtirae s h a l l be coraputed on the 

basis of corapleted f i f t e e n (15) minute segments. The f o l l o w i n g 

job c l a s s i f i c a t i o n s , whose employees are exempt from the Fair 

Labor Standards Act, s h a l l not be covered by t h i s Section: 
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Chief Superintendent of Custodial Workers; Superintendent of 

Custodial Workers; and Foreraan of Custodial Workers (Departraent 

of A v i a t i o n ) . There s h a l l be no pyraraiding of overtirae and/or 

premiura pay. Daily and/or weekly overtirae and/or premium pay 

s h a l l not be paid f o r the same hours worked. 

E f f e c t i v e upon r a t i f i c a t i o n of' the c o l l e c t i v e bargaining 

agreement, the p o s i t i o n of Foreraan of Custodial Workers 

(Aviation) s h a l l be e l i g i b l e f o r overtirae corapensation under 

t h i s Section 5.2 under the same conditions and subject t o the 

sarae l i r a i t a t i o n s as Foremen of Custodial Workers i n other C i t y 

Departments. A l l overtime earned under t h i s Section s h a l l be 

paid to employees, not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned. 

Section 5.3 

A l l time an eraployee spends in any raeeting, at the 

direction of the Eraployer, s h a l l be paid tirae and subject to a l l 

provisions of this A r t i c l e . 

Section 5.4 

Where an eraployee i s required to take p u b l i c t r a n s p o r t a t i o n 

i n the course of his or 'her d u t i e s , he or she s h a l l be provided 

a pass or reimburseraent f o r such t r a v e l so i t s h a l l be at no 

expense to the eraployee. 

17 



Section 5.5 

(a) Overtirae and/or preraiura tirae r e f e r r e d t o i n t h i s 

Agreeraent s h a l l be o f f e r e d f i r s t t o the eraployee perforraing the 

job and t h e r e a f t e r by s e n i o r i t y to the raost senior employee i n 

the c l a s s i f i c a t i o n at the work l o c a t i o n being given the 

oppo r t u n i t y to work, provided the eraployee has the present 

a b i l i t y t o perform the work t o the s a t i s f a c t i o n of the Employer 

without f u r t h e r t r a i n i n g . A reasonable amount of overtirae s h a l l 

be a c o n d i t i o n of continued eraployraent, provided however, t h a t 

i n the event such o f f e r s of overtirae are not accepted by such 

eraployees, the Eraployer raay raandatorily assign such overtirae by 

reverse s e n i o r i t y . 

(b) Employees i n the c l a s s i f i c a t i o n at the work l o c a t i o n 

who have been given the option t o work the overtirae and/or 

preraiura time, whether the option was accepted or r e j e c t e d , w i l l 

not be afforded the option to work subsequent overtime and/or 

premiura tirae u n t i l a l l eraployees i n the c l a s s i f i c a t i o n at the 

work l o c a t i o n have been reasonably afforded the o p p o r t u n i t y t o 

work the overtirae and/or premiura time, subject to the sarae 

p r o v i s i o n as i n Section 5.5(a). 

Section 5.6 Days Off 

The Eraploy,er s h a l l attempt t o avoid changing days o f f f o r 

any employee. When there i s an operative need to change days 

o f f , the Employer s h a l l f i r s t seek volunteers. I f there are not 

enough volunteers, the Employer w i l l change an employee's day 

o f f by time i n t i t . l e s e n i o r i t y , the le a s t senior employee f i r s t . 
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provided the employee can do ' the work t o the Employer's 

s a t i s f a c t i o n . 

Section 5.7 S h i f t Bidding in the Department of Aviation 

Each November, employees i n the c l a s s i f i c a t i o n of Custodial 

Worker i n the Departraent of A v i a t i o n s h a l l be perraitted t o b i d 

f o r s h i f t assignraents f o r the f o l l o w i n g calendar year. The 

Departraent s h a l l deterraine and designate the s h i f t s and nuraber 

of p o s i t i o n s on each s h i f t . I n designating the number of 

p o s i t i o n s , the Department raay specify p o s i t i o n s by gender t o 

ensure adequate coverage of f a c i l i t i e s . Such p o s i t i o n s s h a l l be 

f i l l e d on the basis of s e n i o r i t y araong those bidding. Eraployees 

who do not b i d , and new eraployees h i r e d a f t e r the Noveraber 

bidding or incurabent employees r e t u r n i n g frora a leave of 

absence, may be assigned a s h i f t at the d i s c r e t i o n of the 

Eraployer. 

Once assigned, individual s h i f t assignraents norraally s h a l l 

not be changed, except that the Employer reserves the right to 

continue i t s past practice of adjusting manpower between s h i f t s , 

to transfer eraployees to a different s h i f t for legitimate 

operational reasons, etc. The Employer further agrees to 

continue the practice of allowing eraployees to bid for openings 

on s h i f t s as vacancies are declared. 

Section 5.8 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have accvimulated as of June 1, 2018 in excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 
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Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period in which i t i s earned or 

may accoomulate such time up to a maximum of 160 hours. 

Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. : A l l accoimulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 in any calendar year w i l l be paid to employees i n the 

form of cash at their current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 

(a) F u l l - t i r a e houriy eraployees s h a l l receive eight hours 

s t r a i g h t tirae pay f o r the holidays set f o r t h below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Meraorial Day 
5. Independence Day 
6. Labor Day 
7. Colurabus Day 
8. Thanksgiving Day 

9. Christraas Day 

(b) F u l l - t i r a e s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
i 2. Dr. Martin Luther King's Birthday 



3. Casirair Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Meraorial Day 
7. Independence Day 
8. Labor Day 
9. Colurabus Day 
10. Veteran's Day 
11. Thanksgiving Day 

12. Christraas Day 

(c) Eraployees covered by t h i s Agreeraent i n c l u d i n g 

probationary eraployees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreeraent. At the employee's 

option, the personal day may be scheduled i n accordance with^'the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the eraployee e l e c t s not t o schedule said personal 

day i n advance under the-, vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the eraployee and 

s h a l l not be denied by the Eraployer. I f the employee i s required 

or allowed t o work on such designated day, the employee s h a l l 

receive the appropriate holiday preraiura r a t e . An eraployee raay 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees raay not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the eraployee upon ten (10) days 

w r i t t e n notice and approved by the Eraployer. New employees who 

coraraence work f o r the Eraployer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 



(d) The b e n e f i t s set f o r t h i n (a), (b) and (c) above s h a l l 

be paid provided the eraployee i s i n pay status the f u l l 

scheduled work day iraraediately preceding and the f u l l scheduled 

work day iraraediately f o l l o w i n g such holiday, or i s absent frora 

work on one or both of those days w i t h the Eraployer's 

permission; such permission s h a l l not be unreasonably denied. 

(e) Full-Time Eraployees - Beginning January 1, 1993, a l l 

employees who are r e g u l a r l y assigned t o work at the Chicago 

Public L i b r a r y system s h a l l receive holidays i n accordance w i t h 

the Chicago Public L i b r a r y system's holiday schedule. 

NOTE: The systera observes the f o l l o w i n g holidays: 

New Year's Day 
Martin Luther King, Jr. Day 
Lincoln's Birthday 
Washington's Birthday 
Pulaski Day 
Meraoria l Day 
Independence Day 
Labor Day 
Thanksgiving Day 

Christraas Day 

Ful l - t i r a e s a l a r i e d eraployees who are subject t o the above 

holiday schedule w i l l receive three (3) personal business days 

during each calendar year of the c o l l e c t i v e bargaining 

agreeraent. 

The procedure f o r gra n t i n g , requesting, and approving the 

use of personal business days s h a l l be ' i n accordance w i t h the 

current p r a c t i c e during the l i f e of the c o l l e c t i v e bargaining 

agreeraent. 



(e) Hourly Eraployees - Beginning January 1, 1993, a l l 

eraployees who are r e g u l a r l y assigned t o work at the Chicago 

Public L i b r a r y systera s h a l l not receive Good Friday or Columbus 

Day as regular holidays. A l l such employees s h a l l instead 

receive holidays i n accordance w i t h the Chicago Public L i b r a r y 

system's holiday schedule. 

NOTE: The systera observes the f o l l o w i n g holidays: 

New Year's Day 
Martin Luther King, Jr. Day 
Lincoln's Birthday 
Washington's Birthday 
Pulaski Day 
Memorial Day 
Independence Day 
Labor Day 
Thanksgiving Day 

Christmas Day 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar holiday 

he/she s h a l l be paid at the ra t e of two and one-half (2 1/2) 

times (which includes holiday pay) his/her norraal hourly r a t e 

f o r a l l hours worked. 

Section 6.3 Determining Work Days as Holidays 

A holiday i s the calendar day running frora raidnight t o 

raidnight. An eraployee whose workday extends over parts of two 

(2) calendar days, one of which i s a holiday, s h a l l be 

considered to have worked on the holiday i f the raajority of the 

hours worked f a l l on the holiday. 
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Section 6.4 Failure to Report to Work on Scheduled Holiday 

I f an eraployee i s scheduled to work on a holiday and f a i l s 

to report to work, the eraployee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other eraergency. 

Section 6.5 Holiday Observance 

Except f o r eraployees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees whose r e g u l a r l y scheduled 

workweek includes' Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Employer s h a l l have the option of gr a n t i n g the 

eraployee an extra day's pay or an extra day of vacation at a 

tirae rautually agreed upon between the eraployee and the 

departraent head, provided the eraployee works the f u l l scheduled 

workday iraraediately preceding and the f u l l scheduled workday 

iraraediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Eraployer f i n d s t o be v a l i d , such as 

re c e i v i n g pay f o r sick days.-

ARTICLE 7 
VACATIONS 

Section 7.1 

Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January of each year f o l l o w i n g the year i n which they were 



eraployed. An eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such eraployee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service p r i o r to July 1 Vacation 

Less than 6 years • 13 days 

6 years or raore, 

but less than' 14 years 18 days 

14 years or raore 23 days 

a f t e r 24 years 24 days 

a f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacations 

An eraployee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The eraployee d i d not have twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated frora eraployraent, other than 

f o r serious cause, during a calendar year i n which the employee 

di d not have twelve (12) raonths of continuous service. 

The araount of pro r a t a vacation i s deterrained by d i v i d i n g 

the nuraber of raonths of continuous service the f u l l - t i r a e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by twelve (12); the r e s u l t i n g f i g u r e i s 

m u l t i p l i e d by the amount of paid vacation f o r which the eraployee 

i s e l i g i b l e i n Section 7.1 above. Any f r a c t i o n i s rounded o f f 

to the nearest whole number of days. Employees separated from 

eraployraent, other than f o r serious cause, . w i l l be paid on a 
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supplemental p a y r o l l as soon as p r a c t i c a b l e f o l l o w i n g the l a s t 

day worked. 

Part-tirae eraployees who work at l e a s t e i g h t y (80) hours per 

raonth earn vacation on a pro rata basis c a l c u l a t e d i n accordance 

w i t h the formula used by the Employer i n accordance w i t h past 

practice. 
Section 7.3 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

employee was denied vacation by the eraployer, or (2) the eraployee 

i s on an approved leave of absence, or (3) the eraployee e l e c t s i n 

w r i t i n g t o carry over vacation days (up t o three (3) ouch 

vacation days of accrued and unused vacation days f o r employees 

w i t h less than ten (10) years of service, and up t o f i v e (5) days 

of accrued and unused vacation days f o r employees w i t h ten (10) 

or more years of service) f o r use i n d i v i d u a l l y or consecutively 

during the next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given t o the eraployer before Deceraber 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximum number of s i n g l e use vacation days provided 

f o r under t h i s Agreement. Such carry over vacation days must be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

Cancellation or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks , upon—rautual—agrcoracnt—ef—the—oraploycr,—whi ch 

agrccmont—shall—net—be—unreasonably—denied—er wi thhc.1 d, and such 

carry over days must be taken on or before A p r i l June 30 of the 
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next vacation year (or w i t h i n s i x (6) months, i n the case of an 

employee's r e t u r n frora an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30̂ ^̂ , or approving 

the rescheduling of c a r r y over days beyond June, 30̂ *̂ . Eraployees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

t o being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation tirae earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) raonths f o l l o w i n g the date i n which the person became 

disabled, and s h a l l be e n t i t l e d t o use such vacation time w i t h i n 

twelve (12) months f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 

Eraployees who are terrainated f o r serious cause are not 

e n t i t l e d t o any vacation pay not taken. An employee who resigns 

i n l i e u of discharge i s e n t i t l e d t o the amount of vacation pay 

i n t h e i r bank a t the time of r e s i g n a t i o n . Eraployees s h a l l not 

earn vacation c r e d i t f o r any period during which they are on 

l a y o f f or leave of absence without pay i n excess of t h i r t y (30) 

days (except where such leave was adjudged e l i g i b l e f o r duty 

d i s a b i l i t y ) or engaged i n conduct i n v i o l a t i o n of A r t i c l e 12 of 

t h i s Agreeraent. I n the event of the death of an e l i g i b l e 

eraployee, the s u r v i v i n g widow, widower or estate s h a l l be 

e n t i t l e d t o any vacation pay to which the deceased eraployee was 

e n t i t l e d . 

Section 7.5 
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The rate of vacation pay s h a l l be coraputed by raultiplying 

the eraployee's straight tirae hourly rate of pay in effect for 

the eraployee's regular job at the tirae the vacation i s being 

taken, tiraes eight (8) hours per day, tiraes the nuraber of days' 

vacation to which the eraployee i s entitled. Salaried eraployees 

s h a l l receive their regular salary in effect at the time the 

scheduled vacation i s taken. 

Section 7.6 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 

determine the number and scheduling of crews and eraployees who 

can be on vacation at any one tirae without hindering the 

operation of the Departraent. The Departraent w i l l not designate 

any tirae or period during the calendar year when e l i g i b l e 

employees would be p r o h i b i t e d frora scheduling and t a k i n g 

vacation tirae. 

Employees s h a l l make vacation picks at a time and i n the 

manner c u r r e n t l y provided' f o r by t h e i r Department. •' The 

Department w i l l respond t o the eraployees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of tirae a f t e r the 

request i s raade, but not raore than fourteen (14) days frora the 

date the request i s received by the Departraent, except i n cases 

where the request i s made f o r a vacation to be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe eraergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storras), 

a severe raanpower shortage which may s e r i o u s l y hinder the 
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Department's operations, or where an eraployee possesses a unique 

s k i l l indispensable to the iraraediate perforraance of a 

Departraent's operation. Any such c a n c e l l a t i o n of the vacation 

p i c k s h a l l r e s u l t i n the payraent of the vacation pay (thereby 

reducing the t o t a l of the eraployee's accrued vacation tirae) plus 

payraent t o the eraployee of .the appropriate pay ra t e f o r a l l 

hours worked as i f i t were a norraal work day, or f o r a norraal 

work day, whichever i s greater, unless the eraployee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an eraployee s h a l l 

occur only in the raost extrerae eraergencies. In the event of such 

cancellation, the Eraployer w i l l reiraburse the employee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Reciprocity With Othor Agencies 

Any employee ef the C i t y ef Chicago h i r e d — p r i o r t e 

February 13, 198 6—whe—ha-s—rendered—ocrvicc—te—the—County—ef-

Cook,—the—Chicago—Park—Diotrict,—the—Chicago—Houoing A u t h o r i t y , 

t h e — F o r o s t — P r o s c r v c — D i s t r i c t , — t - h e — M e t r o p o l i t a n — S a n i t a r y — D i o t r i c t 

ef^—Greater—Chicago,—the—State—ef—I llinois,—the—Chicago—Board—ef-

Education, t h e - — C i t y — C o l l o g o s ef Chicago, Coraraunity—College 

D i s t r i c t — 5 0 8 ,—the Chicago T r a n s i t A u t h o r i t y , — t h e — P u b l i c B u i l d i n g 

Coraraiosion ef^ Chicago, the Chicago Urban Tranoportation 

Dio trict,—a-nd—the—Rcgiona 1—Transportation—Authority,—shall—have 

t-he—right—t-e—have—the—period—ef—such—service—credited—andt 
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c o u n t e d — f e - r — t h e — p u r p o o o — e f — c o r a p u t i n g — t h e — n u r a b c r — e f — y e a r s — e i 

service—as an—eraployee—ef—the—City—fer—vacations,—provided—that 

guch—service—ha-s—been—continuous—service . Hovjovcr,—vacation 

tirae—accrued—vjhilc vjorking—fer—another—public—agency is—nei 

t r a n s f e r a b l e . E r a p l o y c c o — h i r e d — a f t e r — F e b r u a r y — 1 2 - , 1986—who 

r:cnder—service—for any other—eraployer—ae—stated above—shall—have 

t r h e — r i g h t — t - e — h a v e — t i ^ e — p e r i o d — e f — s u c h — s e r v i c o — c r e d i t e d — a n d 

eountcd—fer—tiie—purpooc—ef—coraputing—the—nurabcr—ef—years— e i 

service—a-s—an—eraployoo—ef^—th-e—City—fer—vacationo,—providod—a 

majority of other craploycos of the Eraployer receive such credit. 

Section 7.7 Non-Consecutive Vacation Days 

Eraployees raay receive up to five s i x (6) of their vacations 

days one or "-more day(s) at a time as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection)''. Such day(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so late 

in the vacation year that the employee's sup''ervisor cannot 

reasonably grant the eraployee's request, such days s h a l l be 

scheduled by the Eraployer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 

charged with a single, non-consecutive vacation day (WF). 
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Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side o f the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Eraployees may designate and use at their option up to five 

-(rir)- s i x (6) of their vacation days in each year of thi s 

Agreeraent as sick days to cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of family members, who s h a l l include (or 

may be expanded upon by the City) : (i)mother, father, husband, 

wife, brother or s i s t e r (including blood, step or half) , son or 

daughter (including blood, step or adopted), father-in-law, 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic partner or the domestic 
r-

partner's mother, father, son or daughter (including blood, 

half, step or adopted), provided that the employee's domestic 

partner i s registered with the Department of Human Resources. 

The Employer reserves the r i g h t t o ask the eraployee t o f u r n i s h 

proof of said i l l n e s s . An eraployee d e s i r i n g t o use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inforra the 

representative of the Eraployer who eraployees are t o l d i s 

designated f o r such purposes of that f a c t at the tirae he/she 

c a l l s i n t o report an i l l n e s s . Salaried eraployees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreeraent s h a l l be i n e l i g i b l e 
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t o use vacation days as sick days while they have a v a i l a b l e 

unused s i c k days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 

Continuous service rrieans continuous paid eraployment from 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployraent. I n a d d i t i o n , an eraployee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence or l a y o f f of t h i r t y (30) 
days or less; or 

2. An absence where the employee i s adjudged e l i g i b l e f o r 
duty d i s a b i l i t y compensation. 

Section 8.2 Interruption In Service 

(a) Non-seasonal eraployees who work a rainiraura of e i g h t y 

(80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 

f o r the tirae worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) unpaid leaves of absence f o r raore than 30 days or 
l a y o f f f o r raore than 30 days, unless eraployees 
are' allowed to accuraulate . s e n i o r i t y under t h i s 
Agreement. 
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(b) Seasonal eraployraent of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the tirae worked. 

(c) Seasonal eraployment i n excess of 120 days i n any 

calendar year s h a l l be credited toward continuous service. 
Section 8.3 Reciprocity 

Eraploycco h i r e d p r i o r to February 13,—1986 who have 

rendered service t o the County of Cook,—the Chicago Park 

D i o t r i c t , — t h e Forost Preserve D i s t r i c t , — t h e Chicago Housing 

A u t h o r i t y , — t h e M e t r o p o l i t an Sanitary D i o t r i c t of Creator 

Chicago,—the State of I l l i n o i s , — t h e Chicago Board of Education, 

C i t y Collcgco of Chicago,—Coraraunity College D i s t r i c t — 5 0 8 , — t h e 

Chicago Tranoit A u t h o r i t y , — P u b l i c B u i l d i n g Coraraiosion of 

Chicago,—the Chicago Urban Tranoportation D i s t r i c t and tho 

Regional Tranoportation A u t h o r i t y s h a l l have the period of such 

ocrvicc c r e d i t e d and counted f o r the purpose of advanceraent 

w i t h i n l o n g e v i t y salary schedules.— Hovjover,—eraployees h i r e d 

after—February—12- ,—198 6 w h o—render—service—for any other 

eraployor as stated above s h a l l have the r i g h t — t o have the poriod 

ef— o u c h — o c r v i c c — c r e d i t e d and counted—for the—purpose—e i 

advanceraent w i t h i n — l o n g e v i t y salary schedules—provided a 

raajority of other eraploycco of the Eraployor receive—such c r e d i t . 

Section 8.4 Break In Service 
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Notwithstanding the provisions of any ordinance or rule to 

the contrary, continuous service of an employee i s broken, the 

employraent relationship i s terminated, and the eraployee s h a l l 

have no right to be rehired, i f the eraployee quits, i s 

discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the eraployee's authorized Eraployer 

representative unless the circurastances preclude the Eraployee, 

or someone on his behalf, from giving such notice, does not 

actively work for the Employer for twelve (12) raonths (except 

for approved f u l l tirae Union representative leaves or raedical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for raore than twelve (12) consecutive raonths i f the eraployee has 

less than five (5) years of service at the tirae of the layoff, 

or i s on layoff for raore than two (2) years i f the employee has 

five (5) or more years of service at the tirae of the layoff. 

Section 8.5 Probationary Employment 

New employees, h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary employees f o r the f i r s t twelve 

(12) -eix—(-6-)- months of t h e i r eraployraent and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Eraployer a f t e r twelve (12) -six (-6) months s h a l l be career 

service employees and s h a l l have their seniority date made 

retroactive to the date of their original hiring. Probationary 

emp.loyees raay be disciplined or discharged as exclusively 

determined by the Eraployer: and such Employer action s h a l l not be 

subject to the grievance procedures, provided that, (1) after the 
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f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Employer, within i t s discretion, rehires a former 

employee who did not coraplete his/her probationary period within 

one year frora the eraployee's terraination, and said forraer 

eraployee had served 90 days or raore of his/her probationary 

period, a l l tirae previously served in the probationary period 

s h a l l be counted for purposes of deterraining when the said 

eraployee corapletes his/her probationary period. A probationary 

eraployee who has served 90 days or raore of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for eraployraent in the sarae job t i t l e in the 

departraent frora which he/she was l a i d off, so long as he/she 

does not refuse an offer of eraployment, and does not suffer a 

break in service under Section 8.4 of thi s Agreement. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) coimulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed si x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 
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Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

.to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary eraployees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreeraent. Probationary eraployees s h a l l be corapensated at the 

sarae rate as career service eraployees. 

Section 8.6 F i l l i n g of Permanent Vacancies 

,/ 

The • Eraployer s h a l l deterraine i f there i s a perraanent 

vacancy t o be f i l l e d and " at any tirae before said vacancy i s 

f i l l e d whether or not said vacancy s h a l l be f i l l e d . 

Eraployees w i t h i n , a departraent who desires a change i n 

s h i f t , day(s) o f f or l o c a t i o n of t h e i r job assignraent s h a l l 

request such change i n w r i t i n g on the Eraployer's forra. 

Eraployees d e s i r i n g said change s h a l l subrait t o the Eraployer the 

.request forra during the raonth of Deceraber f o r the f o l l o w i n g 

calendar year. 

When f i l l i n g a vacancy the Eraployer s h a l l select the raost 

senior eraployee i n the job c l a s s i f i c a t i o n who has such a request 

on f i l e , provided the eraployee has the present a b i l i t y t o 

perforra the required work without f u r t h e r t r a i n i n g a f t e r a 

reasonable araount of o r i e n t a t i o n . 
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When f i l l i n g a vacancy and there a-re no said eraployees who 

have requests on f i l e , the Eraployer s h a l l select the eraployee i n 

the job c l a s s i f i c a t i o n from the r e c a l l or reinstatement l i s t , i f 

any, i n accordance w i t h the r e c a l l procedures i n t h i s Agreement. . 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

posting. Said vacancies s h a l l be posted for fourteen (14) days 

on the CAREERS WEBSITE. The posting s h a l l contain at l e a s t the 

following information: job t i t l e , q u a l i f i c a t i o n s , days off, 

s h i f t , hours, work location, i f known, and the rate of pay. The 

posting s h a l l also identify the noimber of positions to be 

f i l l e d . I f the noimber to be f i l l e d changes, the Employer s h a l l 

promptly notify. Prior to the commencement of the selection 

process, the employer w i l l provide the Union with a l i s t of 

q u a l i f i e d bidders 

¥ h e—pooting—ef—a-n—Eraployor-deterrained—perraanent—vacancy 

s h a l l — b e — e n — b u l l e t i n — b o a r d s — a t — e a e h — E r a p l o y e r — p h y s i c a l — o i t c o — i n 

the—Department—and—at—other—appropriate—locationo—a-s—determined 

by the ̂  Eraployer . Said vacancy—shall be posted—fer—fourteen—(14 ) 

days . — T h e — p o o t i n g — s h a l l — c o n t a i n — a t — l e a s t — t h e — f o l l o w i n g :—j-eb 

t i t l e , — q u a l i f i c a t i o n s , — d a y s — o f f , — o h i f t , — h o u r s , — w o r k — l o c a t i o n , — i f ^ 

known,—and ra t e of pay. 

Q u a l i f i e d employees s h a l l be given an" equal o p p o r t u n i t y 

w i t h other applicants to b i d on jobs which are declared vacant 

by the Eraployer. The Eraployer s h a l l s e l e c t the raost q u a l i f i e d 

a p p l i c a n t . Where applicants are equally q u a l i f i e d , the Employer 
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s h a l l select the raost senior employee of those applying who has 

the greatest a b i l i t y to f i l l the needs deterrained . by the 

Eraployer w i t h due regard t o the Employer's e f f o r t s t o ensure 

equal employraent o p p o r t u n i t i e s . " A b i l i t y " s h a l l be deterrained 

by the Eraployer based upon perforraance evaluations, experience, 

t r a i n i n g , proven a b i l i t y and s i r a i l a r c r i t e r i a . Eraployees i n the 

Chicago Public L i b r a r y s h a l l have preference over other 

employees i n bidding on such jobs i n the Chicago Public L i b r a r y . 

" S e n i o r i t y " s h a l l mean, f o r purposes of t h i s Section, the 

employee's service i n the job t i t l e ( t i r a e - i n - t i t l e ) . 

Applicants who are not selected s h a l l be so n o t i f i e d by the 

Department Heads. A successful bidder may not b i d f o r another 

Eraployer-deterrained perraanent vacancy f o r s i x raonths. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of docoiments such as the r e f e r r a l l i s t , employment 

decision form, hiring information soimmary, and hi r i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such docoiments to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 

During the bidding and/or s e l e c t i o n process set f o r t h i n 

t h i s Section, the Eraployer raay temporarily f i l l said vacancy. 
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The successful bidder f o r any jobs under t h i s Section s h a l l 

have an evaluation period, not to exceed s i x t y (60) days, t o 

demonstrate t h a t he or she can perforra the job. I f the Eraployer 

has j u s t cause based upon the eraployee's job performance at any 

time during t h a t p eriod t h a t the successful bidder cannot 

perform the job, then the successful bidder s h a l l be returned t o 

the job he/she held j u s t p r i o r t o the awarding of the b i d , 

d i s p l a c i n g , i f necessary, any eraployee who has been placed i n t o 

said job. 

Section 8.7 Retreat 

An eraployee who i s appointed or proraoted to a new job 

c l a s s i f i c a t i o n s h a l l , f o r a period of 120 days, be perraitted t o 
' i 

r e t u r n t o his/her forraer job c l a s s i f i c a t i o n i n the bargaining 

u n i t , i f the Employer deterraines t h a t the job i s vacant, or i f 

the job i s not vacant, the said eraployee s h a l l r e t a i n s e n i o r i t y 

and other b e n e f i t s p r e v i o u s l y accrued i n the job c l a s s i f i c a t i o n 

t o which they are returning, subject t o the p r o v i s i o n s of A r t i c l e 

8. 

Section 8.8 Detailing 

D e t a i l i n g i s the teraporary t r a n s f e r of an employee t o a 

work assignraent w i t h i n his/her job c l a s s i f i c a t i o n geographically 

reraoved frora the eraployee's norraal work s i t e . 

Employees s h a l l not be d e t a i l e d f o r raore than t h i r t y (30) 

days, unless the Employer gives n o t i c e to the Union i t s need to 

do so and confers w i t h the Union upon request. In any event, no 
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such assignraent raay extend beyond ninety (90) days without the 

agreement of the p a r t i e s . 

The Eraployer s h a l l n o t i f y the eraployees of the requireraents 

f o r said d e t a i l i n g and s h a l l seek volunteers araong the eraployees 

who have the then present a b i l i t y t o perforra the work required 

without f u r t h e r t r a i n i n g . I f there are raore volunteers than 

there are assignraents, selections s h a l l be raade on the basis of 

s e n i o r i t y . I f there are i n s u f f i c i e n t volunteers, the Eraployer 

s h a l l assign the d e t a i l i n g by inverse s e n i o r i t y , s t a r t i n g w i t h 

the l e a s t senior f i r s t , and attempt t o r o t a t e such assignments 

w i t h i n each calendar year. 

T h i r t y (30) days' advance not i c e of d e t a i l i n g s h a l l be 

given t o the employees i f the need t o d e t a i l i s known; 

otherwise, as soon as -reasonably possible. 

Section 8.9 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s in a determination that the 

employee i s u n f i t for duty and the employee's physician 

c e r t i f i e d that the employee i s f i t for duty, the employee may 

e l e c t or Employer may require the employee, at the Employer's 
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sole expense, to be soibject to an independent medical 

examination ("IME") to determine i f the employee i s f i t for 

duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of at l e a s t three 

physicians with the appropriate medical specialty who have 

successfully completed the City's procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and binding. 

The Employee shall'execute a l l HIPAA waivers and other forms 

necessary i n order to permit access to a l l medical records 

related to his/her condition, and the City s h a l l agree to secure 

and maintain the confidential nature of a l l medical records 

obtained through the process. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

a) The Employer s h a l l provide t o eraployees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided to a raajority of 

other employees of the C i t y under the same terras and conditions 

app l i c a b l e to said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l b'e at no cost t o employees and t h e i r e l i g i b l e 

dependents. 
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b) Eraployees who participate in the Eraployer; raedical 

care plan or an HMO'-- sh a l l raake the following contributions 

toward their health care coverage, based on the applicable 

percentage of thei r base salary, soibject to the then-applicable 

salary cap: 

i ^ eraployee raedical c o n t r i b u t i o n s ar-e based en-—a 

coraposite—1. 6 u-—e i—base—salary—fer—single,—craployoc—and—one,—and 

f a r a i l y — I c v c l o — o f coverage—a-s—specified bclovj. Fe-r—example,—the 

c o n t r i b u t i o n o — a t — s e l e c t e d — s a l a r y — l e v e l s — p e r — p a y — p e r i o d — a r e — a - e 

f ollovjs : 

ANNUAL 
O 7\ T 7\ p Y 

SINGLE 
-1 noQ-\ o 

EMPLOYEEH1 
-1 cn cin o. 

FAMILY 
1 07 n R?-

X . 3 Z O X G X . 3 i y 1 G X . y 1 3 3 u 

1 R n 1 0 00 00 
U]J UJ ^ O \J f \J \J \J 

^ "̂0 001 
X iL . 3 3 

1 O Q C 

X y . 3 3 

1 0 T R 
Z Z . 3 3 
3 A fO 

V O U ^ \J \J ± 

<̂  AO 0 0 0 
X Z . O 3 

1 1 A 
Xy . 13 
Of oo 

Z *i . 3 3 
OO OA 

V T u ̂  u w u 
^ f̂ O 0 00 

± / . X rt 
0-] AO 

Z3 . 3 3 
OO q -| 

3 Z . 3 ^ 

Al nR 
V o u / v \J 
c 0 0 0 0 

i L . 'i i^ 

R 7 n 
3 z . y X 
3C\ ACl 

X . 3 3 

AO ^ f 
V O U/ UUU 

^70 000 
i.^ 3 . 13 
on nn 

J . *i y 

Af 01 
^ y . z 3 

S 7 Al 
V f ^ f U U VJ 

o 0 000 
z y . y y 
OA on 

H 3 . 3 1 

f f 

3 1 . ^ 1 

R f° 
V o u ̂  u w u 
o ri a Q Q 

3 ^ . Z 1 
OO CC 

3 Z . 3 3 
R Q 3 A 

3 3 . 3 3 
n o o n 

^ 0 J f V J J 

$90,000 + " 
3 3 . 3 3 

38.60 
3 y . ZH 

59.30 
1 3 . 0 y 

73.95 

Salary 

Cap 

$90,000 

$100,000 

$115,000 

$130,000 

A l l c o n t r i b u t i o n s s h a l l be made on a pre-tax basis and are 

payable on a per pay period basis. 

S i n g l e Employee + 1 Family 

J u l y 1, 2017 1.2921% 1.9854% 2.4765 

J u l y 1, 2018 1.7921% 2.4854% 2.9765% 

J u l y 1, 2019 2.2921% 2.9854% 3.4765% 

J u l y 1, 2020 2.7921% 3.4854% 3.9765% 
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22)- e f f e c t i v e — J u l y — h - , — 2 0 0 6 — c m p l o y o c — r a e d i c a l — c o n t r i b u t i o n o 

a-re—based—en—a—coraposite— 2 . 0 % e f — b a s e o a l a r y — f - e r — s i n g l e , 

eraployee—and—one,—and—faraily—levelo—ef^—coverage a s — s p e c i f i e d 

below. For e x a r a p l e , — t h e — c o n t r i b u t i o n s — a t — s e l e c t e d — s a l a r y — l e v e l s 

per pay period aro as—follows: 

ANNUAL SINGLE EMPLOYEE+1 FAMILY 
SALARY 1.2921°o 1 . 985d°o 2 . d765°o 

rir-iHo-r S^O 000 Sl 11 coo oo ^^7 fiR 
U l l L l U J . V U , U U U 

S 0 001 
Cf X 3 . IX 

S l f 1 R 
Cf iL 3 . 3 3 

CO A OO 

Cf i.. 1 . 3 3 

con nf 
Cf 3 3 , 3 3 X 

SAO 000 
Cf X 3 . X 3 

S ^ l R 4 
Cf iL H . 3 Z 

COO n n 

Cf 3 3 . y 3 

SAl ^° 
Cf H 3 , U U U 

e c, A nnn 
Cf Z X . 3 ^ 

CO f no 
Cf 3 3 . 3 y 

S A l T fi 

V " J- . Z 3 

* R1 R n 
Cf 3 3 , U U U 

SfO 000 
Cf Z 3 . y z 

co,o on 
Cf H X . 3 3 

SAO fA 
Cf 3 X . 3 y 

Sfl 01 
Cf 3 3 , 3 3 3 

SIO 000 
Cf 3 Z . 3 3 

con fci 
Cf ^ y . 3 *i 

R 7 Q 1 
•Y 3 X . y X 

cno oo 
Cf 1 3 , U U U 

S°0 000 
Cf 3 1 . 3 y 

SA^ 01 
Cf 3 1 . y X 

Sff 1 ° 
Cf 1 iL . i^ 3 

CQO CC 
Cf O 3 , U U U 

SOO 000 
Cf *i 3 . 3 1 

S A ° (1 R 
,f 3 3 . X ,.j 

S l A 1̂ R 
Cf 3 i.. . 3 3 

cno on 
Cf y 3 , U U U 

$ 1 0 0 , 0 0 0 
Cf ^ O . ^ 3 

$ 5 3 . 8 4 
Cf 1 *i . *i 3 

$ 8 2 . 7 3 
Cf y iL . o 1 

$ 1 0 3 . 1 9 

A i i — c o n t r i b u t i o n o — s h a l l — b e raade—en—a—pre-tax—basis—and—are-

payablc on a per pay poriod basis. 

c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Eraployer. A l l b e n e f i t s are subject t o standard 

p r o v i s i o n s of insurance p o l i c i e s between Eraployers and insurance 

companies. 

d) A dispute between an eraployee (or his/her covered 

dependent) and the processor of clairas not be subject t o the 

grievance procedure provided f o r i n the Agreeraent between the 

Eraployer and the Union. 
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e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be raade a v a i l a b l e t o q u a l i f i e d 

eraployees. The Eraployer raay o f f e r coverage under more than one 

HMO. The eraployee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement t o the contrary. 

f ) Where both husband and wife or • other faraily raerabers 

e l i g i b l e under one faraily coverage are eraployed by the Eraployer, 

the Eraployer s h a l l pay f o r only one faraily insurance or faraily 

health plan. 

g) The current p r a c t i c e p e r r a i t t i n g eraployees t o use 

vacation or other tirae due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreeraent. 

h) Consistent w i t h the terras of the Eraployer's e x i s t i n g 

Group Health Care Plan, and the applic a b l e r u l e s thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d to continued raedical coverage f o r a 

raaxiraura of 12 weeks, subject t o the terras of the Plan and any 

other applicable provisions of t h i s Agreeraent. Eraployees who are 

r e c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e to receive 

continued raedical coverage as provided under the terras of the 
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Plan and i t s applicab l e -rules. As a c o n d i t i o n of continued 

raedical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees raust raake a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terras of 

the Plan and i t s app l i c a b l e r u l e s . I n the event t h a t an 

eraployee loses coverage under the Plan, he or she w i l l be 

provided no t i c e thereof, the forra of which raay include, but i s 

not l i r a i t e d t o , a COBRA not i c e , a HIP7\A no t i c e , a w r i t t e n 

coraraunication frora the Eraployer or i t s insurance c a r r i e r , or 

sorae other s i r a i l a r advisory. 

i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be soibject to an, annual deductible of $35 per household. 

E f f e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

soibject to an annual deductible of $75 per household. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Labor Manageraent Cooperation 

Coraraittee ("LMCC") pursuant ap p l i c a b l e s t a t e and f e d e r a l law. 

The purpose of the LMCC i s t o research and raake recommendations 

and decisions w i t h i n i t s a u t h o r i t y r e l a t e d to the achievement of 

s i g n i f i c a n t and raeasurable savings i n the cost of eraployee 

health care during the terra of t h i s Agreeraent. The Parties 

s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC by executing 
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an Agreeraent and Declaration of Trust ("Trust Agreeraent") 

conteraporaneously with the execution of each Coalition Union's 

co l l e c t i v e bargaining agreeraent with the City of Chicago. . Said 

Trust Agreeraent s h a l l be attached to this Agreeraent as 

Appendix C. 

Section 9.3 

The Trust Agreeraent shall-. address, without l i r a i t a t i o n , the 

f o l l o w i n g : 

a. Forraation of a Coraraittee t o govern the LMCC 

co n s i s t i n g of up t o twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be 

appointed by the C o a l i t i o n Unions. 

b. Appointment by the C i t y and C o a l i t i o n of a Co-

Chair and Vice-Cochair as designated i n the Trust 

Agreement. 

c. A u t h o r i t y of the LMCC t o make recoraraendations and 

raodifieations i n the health plan expected t o 

r e s u l t i n savings and cost containment. 

d. Establishment of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d 

p a r t i e s . 
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Section 9.4 

For purposes of this A r t i c l e , an "employee" s h a l l raean a 

City eraployee represented by. signatory labor organizations of 

thi s Agreeraent. A "Coalition Union" raeans signatories to this 

Agreeraent which have executed a c o l l e c t i v e bargaining agreement 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 

million (as calculated with respect to the Coalition Unions) by 

2020. The parties w i l l work through the LMCC to identify changes 

that w i l l r e s u l t i n the required savings. I f , prior to January 

1, 2020, the parties have not reached agreement upon the 

proposed changes, each party w i l l soibmit i t s offer of proposed 

changes and the amount proposed to be reduced, including the 

methodology for estimating the value of the proposed changes, to 

a mutually agreed upon arbitrator, who w i l l be limited to 

selecting either the City's or the Coalition Unions' offer. The 

offer selected by the arbitrator w i l l be binding on the parties 

and on the LMCC. 

Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as the claims experience from 

the City r e t i r e e health plans, and other relevant 
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data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing t h e i r own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s in the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage t i e r (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate confidentiality agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

I n the event of a death i n an employee's iraraediate far a i l y , 

such eraployee s h a l l be e n t i t l e d t o a leave of absence up t o a 

raaximum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where-., death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

eraployee s h a l l be e n t i t l e d t o a raaxiraum of f i v e consecutive 

clays. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such ti.rae as he/she i s 

required t o be away frora work during his/her r e g u l a r l y scheduled 



hours of work (not t o exceed eight hours per day) . Salaried 

eraployees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The eraployee's iraraediate faraily s h a l l be defined as: 

raother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or ' h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, b r o t h e r - i n - l a w , grandparents and grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the eraployee i s 

a court-appointed l e g a l guardian. The Eraployer raay, at i t s 

option, r e q u i r e the eraployee t o subrait s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 Milit a r y Leave 

Any employee who i s a raeraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s 'ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g prograra or perforra other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not 'to exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the eraployee 

deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Eraployer w i t h the C i t y Coraptroller. Any eraployee who i s a 

raeraber of the National Guard of the United States or of the 

State of I l l i n o i s and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g prograra or perform other duties 
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under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed f i f t e e n (15) calendar 

days i n any calendar year, provided t h a t the employee deposits 

his/her railitary pay f o r a l l days corapensated by the Eraployer 

w i t h the C i t y Coraptroller. Any r e s e r v i s t c a l l e d f o r a c t i v e duty 

on or a f t e r September 11, 2001, s h a l l be e n t i t l e d t o f u l l s a l a ry 

and medical b e n e f i t s , provided t h a t paid leave s h a l l be 

conditioned upon payraent of railitary pay t o the Coraptroller. The 

r i g h t to t h i s a d d i t i o n a l paid leave s h a l l a u t o r a a t i c a l l y 

terrainate upon terraination of a c t i v e duty. Said paid leaves of 

absence s h a l l not reduce the employee's vacation or other leave 

b e n e f i t s . 

Section 10.3 Jury Duty Leave/Soibpoena 

An eraployee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the employee i s a p a r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the term of 

such absence, provided t h a t the eraployee deposits h i s j u r y duty 

pay with the City Coraptroller. 
Section 10.4 Sick Leave 

Salaried—craploycos—whe—are—granted—paid—sick—leave—en—the 

e x e c u t i o n — e t — t h i o — A g r e e r a e n t — s h a l l — c o n t i n u e — t e — r e c e i v e — t h e — s a r a o 

sick— l e a v e — p r o v i o i o n s — d u r i n g — t h e — t e r r a o f — t h i o Agroeraont,—se—long 

a-s—he/she—continuco—te—wer-k—under a — c l a s s i f i c a t i o n — t h a t — w a e -

r c c c i v i n g — o i c le—leave—at—the—execution—ef—this—Agrocraen-t^ This 

provision—'w i l l — n e t — a f f e c t — a n y — a c c u m u l a t e d — o i c l c — l e a v e — e m p l o y e e s 
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mey—have—at—the—execution—ef—this—Agreement. An—erapioycc—shall 

have—t-he—option—te—uee—up—te— s i ^—days—ef—sick—leave—per—year—fer^ 

the i l l n e s s of an iraraediate faraily racrabor. 

N o t w i t h s t a n d i n g — t h e — f o r e g o i n g , E e f f e c t i v e January 1, 1998 

and thereafter, said s a l a r i e d employees who receive paid sick 

tirae s h a l l accrue sick time at the rate of one (1) day for each 

month of eraployraent. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 

blood, step or half) , son or daughter (including blood, step or 

adopted), father-in-law, mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic partner or 

the domestic partner's mother, father, son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department of 

Hoiman Resources. I n the event an employee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

A c t , i r s — h o s p i t a l i z e d , upon request of the eraployee, the Eraployer 

w i l l raake a v a i l a b l e t o said eraployee up t o the f u l l araount of 

sick time the employee would have accrued f o r the reraainder of 

t h a t calendar year as i f he/she were a c t i v e l y employed, i n order 

to cover the absence r e s u l t i n g frora the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n — a n d — r o c o v o r y . Upon his/her r e t u r n to 

work, the employee w i l l begin to accrue sick time w i t h the s t a r t 

of the next calendar year. The Employer reserves the r i g h t t o 
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require an employee t o provide documentation of the i l l n e s s i n 

question. 

Section 10.5 Personal Leaves 

Non-probationary eraployees raay apply f o r leaves of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

said leaves s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. 

S e n i o r i t y s h a l l accuraulate f o r eraployees on said leaves. 

Eraployees who r e t u r n frora said leave s h a l l be r e i n s t a t e d t o 

t h e i r forraer job c l a s s i f i c a t i o n , i f the Eraployer deterraines i t 

i s vacant or i f i t i s then occupied by an eraployee w i t h lower 

s e n i o r i t y . I f the eraployee's former job i s not a v a i l a b l e 

because the employee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the eraployee raay exercise 

r i g h t s i n accordance w i t h and subject t o the l a y o f f , r e c a l l and 

break-in-service p r o v i s i o n s of t h i s Agreeraent. 

Bargaining u n i t eraployees who have corapleted t h e i r f i r s t 12 

raonths of eraployraent and who have worked 1,250 hours i n the 

preceding 12 month period r s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and medical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12)- raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an eraployee's c h i l d and to care f o r 
the newborn c h i l d ; 

(2) f o r the placeraent w i t h the eraployee of a c h i l d f o r 
adoption or f o s t e r care; 
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(3) t o care f o r the eraployee's spouse, c h i l d or parent 
w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 
eraployee. 

Such leave s h a l l be without pay unless the eraployee 

deterraines t o s u b s t i t u t e accrued paid leave f o r which the 

eraployee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the eraployee's health care coverage s h a l l be raaintained 

and paid f o r by the eraployer, as i f the eraployee was working and 

s e n i o r i t y s h a l l accrue. 

Any eraployee desiring to take leave under t h i s Section 

s h a l l provide reasonable advance notice to the eraployer on a 

form provided by the employer, which forra s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no less than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide notice within 48 hours after the employee 

i s able to do so. Failure to provide the notice provided for in 

t h i s Section s h a l l not affect the v a l i d i t y of the leave where 

the eraployer has actual notice. Except as raay be s p e c i f i c a l l y 

stated in th i s Agreement, eraployees s h a l l take leave provided 

for as perraitted by the provisions of the Family Medical Leave 

Act, including i t s rules and regulations. Employees s h a l l have 

a right to return to their regular assignraent and location. 

Section 10.6 Duty D i s a b i l i t y Leaves 

Any employee who i s absent frora work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten (10) working 

days upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 
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a u t h o r i t y . Subsequent payment- f o r e l i g i b l e employees w i l l be 

raade twice a raonth. I f duty d i s a b i l i t y i s denied, and such 

de n i a l i s l a t e r reversed, the employee s h a l l ' be paid up t o date 

the amount the employee was e l i g i b l e t o receive. Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d to t h e i r forraer job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

eraployee w i t h lower s e n i o r i t y . I f the eraployee's forraer job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the eraployee would have 

been l a i d o f f i f the eraployee had not been on a leave of 

absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s of t h i s Agreeraent. 

The Eraployer w i l l raail the i n i t i a l Duty D i s a b i l i t y payraent 

within fourteen (14) days of the Eraployer's designated raedical 

o f f i c e r being advised by the employee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the eraployee's entitleraent to Duty D i s a b i l i t y . 

Section 10.7 Medical Leaves 

Non-probationary eraployees s h a l l be granted raedical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up t o three (3) raonths, provided said leaves 

s h a l l be renewable f o r l i k e three (3) raonth periods. The 

Eraployer raay ' request s a t i s f a c t o r y proof of raedical leaves of 

absence. A f t e r the f i r s t year, such medical leaves s h a l l be 

extended i n up t o one (1) year segments. Employees on raedical 

leaves of absence s h a l l r e t u r n to work proraptly a f t e r t h e i r 

doctor releases them to r e t u r n t o work. 
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- Employees who r e t u r n from said medical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one (1) .year s h a l l 

be r e i n s t a t e d t o t h e i r forraer j o b / c l a s s i f i c a t i o n i f i t i s vacant 

or i f i t i s then occupied by an eraployee of lower s e n i o r i t y . In 

a d d i t i o n , the Eraployer w i l l r e t u r n an employee t o the same 

geographic l o c a t i o n of h i s other previous job assignment f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

eraployee's forraer job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the eraployee had not been on a leave 

of absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in-

service p r o v i s i o n s i n t h i s Agreeraent. 

A f t e r one (1) year on an approved medical leave of absence, 

employees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requirements s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) raonths of such reinstateraent 

r i g h t s f o r every year of service t o a maxiraura of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not meet the above e l i g i b i l i t y 

requireraents and who returns t o work proraptly a f t e r his/her 

doctor's release a f t e r raore than one (1) year on a raedical leave 

of absence, s h a i l be returned, t o his/her forraer job 

c l a s s i f i c a t i o n i f the job i s vacant. I f not, the eraployee w i l l 

be placed on a l i s t f o r reinstateraent. 

S e n i o r i t y s h a l l accuraulate f o r employees on raedical leaves 

of absence f o r only up to one (1) year. A f t e r one (1) year, an 
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employee on a medical leave of absence s h a l l r e t a i n , but not 

accumulate, seniority. 
Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up t o 2 eraployees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

d u r a t i o n of his/her appointraent t o the Union, provided 

reasonable advance notice i n w r i t i n g i s given t o the eraployer. 

While on such leave t o eraployee s h a l l not incur a break i n 

continuous service. An eraployee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 

Eraployees who r e t u r n frora Union leaves of absence s h a l l 

have the sarae r i g h t s as eraployees who r e t u r n frora raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during th e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 
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employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximoim amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 
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ARTICLE 11 
DISCIPLINE 

Section 11.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded frora t h i s grievance procedure. Suspensions over 10 

days and discharges s h a i l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

app l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or raore raay be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police. 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure provisions herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An employee who i s subject to d i s c i p l i n a r y a c t i o n f o r 

any impropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any. i n t e r r o g a t i o n s or 

hearings p r i o r to being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not commence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Employer does not have to wait an unreasonable time and the 

Eraployer does not have to have the i n t e r r o g a t i o n unduly delayed. 

An employee may be discharged f o r j u s t cause before the 

Personnel or Police Board hearings, provided t h a t said employee 
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s h a l l be guaranteed, upon a request, a f u l l hearing before said 

Board i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i r a i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

employee w i l l be given 30 days advance n o t i c e of discharge, and 

has seven (7) days frora r e c e i p t of the n o t i c e t o appeal. I f the 

eraployee does not f i l e an appeal w i t h i n the seven (7) day 

period, the Eraployer raay then reraove the eraployee frora the 

p a y r o l l . I f the eraployee appeals the discharge, the Personnel 

Board s h a l l be requested t o set a hearing date w i t h i n the 30 day 

not i c e p eriod and the employee s h a l l reraain on the p a y r o l l f o r 

the f u l l n o t i c e period, except i f p r i o r t o corapletion of the 30 

day n o t i c e period, (1) the Hearing. O f f i c e r a f f i r r a s the 

discharge; or (2) the eraployee continues the discharge hearing; 

or (3) the eraployee withdraws h i s appeal or otherwise engages i n 

conduct which delays the corapletion of the hearing. However, i n 

no event raay the eraployee re q u i r e the Employer t o r e t a i n the 

eraployee on the p a y r o l l beyond the 30 day period. The Union 

s h a l l have the r i g h t t o have i t s representatives present at 

e i t h e r of the Board(s) or the grievance procedure, i n c l u d i n g 

a r b i t r a t i o n and t o a c t i v e l y p a r t i c i p a t e . 

(c) The Eraployer w i t h i n i t s d i s c r e t i o n raay deterraine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

repriraand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d to, the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 
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be adrainistered as soon as p r a c t i c a l a f t e r the Eraployer has had 

a reasonable o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d t o meet w i t h the employee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable or 

i n eraergency s i t u a t i o n s . 

Demotions s h a l l not be used as p a r t of d i s c i p l i n e . 

Transfer s h a l l not be part of an eraployee's d i s c i p l i n e . 

In cases of o r a l warnings, the supervisor s h a l l inform the 

eraployee t h a t he/she i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

employee's iraraediate supervisor s h a l l raeet w i t h the eraployee and 

n o t i f y hira/her of the accusations against the eraployee and give 

the eraployee an o p p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the eraployee the naraes 

of witnesses, i f any, and raake a v a i l a b l e copies of p e r t i n e n t 

documents the employee or Union i s l e g a l l y e n t i t l e d t o receive, 

t o the extent then known and a v a i l a b l e . Employer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a i l not i n and of i t s e l f r e s u l t i n a 

r e v e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Employer to pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union s h a l l be given, i n w r i t i n g , a stateraent of reasons 

t h e r e f o r e . The eraployee s h a l l i n i t i a l a copy, noting r e c e i p t 

only, which - s h a l l be placed i n the eraployee's f i l e . The 

employee s h a l l have the r i g h t to make a response i n w r i t i n g 

which s h a l l become part of the employee's f i l e . 
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I n any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Management, the Employer s h a l l n o t i f y the employee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject matter, w i t h i n 

t h i r t y (30) calendar days of the Employer being raade aware of 

the a lleged r u l e v i o l a t i o n . For, the purposes of t h i s Section, 

the terra "non-egregious offense" s h a l l not include c r i r a i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the eraployee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged eraployee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police board i s 

reversed or reraanded r e s u l t i n g i n r e s t o r a t i o n of the -job, the 

Eraployer w i l l pay the eraployee's reasonable af-torney's fees 

which he or she has i n c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The eraployee s h a l l submit a post-appeal fee 

p e t i t i o n t o the Eraployer, which s h a l l be supported by f u l l 

docuraentation of the work perforraed, the hours expended, and the 

rates paid by the employee, u Should the p a r t i e s be unable t o 

agree on the proper amount of the fees to be paid t o the 
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eraployee, e i t h e r party raay r e f e r the dispute to. a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s agreeraent. 

Section 11.2 Procedure for Department Review of Disciplinary 
Action Including Suspension 

Step 1 

Within f i v e (5) working days a f t e r an eraployee receives 

w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y a c t i o n , i n c l u d i n g a 

suspension f o r ten (10) days or less which i s not appealable to 

the Personnel or Police Board, or i n the case of suspensions of 

11 or raore days which raay be appealed to a r b i t r a t i o n i n l i e u of 

the Police or Personnel Board upon the w r i t t e n request of the 

Union, the Eraployer s h a l l conduct a raeeting w i t h the Union and 

employee. 

Step 2 

Within three (3) working days or any rautually agreed upon 

extension a f t e r the Departraent Head or designee receives the 

employee's request f o r review,' the Department Head or designee 

s h a l l conduct a raeeting t o review the suspension. F a i l u r e t o 

conduct said meeting i n three (3) days w i l l r e s u l t i n automatic 

advancement to Step 3 and the Union s h a l l so n o t i f y the 

Eraployer. At the raeeting, the Departraent w i l l give the basis 

f o r i t s a c t i o n and the employee and Union r e p r e s e n t a t i v e , i f 

any, w i l l be heard and provided the o p p o r t u n i t y t o ask 

questions. The Departraent Head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the raeeting, 

except where both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s 

required. The absence of such agreement or f a i l u r e to decide 
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and communicate such decision w i l l r e s u l t i n autoraatic 

advancement t o Step 4 and the Union s h a l l so n o t i f y the 

Eraployer. A copy of such decision s h a l l be sent t o the employee 

and the Union. 

Step 3 

Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held- between the Departraent Head or designee 

and the eraployee and the Union representative t o discuss the 

r e s u l t s of the i n v e s t i g a t i o n . Said raeeting s h a l l be conducted 

w i t h i n f i v e (5) working days of the close of the Step 2 raeeting, 

unless otherwise agreed by the p a r t i e s . The Departraent Head or 

designee s h a l l render a w r i t t e n decision w i t h i n two (2) working 

days of the second raeeting. A copy of such decision s h a l l be 

sent t o the eraployee and the Union. I f the p a r t i e s f a i l t o raeet 

w i t h i n f i v e (5) working days or a w r i t t e n decision i s not 

subraitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o r a a t i c a l l y proceed t o Step 4 and the Union s h a l l so n o t i f y 

the Eraployer. Except where otherwise i n d i c a t e d , the tirae l i r a i t s 

set f o r t h herein are t o encourage the prompt reviews of -said 

d i s c i p l i n a r y a c t i o n and f a i l u r e t o comply w i t h these time l i m i t s 

w i l l not a f f e c t the v a l i d i t y of the said d i s c i p l i n a r y a c t i o n . 

This procedure s h a l l be the employee's exclusive remedy f o r a l l 

said d i s c i p l i n a r y a c t i o n , i n c l u d i n g suspension f o r ten (10) days 

or less, or f o r suspensions of 11'days through 30 days which may 

be appea.led t o a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the w r i t t e n request of the Union. 

Step 4 
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I f the matter i s not settled at Steps 2 or 3, the Union may 

subrait the raatter to arbitration under the terras of th i s 

Agreeraent. The rules governing procedure for arbitration s h a l l 

be the sarae as in 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n . d i s c i p l i n a r y p r o visions of 11.1 and 11.2 

above, a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r c a l l e d a 

grievance) between the Eraployer and the Union or any of the 

eraployees of the Eraployer i t represents, a r i s i n g out of the 

circurastances or conditions of eraployraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the tirae l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

corapliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said tirae l i m i t a t i o n s are extended by w r i t t e n 

agreeraent of both p a r t i e s t o t h i s Agreeraent. 

F a i l u r e of the Eraployer to answer a grievance w i t h i n the 

tirae l i r a i t s herein s h a l l perrait the Union t o advance the case t o 

the next step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Department Head n o t i f y i n g 

hira/her of autoraatic advanceraent t o the next Step. 

Before a formal grievance i s i n i t i a t e d , the employee raay 

discuss the matter w i t h his/her iraraediate supervisor. I f the 

problera i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used to adjust the grievance: 
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step I - IMMEDIATE SUPERVISOR 

A. The eraployee or the Union s h a l l put the grievance i n 

w r i t i n g , on the forra t o be supplied by the Eraployer 

upon request, but i n the absence of such a forra, 

eraployee or the Union raay submit the grievance i n 

l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and pa r t of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fa c t s underlying the grievance, and the requested 

reraedy, and subrait the grievance t o the eraployee's 

iraraediate supervisor. I t i s understood t h a t i f the 

eraployee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t sarae 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the immediate supervisor w i l l n o t i f y the employee and 

the Union i n w r i t i n g of the decisio n . 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the employee s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g to the Departraent 

Head/or the Department Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 
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iraraediate supervisor. The narae of the Departraent 

Head's designee s h a l l be posted f o r eraployees i n areas 

where eraployee notices are norraally posted and 

subraitted t o the Union. F a i l u r e t o post and so n o t i f y 

the Union w i l l perrait iraraediate advanceraent t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of noti c e of f a i l u r e to post. 

The Departraent Head or the Departraent Head's designee 

s h a l l raeet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each raonth t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I raeeting w i l l be f o r the Departraent and the 

Union t o share relevant inforraation and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and atterapt t o araicably resolve as 

raany grievances as possible. The Departraent Head or 

the Departraent Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I raeeting. No grievances w i l l be discussed at 

raore than one Step I I raeeting, unless the C i t y and the. 

Union mutually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph sha.ll be construed t o r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s to otherwise process 

and respond to grievances i n accordance w i t h t h i s 

A r t i c l e . 
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C. The Departraent Head or the Departraent Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 

copy to the Union of his/her decision w i t h i n seven (7) 

working days of the corapletion of the corapletion of 

the Step I I meeting. The response t o the grievance 

s h a l l s t a t e the Department's p o s i t i o n w i t h respect t o 

the grievance together w i t h a b r i e f statement of the 

f a c t s and reason(s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Eraployer, Union and the aggrieved employee or 

employees. Grievances may be withdrawn without 

p r e j u d i c e at any Step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Eraployer raay request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s more than one 

(1) employee, i t raay be presented by a s i n g l e selected 

eraployee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Eraployer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

'grievance f i l e d on behalf of a group of eraployees 

s h a l l be raade a p p l i c a b l e t o a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 
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G. Even though a grievance has been f i l e d , employees are 

obl i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

eraployee t h a t i t could cause death or serious p h y s i c a l 

harra. The Eraployer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the eraployee does not waive 

his/her r i g h t to process the grievance. Refusal to 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the raatter i s not s e t t l e d i n Step I I the Union or the 

Eraployer, but not an i n d i v i d u a l employee or employees, raay 

subrait the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative frora the 

Eraployer's operating departraent, w i t h copies of ;the request t o 

the designated law departraent representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually raay 

agree, the Union s h a l l have the r i g h t t o convene a raeeting w i t h 

the Eraployer's designated representative i n an attempt to 

resolve the gri.evance p r i o r to any f u r t h e r a c t i o n being taken t o 

advance the matter t o a r b i t r a t i o n . At such raeeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the raatter i n dispute 
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and the r e l i e f requested. The Employer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such raeeting t o resolve the 

grievance, the Union and the Eraployer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r p a r t y may subrait the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the ru l e s of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Eraployer and Union frora mutually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted must agree as a whole t o 

coramenceraent of a hearing, w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s must 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of time s h a l l 

not be disclosed to the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r to s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Eraployer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

requ i r e the production of p e r t i n e n t docuraents at the request of 

e i t h e r p a r t y . Each pa r t y s h a l l be responsible f o r corapensating 

i t s own representatives and witnesses. The cost of a t r a n s c r i p t 
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s h a l l be borne by the pa r t y requesting the r e p o r t e r unless the 

p a r t i e s agree t o share such costs. 

An a r b i t r a b l e raatter raust involve the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreeraent or a docuraent incorporated by reference t h e r e t o . The 

provi s i o n s of t h i s Agreeraent and any other document incorporated 

by reference i n t h i s Agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y raay assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the A r b i t r a t o r . The 

A r b i t r a t o r s h a l l have no power t o araend, add t o , subtract frora, 

or change the terras of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreement and 

apply thera t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the A r b i t r a t o r s h a l l be based wholly .on the 

evidence and arguraents presented t o hira by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the A r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s to the dispute, 

i n c l u d i n g the eraployee or eraployees involved. Where tiraeliness 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure or 

which would becorae raoot due t o the length of tirae necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved raore e x p e d i t i o u s l y , raay be f i l e d at the option 

of the grievant/Union at Step I I . 
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B. PERTINENT WITNESSES AND INFORMATION 

The Union raay request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under con s i d e r a t i o n . Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance- w i t h a p p l i c a b l e 

laws and rul e s issued pursuant t h e r e t o governing the 

dissemination of such m a t e r i a l s . 

A union r e p r e s e n t a t i v e , a gr i e v a n t , and Union steward w i l l 

be perraitted a reasonable araount of tirae without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Departraent, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r perraission t o handle grievances on work tirae, i t 

being understood t h a t the operation of the departraent takes 

precedence unless there i s an eraergency, but such perraission 

s h a l l not be denied unreasonably. A reasonable nuraber of 

eraployees raay attend the raeeting witho.ut loss of pay; such 

raeetings s h a l l be set by rautual agreeraent by the Eraployer and 

the Union. Where the Eraployer d i r e c t s an eraployee t o report f o r 

a raeeting concerning a grievance at a tirae when the eraployee i s 

not scheduled t o work such tirae s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Eraployer, upon request of 

the Union rep r e s e n t a t i v e , s h a l l provide the use of a roora and 
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telephone, t o discuss the grievance subject t o the Eraployer's 

reasonable ru l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Employer and the Union may inutuaiiy agree t o submit any 

grievance to expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually s e l e c t an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible frora the date the p a r t i e s agreed t o subrait the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . " Pursuant t o the p a r t i e s ' agreeraent, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s d ecision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative frora the Eraployer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

Supp].eraenting a l l r i g h t s and processes due employees 

covered by t h i s Agreement who raay be the subject of a 
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d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g raanner: 

A. The i n t e r v i e w of the eraployee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the eraployee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. . The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the eraployee's l o c a t i o n of assignraent, 

norraal departraent l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the employee under 

i n v e s t i g a t i o n s h a l l be inforraed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a forraal stateraent i s being taken, 

a l l questions d i r e c t e d to the eraployee s h a l l be asked 

by and through one i n t e r v i e w e r at a tirae. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s perraitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be inforraed of the nature of the raatters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent to 

provide inforraation r e l a t i n g to the matter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 
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i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the employee's a d r a i n i s t r a t i v e r i g h t s , or 

the iraposition of d i s c i p l i n e i n accordance t h e r e w i t h . 

An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

stateraent the employee has made. 

(1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recoraraendation f o r d i s c i p l i n e i s probable against the 

eraployee, said employee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i r a i n a l prosecution raay be probable 

against said employee, the pro v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

afforded his c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r t o the coraraenceraent of the 

in t e r v i e w . An eraployee w i l l not be read his/her 

a d r a i n i s t r a t i v e and Miranda r i g h t s during the sarae 

i n t e r v i e w . 

At the request of the eraployee under i n v e s t i g a t i o n , an 

employee who raay be subject t o d i s c i p l i n e s h a l l have 

the r i g h t to be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union representation 

before coramenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r epresentation 
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can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Eraployer does not have the 

i n t e r v i e w unduly delayed. 

J. The Eraployer s h a l l not compel an employee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governmental agency r e l a t i n g t o 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph exaraination s h a l l not be 

used against an eraployee i n any forura adverse t o the 

eraployee's i n t e r e s t s . The Eraployer w i l l not r e q u i r e a 

polygraph exaraination i f i t i s i l l e g a l t o do so. I f . 

an eraployee i s asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d r a i n i s t r a t i o n of the examination. The r e s u l t s of 

any polygraph examination s h a l l be known t o the 

employee w i t h i n one week. 

L. This Section s h a l l not apply t o eraployee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the raedia during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Eraployer and the employee has the o p p o r t u n i t y 'to 

respond t h e r e t o . I f an eraployee i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the raedia of the charges 

against the eraployee, the C i t y w i l l raake t h a t f a c t 

a v a i l a b l e to the.media where the employee requests i t . 

N. I n the event that d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 
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Section s h a l l be heard i n connection w i t h , and i n the 

sarae forum as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the eraployee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inforraation i n c l u d i n g eraployee 

stateraents t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enuraerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Eraployer f o r any d i s c i p l i n a r y 

a c t i o n against the eraployee, or i n the case of 

proraotions or t r a n s f e r s . 

(2) (a) Notwithstanding the p r o v i s i o n s of paragraph N 

above., at the option of the Union, a claira t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section raay be raised i n a suppression hearing before 

a raeraber of the perraanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union raay exercise t h i s o ption by 

n o t i f y i n g the employee's Department Head and the 

Employer's Law Department i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreement. The appeal 
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s h a l l s p e c i f y the p a r t i c u l a r c ontract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l suraraary of 

the conduct alleged t o have v i o l a t e d the Agreeraent. I t 

i s understood t h a t by e x e r c i s i n g t h i s o p t i o n , any and 

a l l tirae l i m i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s e l e c t i n order of r o t a t i o n one of the three 

perraanent hearing panel raerabers who are chosen as 

f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

raerabers raust be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any raeraber of the panel resign or be removed 

upon mutual agreeraent of the p a r t i e s during the l i f e 

of t h i s Agreeraent, the p a r t i e s w i l l raeet t o reach 

agreeraent on new panel raeraber who must be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreeraent can be reached, 

the Eraployer w i l l request a panel of seven (7) 

a r b i t r a t o r s frora FMCS, a l l of whora raust be raerabers of 

the National Acaderay of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l raeet t o s t r i k e naraes frora the l i s t , w i t h 

the Eraployer s t r i k i n g f i r s t , u n t i l one narae reraains, 

which person s h a l l be named to the panel. 
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2 (c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or at such other tirae as the p a r t i e s may 

mutually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i r a i t e d to deterraining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the merits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t , s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2(d) The panel meraber s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l n'ot be subject t o c o l l a t e r a l 

a ttack i n any f u r t h e r d i s c i p l i n a r y proceeding 

i n v o l v i n g the eraployee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section to 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the eraployee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r raore than 72 hours. 

ARTICLE 12 
NO STRIKES - NO LOCKOUT 

Section 12.1 

The Union agrees that during the l i f e of t h i s Agreement 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i r a i t e d t o 
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syrapathy s t r i k e s and s t r i k e s to protect Union or third party 

conduct), work stoppages, slowdowns, picketing, delays of work 

of any kind. 

Section 12.2 

The Union agrees that i t w i l l use i t s best efforts to 

prevent any acts forbidden in th i s A r t i c l e and that in the event 

any such acts take place or are engaged in by any employee or 

group of employees in the Union's bargaining unit, the Union 

further agrees i t w i l l use i t s best efforts to cause an 

iraraediate cessation thereof. I f the Union iraraediately takes a l l 

necessary steps in good f a i t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclaiming such action as not called 

or sanctioned by the Union, and (b) posting notices in 

conspicuous places which notify involved eraployees that the 

action was not called or sanctioned by the Union, in addition to 

instructing eraployees to immediately cease such a c t i v i t y , the 

Employer agrees that i t w i l l not bring action against the Union 

to establish responsibility for such unauthorized conduct. 

Section 12.3 

The Employer may terminate the eraployraent of or otherwise 

d i s c i p l i n e any eraployee or eraployees who have been found to have 

engaged in any act forbidden in th i s A r t i c l e . 

Section 12.4 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the terra of t h i s Agreeraent. 
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ARTICLE 13 
DUES CHECK OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

frora the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-monthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e to the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreeraent. The Union s h a l l inderanify, defend and hold the 

Eraployer harraless against any and a l l claims, demands, s u i t s or 

other forras of l i a b i l i t y , i n c l u d i n g daraages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

ac t i o n taken or not taken by the Eraployer f o r the purpose ..of 

coraplying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignraent furnished under any such pr o v i s i o n s or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union to the Eraployer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 

80 



voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

The Eraployer s h a l l provide t o the Union w i t h i n t h i r t y (30) 

days narae, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new employee h i r e d i n t o the Union's bargaining u n i t . 

Section 13.2 

I t i s further agreed that t h i r t y (30) days after the l a t e r 

of the execution of t h i s Agreeraent or the eraployee's date of 

hire, the Eraployer s h a l l deduct frora the earnings of eraployees 

who are not raerabers of the Union, a raonthly amount as c e r t i f i e d 

by the Union and s h a l l remit such deductions to the Union at the 

same tirae that the dues check-off i s reraitted. I t i s understood 

that the araount of deduction frora said non-raeraber bargaining 

unit eraployees w i l l not exceed the regular raonthly Union dues 

and represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract adrainistration and pursuing raatters 

affecting wages, hours and other conditions of eraployraent. 

Section 13.3 

Nothing in this Agreeraent shall' be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of eraployees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are raerabers. 

Section 13.4 

Each employee who on the e f f e c t i v e date of t h i s Agreement 

i s a meraber of the Union, and each employee who becomes a raeraber 
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a f t e r t h a t date, s h a l l , as a c o n d i t i o n of eraployraent, raaintain 

his/her raerabership i n the Union during the terra of t h i s 

Agreeraent. 

Any present eraployee who i s not a raeraber of the Union 

s h a l l , as a condition of employraent, be required to pay a f a i r 

share (not to exceed the araount of Union dues) . of the cost of 

the c o l l e c t i v e bargaining process and contract adrainistration. 

A l l employees hired on or after the effective date of th i s 

Agreeraent and who have not raade application for raembership s h a l l 

be required, t h i r t y (30) days after the l a t e r of the execution 

of th i s Agreement or their hire date, to pay a f a i r share of the 

cost of the c o l l e c t i v e bargaining process ' and contract 

administration and pursuing raatters affecting wages, hours and 

other conditions of eraployraent. 

Section 13.5 Notification of Dues Change 

Any change i n the araount of dues t o be deducted or f a i r 

share fees t o be w i t h h e l d s h a l l be coraraunicated t o the Eraployer 

by the Union at l e a s t fourteen (14) days p r i o r t o the e f f e c t i v e 

date of such change. 
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Section 13.6 C.O.P.E. 

The Eraployer agrees t o deduct frora the pay of eraployees who 

i n d i v i d u a l l y request i t v o l u n t a r y c o n t r i b u t i o n s t o SEIU Local 73 

C.O.P.E. Fund. The Union s h a l l n o t i f y the Employer of the 

amounts designated by each c o n t r i b u t i n g employee t h a t are t o be 

deducted frora the employee's paycheck on each payday, provided 

t h a t a l l employees c o n t r i b u t e i n the same araount. 

Such deductions s h a l l be reraitted t o the Union e i t h e r 

raonthly or serai-raonthly along w i t h a l i s t of the name, s o c i a l 

s e c u r i t y number and amount of the deduction of each employee f o r 

whom a reraittance i s made. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Eraployer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Eraployer raakes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Eraployer changes a job t i t l e without 

s u b s t a n t i a l l y changing the duties of the job, the Union w i l l 

r e t a i n i t s e x i s t i n g j u r i s d i c t i o n over the new job t i t l e . The 

Eraployer w i l l not perraanently assign bargaining u n i t work t o the 

j u r i s d i c t i o n of another bargaining u n i t without the mutual 

agreeraent of the unions involved. The C i t y w i l l provide 

employees w i t h a copy of the o f f i c i a l job d e s c r i p t i o n of t h e i r 

job t i t l e , which i s on f i l e w i t h the Departraent of Personnel. 
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A review of said job d e s c r i p t i o n s w i l l be undertaken by the 

Departraent of Personnel when a s i g n i f i c a n t change ..in d u t i e s and 

r e s p o n s i b i l i t i e s i s reported by the Departraent Head. 

The phrase "related work as required" as used in job 

description raeans duties related to the basic job. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y ' perforraed by 

eraployees who are represented by the Union s h a l l continue to be 

perforraed by said eraployees, except where non-unit eraployees 

have i n the past perforraed u n i t work, or i n eraergencies, t o 

t r a i n or i n s t r u c t eraployees, to do layout, deraonstration, 

experiraental, or t e s t i n g d u t i e s , to do tro u b l e s h o o t i n g or where 

spe c i a l knowledge i s required, provided however, where employees 

do not report t o work because of vacations, or other absences or 

tardines s , or f o r personal reasons during the course of the day, 

or because a l l of the eraployees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o coraplete a rush assignraent, eraployees of 

any other u n i t represented by another union s h a l l not perforra 

the work of said eraployees. For exaraple, i f a c u s t o d i a l worker 

i s on vacation, a c l e r k s h a l l not be assigned as a replaceraent 

c u s t o d i a l worker. The Eraployer s h a l l not a r b i t r a r i l y extend the 

period of any eraergency beyond the need f o r t h a t eraergency. 

.Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n of t h i s Agreeraent i f the f o l l o w i n g 

functions are performed by merabers of manageraent, regardless of 

whether they are also perforraed by the bargaining u n i t : (a) crew 

assignment and scheduling; (b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; 
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(d) ordering of equipment and materials from vendors. Nothing 

herein s h a l l deprive raerabers of the bargaining unit of the right 

to perforra h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit eraployee for the purpose of 

replacing that person with a member of management. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance claiming t h a t 

the Employer has v i o l a t e d the terras of t h i s Agreeraent by 

assigning c e r t a i n work t o C i t y eraployees represented by another 

union, or where the Eraployer receives a grievance frora another 

union p r o t e s t i n g the assignraent of work t o eraployees covered 

under t h i s Agreeraent, the Eraployer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

I n the event t h i s dispute reraains unresolved and i s 

subraitted t o a r b i t r a t i o n , the pr o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t in^ 

a d d i t i o n to the Eraployer and the Union, the other' a f f e c t e d 

union(s) s h a l l have, the op p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a i l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignraent of the work i n dispute v i o l a t e s the Agreeraent 

85 



of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

to t h a t claira as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claira and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding deterraine t h a t the Eraployer's reassignraent 

of the work i n dispute v i o l a t e s the. other u n i o n ( s ) ' Agreeraent, 

thereby r e q u i r i n g the Eraployer t o coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Eraployer s h a l l have the r i g h t to invoke a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreeraent, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l s e l e c t the a r b i t r a t o r . The Employer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s t o t h a t .proceeding, and 

s h a l l have the r i g h t to f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s d ecision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

J 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreeraent and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d union (s) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s to 
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the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forura. , 

Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any tirae. 

Section 14.4 Deferred Compensation 

The Eraployer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g t o deferred corapensation, s h a l l be 

afforded to a l l employees of the Employer without change during 

the terra of t h i s Agreeraent. 

The Employer w i l l make contributions, on a d o l l a r - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximoim t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the t o t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions Unions can explore the f e a s i b i l i t y of 

establishing t h e i r own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s in the future. Such information to be provided w i l l 



include, but not be limited to, a census for the current non-

Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Rules of Conduct Changes 

When the Eraployer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

eraployees to d i s c i p l i n e , the Eraployer s h a l l transrait four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Eraployer w i l l raeet with the Union within twenty (20) calendar 

days of the receipt of the proposals to receive the Union's 

coraraents. Absent an emergency, the Eraployer w i l l not irapleraent 

i t s proposed ' changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Eraployer. No such changes or additions s h a l l 

be irapleraented without prior publication and notice to the 

affected eraployees. 

Section 14.6 B u l l e t i n Boards 

The Union s h a l l have the r i g h t to b u l l e t i n board space at 

.locations where they can be conveniently seen and read by 



affected eraployees. The Union s h a l l have the right to post 

notices concerning Union business on the b u l l e t i n boards. 

Section 14.7 Infornnation to Union 

The Employer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimoim, the following information: 

• Payroll period 

• Payroll Noimber 

• Employee noimber 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This information w i l l be sent or provided to the Union 

e l e c t r o n i c a l l y following the conclusion of each pay period. To 

ensure the safety and security of the information the City w i l l 

make a secured transfer protocol (SFTP) available to the Union 

to receive the information. 

T h o — E r a p l o y e r — s h a l l , — r a o n t h l y , — p r o v i d e — t h e — U n i o n — w i t h — a — l i s t — e t 

e i i — e r a p l o y e e s , — t h e — l i s t — t e — i n c l u d e — t h e — n a r a e s — e f — t h e — e m p l o y e e o , 

t h e i r — j - e b — c l a s s i f i c a t i o n , — c i t y — s e n i o r i t y , — h o m e — a d d r e s s , — z i p — c o d e 

and t i r a e — i n t i t l e c l a s s i f i c a t i o n s e n i o r i t y . 
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Section 14.8 Negotiating Team 

Eraployees designated as being on the Union's negotiating 

teara who are scheduled to work on a day on which negotiations 

w i l l occur, s h a l l , for the purpose of attending scheduled 

negotiations, be excused frora their regular duties without loss 

of regular straight tirae pay. 

Section 14.9 Labor-Management Committee 

For the purposes of c o n f e r r i n g on raatters of rautual 

i n t e r e s t which are not appropriate f o r consideration under the 

grievance procedure, the Union and the Eraployer agree t o raeet 

p e r i o d i c a l l y through designated representatives at the request 

of e i t h e r p a r t y and at rautually agreed upon tiraes and l o c a t i o n s . 

The Union and Eraployer s h a l l each designate not raore than f i v e 

(5) representatives t o a labor-manageraent coraraittee f o r t h i s 

purpose. The D i r e c t o r of Labor Relations s h a l l be sent a 

w r i t t e n agenda by the Union f o r any meeting seven (7) days p r i o r 

t o said raeeting. 

Section 14.10 Just Cause Standard 

No non-probationary employee covered by th i s Agreement 

s h a l l be discharged or disciplined without just cause. 

Section 14.11 F i l e Inspection 

A copy of d i s c i p l i n a r y a c t i o n or m a t e r i a l r e l a t i n g t o 

eraployee perforraance s h a l l be placed i n the personnel f i l e of an 

eraployee and s h a l l be given to the eraployee, who s h a l l note 

r e c e i p t thereof. The Eraployer's personnel f i l e s and 

d i s c i p l i n a r y h i s t o r y f i l e s - r e l a t i n g to any eraployee, upon due 

not i c e , s h a l l be open and a v a i l a b l e f o r i n s p e c t i o n by the 
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a f f e c t e d eraployee during regular business hours, except f o r 

inforraation which the Eraployer deeras c o n f i d e n t i a l . An 

eraployee's s t a t u t o r y r i g h t t o see h i s personnel f i l e s s h a l l not 

be waived by t h i s Section. 

Section 14.12 Limitation on Use of F i l e Material 

I t i s agreed t h a t any raaterial and/or raatter not a v a i l a b l e 

f o r i n s p e c t i o n , as provided f o r i n Section 14.11 above, s h a l l 

not be used i n any raanner or any forum adverse t o the employee's 

i n t e r e s t s . 

Section 114.13 Use and Destruction of F i l e Material 

(a) Police Department 

D i s c i p l i n a r y I n v e s t i g a t i o n F i l e s , other than Police Board 

cases, w i l l be destroyed f i v e (5) years a f t e r the date of the 

i n c i d e n t or the date upon which the v i o l a t i o n i s discovered, 

whichever i s longer, unless the i n v e s t i g a t i o n r e l a t e s t o a 

raatter which has been subject t o e i t h e r c i v i l or c r i r a i n a l court 

l i t i g a t i o n p r i o r t o the e x p i r a t i o n of the f i v e year period. I n 

such instances, the Coraplaint Register case f i l e s norraally w i l l 

be destroyed f i v e (5) years a f t e r the date of the f i n a l court 

a d j u d i c a t i o n , unless a p a t t e r n of sustained i n f r a c t i o n s e x i s t s . 

(b) A l l Departraents 

Any inforraation of an adverse eraployraent nature which i s 

unfounded, exonerated or otherwise not sustained, s h a l l not be 

used against the eraployee i n any f u t u r e proceedings. 

Any record of d i s c i p l i n e raay be r e t a i n e d f o r a period of 

tirae not to exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 
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a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at le a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-raonth period. I f an eraployee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the eraployee, the Eraployer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the eraployee, 

or i n the case of proraotions or t r a n s f e r s . 

Any record of d i s c i p l i n e raay be used for a period of tirae 

not to exceed eighteen (18) raonths and s h a l l thereafter not be 

used to support or as evidence of adverse eraployraent action, 

unless a pattern of sustained infraction e x i s t s . 

Section 14.14 Priva t i z a t i o n 

I t i s the general p o l i c y of the Eraployer t o u t i l i z e i t s 

eraployees to perforra work they are q u a l i f i e d t o perforra work 

they are q u a l i f i e d t o perforra where p r a c t i c a b l e . The Eraployer 

raay, however, subcontract f o r reasons of e f f i c i e n c y and econoray. 

The Eraployer w i l l give the Union n o t i c e of any i n t e n t t o 

request bid'(s) frora or otherwise eraploy a c o n t r a c t o r at the same 

time as made p u b l i c or conveyed t o p o t e n t i a l c o n t r a c t o r s . Bid 

s p e c i f i c a t i o n s or guidelines which w i l l be used by or required 

from contractors w i l l be provided to the Union as w e l l , along 

w i t h a d e s c r i p t i o n of the work to be performed, any conteraplated 

irapact upon Bargaining Unit eraployees, and other relevant data 

necessary f o r the union t o discuss the conteraplated a c t i o n w i t h 

the Employer. P r i o r to accepti.ng a p r i v a t e c o n t r a c t , the 

Eraployer and the Union w i l l meet ni n e t y (90) ciays i n advance of 

the intended s t a r t date t o review any proposals of the Union and 
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compare such proposals t o any b i d or contract being considered 

f o r acceptance. 
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Section 14.15 Automobile Reimbursement 

Eraployees who are required by the Eraployer t o use t h e i r own 

autoraobiles i n the perforraance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaxiraura of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreeraent, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraura reiraburseraent w i l l 

increase t o $350.00 per raonth. E f f e c t i v e February 1, 2008, the 

maxiraura reimburseraent w i l l increase t o $450.00 per raonth. 

E f f e c t i v e February 1, 2009, the raaxiraum reiraburseraent w i l l 

increase t o $550.00 per raonth. Thereafter, the raaxiraum 

reimburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking raileage reiraburseraent 

raust subrait t h a t request on a forra provided by the Eraployer. 

Payraent f o r raileage expenses w i l l be raade on a monthly basis. I n 

the event t h a t during' the l i f e of t h i s Agreeraent the Eraployer 

s h a l l irapleraent f o r any group of eraployees an autoraobile expense 

reiraburseraent prograra which i s raore favorable t o employees than 

the p r o v isions of t h i s paragraph, upon not i c e from the Union, 

the Employer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new prograra t o employees' 

covered by t h i s Agreement. 

94 



Upon request by either. party raade no e a r l i e r than 

January 1, 2010, the parties s h a l l raeet to discuss any proposed 

changes to th i s Section 14.15. 

Section 14.16 Performance Evaluations 

As p a r t of the e v a l u a t i o n process, an eraployee's supervisor 

s h a l l discuss the e v a l u a t i o n w i t h the eraployee and give hira/her 

the reasons f o r such ev a l u a t i o n and an o p p o r t u n i t y t o c l a r i f y or 

rebut his/her eva l u a t i o n . 

An eraployee's signature w i l l i n d i c a t e only t h a t he/she has 

seen the evaluation. 

The e v a l u a t i o n forra s h a l l s t a t e t h a t i t i s the eraployee's 

r i g h t t o place a r e b u t t a l i n his/her f i l e i f the eraployee so 

chooses. 

Section 14.17 Miscellaneous 

Where eraployee's are required by the Eraployer to. wear 

uniforras, i t i s agreed that the Eraployer s h a l l furnish thera. 

The eraployees agree to take good care of such uniforras and to 

wear thera only during working hours. The Eraployer s h a l l furnish 

boots to eraployees whose duties regularly require thera to walk 

in water. I f eraployees are required to reraove snow, the 

Eraployer w i l l furnish outdoor garraents. 

Section 14.18 Safety 

(a) The Employer shall'' provide a safe and h e a l t h f u l working 

environment f o r employees covered by t h i s agreement i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l anci s t a t e occupational safety 

and health laws, and s h a l l maintain i n good and safe working 
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c o n d i t i o n a l l equipraent necessary f o r the safe and proper 

perforraance of the job. 

(b) I n furtherance of those e f f o r t s , a C i t y j o i n t s a f ety 

comraittee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Employer. ..The purpose of the committee 

s h a l l be t o discuss, exaraine and t o raake recoraraendations 

concerning occupational safety and health issues a f f e c t i n g 

eraployees. A l l recoraraendations of the coraraittee w i t h respect t o 

safety and health issues s h a l l be subraitted i n w r i t i n g t o the 

appropriate Departraent Head w i t h a copy t o the Union and the 

Dir e c t o r of Labor Relations. The Departraent Head s h a l l proraptly 

issue a w r i t t e n response t o the coraraittee as t o the Departraent's 

views regarding the comraittee's recoraraendations. 

The p a r t i e s raay decide, frora tirae t o tirae, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Departraent(s) responsible f o r safety raatters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 

safety personnel w i l l raeet and confer w i t h a representative of 

the a f f e c t e d Union about such issues and report back t o the 

Coraraittee on any decisions or recoraraendations concerning thera. 

(c) The j o i n t safety coraraittee s h a l l raeet at l e a s t once a 

raonth, or otherwise by rautual agreeraent. 

(d) The p a r t i e s agree and understand t h a t i f an eraployee i s 

faced w i t h an unsafe working c o n d i t i o n , the eraployee i s required 

to perforra the task i n question unless the eraployee's 

perforraance of an assigned task presents the strong l i k e l i h o o d 
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of s u b j e c t i n g the eraployee t o irarainent danger of .death or 

serious i n j u r y . I f -the eraployee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perforra t h a t task and 

expose hiraself t o t h a t dangerous c o n d i t i o n , the eraployee w i l l 

not be subject t o d i s c i p l i n e . In order t o avoid d i s c i p l i n e 

under t h i s paragraph, the c o n d i t i o n raust be of such a nature 

t h a t a reasonable person, under the circurastances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and irarainent danger 

of death or serious i n j u r y . I n a d d i t i o n , the employee raust also 

have sought from the Employer, and have been unable t o ob t a i n , 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g t o perform the task 

i n question. 

ARTICLE 15 
LAYOFFS AND RECALL 

Section 15.1 Notice of Layoffs 

When there i s an irapending layoff with respect to any 

employee in the bargaining unit, the Eraployer s h a l l notify the 

Union and the employees affected no l a t e r than fourteen (14) 

days prior to such layoff, except where layoffs result frora a 

sudden eraergency beyond the control of the Eraployer and/or as a 

result of action by the City Council, such notice s h a l l be given 

to the Union and the eraployees as soon as the Eraployer has the 

knowledge thereof. The Eraployer w i l l provide the Union the 

naraes of a l l eraployees to be l a i d off prior to the layoff. 

Section 15.2 Layoffs/Recall 

Probationary eraployees w i t h raore than n i n e t y (90) days of 

service s h a l l be l a i d o f f f i r s t . Part-time career service 
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eraployees s h a l l be l a i d o f f i n s e n i o r i t y order p r i o r t o l a y i n g 

o f f f u l l time career service eraployees. Part-tirae eraployees 

s h a l l only displace (burap) p a r t - t i r a e eraployees. Thereafter, the 

lea s t senior eraployee i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l 

be l a i d o f f f i r s t , provided the a b i l i t y , q u a l i f i c a t i o n s t o 

perforra the required work, and the employee's job performance 

are equal among the other eraployees i n the job i n the 

departraent, and f u r t h e r provided, the l a y o f f does not have a 

negative e f f e c t on the Eraployer's e f f o r t s t o ensure equal 

employraent o p p o r t u n i t i e s . " S e n i o r i t y " s h a l l mean, f o r purposes 

of t h i s Section, the eraployee's continuous service f o r the 

Eraployer, regardless of job t i t l e . 

A l a i d - o f f eraployee raay displace (burap) the l e a s t senior 

eraployee, i f any, i n the raost recent lower job t i t l e the 

employee t o be l a i d o f f has held, provided the employee t o be 

l a i d o f f has the then present a b i l i t y t o perform the job t o the 

Eraployer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Eraployees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f , subject to the sarae p r o v i s i o n s . 

In the event t h a t the Eraployer deterraines to subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

eraployees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a . s e n i o r i t y basis, equal-rated 

perraanent jobs which the Eraployer has declared t o be vacant i n 

the a f f e c t e d Departraent, or other departments, as the case raay 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y to perforra the required work without f u r t h e r 
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t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow him or her t o perforra 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Eraployer, the Union, and the proposed sub-contractor s h a l l raeet 

to discuss the eraployraent of eraployees subject to layoff. During 

that raeeting the Eraployer w i l l request and urge that the sub

contractor hire l a i d off.eraployees. 

Section 15.3 Hiring During Layoffs 

No eraployees raay be h i r e d t o perforra " d u t i e s norraally 

perforraed by a l a i d o f f employee while employees are l a i d o f f . 

ARTICLE 16 
NEW OR MERGED JOB CLASSIFICATIONS 

Section 16.1 

The employer s h a l l promptly n o t i f y the Union of i t s 

decision t o (1) e s t a b l i s h a new job c l a s s i f i c a t i o n arguably 

w i t h i n the u n i t , or (2) merge job c l a s s i f i c a t i o n s i f at l e a s t 

one i s w i t h i n a u n i t . 

Upon request of the Union, the Eraployer s h a l l raeet and 

discuss the pay grade/rate and placeraent w i t h i n the Eraployer's 

promotional l i n e s , as established by the Employer, f o r the new 

or merged c l a s s i f i c a t i o n s . 

I f no agreeraent can be reached concerning the pay or pay 

grade/placeraent then the Union raay appeal the Employer's 
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decision w i t h i n t h i r - f y (30) days a f t e r said meeting t o 

a r b i t r a t i o n . 

Section 16.2 Committee on Soibcontracting 

Within 30 days of r a t i f i c a t i o n of t h i s Agreeraent by 

a l l p a r t i e s , the Eraployer and the Union s h a l l e s t a b l i s h a 

perraanent subcoraraittee on the subcontracting of bargaining 

u n i t work by the C i t y of .Chicago. The Committee s h a l l be 

composed of raerabers of C o a l i t i o n Unions and representatives from 

appropriate C i t y Departraents i n c l u d i n g Streets and S a n i t a t i o n ; 

Fleet A d r a i n i s t r a t i o n ; A v i a t i o n ; Transportation; Water 

Manageraent; and Buildin g s , as w e l l as the D i r e c t o r of Labor 

Relations or his designate. The subcoraraittee s h a l l raeet 

q u a r t e r l y , or raore f r e q u e n t l y on the rautual agreeraent of the 

raembers of the Committee, t o review subcontracting by the C i t y 

of Chicago of u n i t work during the previous quarter, as w e l l as 

subcontracting which i s planned f o r the f o l l o w i n g quarter. The 

Comraittee s h a l l act i n an info r r a a t i o n and advisory r o l e , and 

s h a l l have reasonable access t o relevant in f o r r a a t i o n p e r t a i n i n g 

to subcontracting covered by t h i s Section. 

ARTICLE 17 
UNION REPRESENTATIVES 

Section 17.1 Stewards 

The Union w i l l advise the Eraployer i n writing', of the names 

of the Stewards i n each departraent or area agreed upon w i t h the 

Eraployer and s h a l l n o t i f y the Eraployer proraptly of any changes. 

Stewards w i l l be perraitted to handle and process grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 
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procedure during norraal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of tirae, 

or unreasonably i n t e r r u p t the work of employees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors i n advance of t h e i r i n t e n t i o n 

to handle and process grievances..' Supervisors raay not 

unreasonably w i t h h o l d perraission t o the Stewards t o engage i n 

such a c t i v i t i e s . 

Eraployees acting as Stewards s h a l l not be discriminated 

against nor be transferred from their job c l a s s i f i c a t i o n s or 

departraents because of their a c t i v i t i e s on behalf of the Union. 

Any transfers of Stewards from their job c l a s s i f i c a t i o n s or 

departments, other than in an eraergency, w i l l be discussed with 

the Union in advance of any such transfers. 

Section 17.2 Union Rights 

The Union s h a l l have the right and re s p o n s i b i l i t y to 

represent the interests of a l l eraployees in the Unit, to present 

i t s views to the Employer on matters of concern, either o r a l l y 

or in writing, and to consult and be consulted with, in respect 

to the formulation, developraent and irapleraentation of p o l i c i e s 

and prograras affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be perraitted 

during norraal working hours, to enter Eraployer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which eraployees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l tiraes be conducted i n a 
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raanner so as not to interfere with norraal operations. The 

Eraployer raay be able to change or set rules of access, provided 

that any change in current practices raust be reasonable and 

subject to the grievance procedure. 

Section 17.4 Meetings 

The Union s h a l l have s u i t a b l e space on the Eraployer's 

preraises f o r raonthly Union raeetings at a convenient work 

l o c a t i o n , .provided t h a t such raeetings s h a l l not i n t e r f e r e w i t h 

service t o the p u b l i c or the perforraance of any du t i e s , and 

s h a l l be subject t o the Eraployer's reasonable r u l e s f o r use of 

Ci t y f a c i l i t i e s . 

Section 17.5 Employee Orientation 

Nothing herein s h a l l preclude a Departraent frora agreeing t o 

allow the Union the op p o r t u n i t y t o provide Union o r i e n t a t i o n t o 

new eraployees on paid tirae. 

ARTICLE 18 
EMPLOYEE DEVELOPMENT AND TRAINING 

a) Employees raay, w i t h the w r i t t e n consent of the 

Departraent Head or his/her designee, adjust the eraployee's 

schedule t o perrait attendance at courses of i n s t r u c t i o n . Such 

consent s h a l l not be unreasonably denied. 

Eraployees required by the Employer t o attend t r a i n i n g 

courses or seminars s h a l l have time i n attendance at such 

raeetings paid at the appropriate r a t e of pay and s h a l l be 

reimbursed f o r costs i n c u r r e d by such attendance, subject t o the 

cost reimburseraent rules of the Eraployer. The Eraployer raay 

request proof of attendance and the cost i n c u r r e d . 
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b) Rules and procedures regarding T u i t i o n reimbursement 

s h a l l be described i n E x h i b i t A attached.' When the Eraployer 

proposes t o i n i t i a t e changes or raodifieations t o i t s t u i t i o n 

reiraburseraent p o l i c y , the ' Eraployer s h a l l transrait a copy of the 

proposed changes or raodifieations t o the Union. The Union w i l l 

consider the proposal, and upon request, the Eraployer w i l l raeet 

w i t h the Union t o discuss said changes or raodifieations. 

ARTICLE 19 
DRUG AND ALCOHOL PROGRAM 

Section 19.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l raission i s t o provide 

services t o i t s c i t i z e n s i n a safe and econoraic raanner. The 

p a r t i e s t o t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a d e l e t e r i o u s e f f e c t on the he a l t h and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

C i t y and the employees covered by t h i s Agreeraent serve. 

Furtherraore, the econoraic cost of p r o v i d i n g h e a l t h care services 

t o eraployees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The Eraployer and the Union raaintain a strong coraraitraent t o 

pro t e c t people and property, and t o provide a safe working 

environraent. To t h i s end, the eraployer has also established i t s 

c o n f i d e n t i a l Eraployee Assistance Prograra f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s to t h i s Agreement urge employees who have such 

prolDlems to u t i l i z e the Prograra's services. 
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To raaintain a workplace which provides a safe and healthy 

work environraent for a l l eraployees, the following drug and 

alcohol prograra i s also established. 

Section 19.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: A l l i l l e g a l drugs 

and c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

eraployee on the job or the preraises of the Eraployer. 

(c) Eraployer Preraises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Employer as job s i t e s or work 

lo c a t i o n s and over which the Eraployer has a u t h o r i t y as eraployer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g raedical a t t e n t i o n or causing s i g n i f i c a n t daraage t o 

property to which an eraployee c o n t r i b u t e d as a d i r e c t • or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i m i t e d t o noticeable irabalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s to conclude t h a t the employee i s under 

the i n fluence of drugs and/or a l c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or physical impairraent due to the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body coraponent 

saraple, whether by blood, breath, u r i n e , or i n any other 
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s c i e n t i f i c a l l y r e l i a b l e raanner, for the purpose of identifying, 

raeasuring or quantifying the presence or absence of drugs, 

alcohol or any raetabolite thereof. 

Section 19.3 Disciplinary Action 

(a) A l l employees must re p o r t t o work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable them t o perform t h e i r jobs i n a safe 

manner. Further, eraployees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d iteras or substances on or at the Eraployer's 

preraises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or alcohol. 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause t o believe t h a t 

an eraployee i s under the i n f l u e n c e of a p r o h i b i t e d substance, 

the Eraployer s h a l l have the r i g h t t o subject t h a t eraployee t o a 

drug and alcohol t e s t . At the Eraployer's d i s c r e t i o n , the 

eraployee raay be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the eraployee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Eraployer w i i l terminate a i l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs 
or alcohol while on duty and on the 
Employer's premises; 

( i v ) are found i n possession of a l c o h o l , drugs or 
drug paraphernalia, or are found'. s e l l i n g or 
d i s t r i b u t i n g drugs or drug paraphernalia, on 
the Employer's premises. 
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(c) A l l adverse employraent action taken against an 

eraployee under this program s h a l l be subject to the grievance 

and arbitration procedures of t h i s Agreement. 

Section 19.4 Drug and Alcohol Testing 

(a) The Eraployer raay re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t raay be adrainistered i n the event t h a t two 
supervisors have reasonable cause to believe 
t h a t an employee has reported t o work under the 
i n f l u e n c e of or i s at work under the i n f l u e n c e 
of drugs or a l c o h o l . 

( i i ) a t e s t may be required i f an employee i s 
involved i n a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t raay be required as a p a r t of a follow-up 
to counseling or r e h a b i l i t a t i o n f o r substance 
abuse f o r up t o a one-year period. 

(b) Eraployees t o be t e s t e d w i l l be required t o sign a 

consent forra and chain of custody form, assuring proper 

documentation and accuracy. I f an eraployee refuses t o sign a 

consent forra a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

t e r r a i n a t i o n . 

(c) Drug and alcohol t e s t i n g ' w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and raay consist of e i t h e r blood or urine t e s t s , or both. 

The Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of a l c o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA guideli.nes f o r federal 
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workplace drug t e s t i n g prograras, dated A p r i l 11, 1988 and as may 

be amended here a f t e r by the relevant agency of the Departraent of 

Health and Huraan Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they may be amended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively e s t a b l i s h t h a t the te s t e d 

eraployee was under the in f l u e n c e of drugs. 

(f) I n i t i a l and confirraatory (or breathalyzer) t e s t 

r e s u l t s which raeet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

employee was under the in f l u e n c e of a l c o h o l . 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i i l be 

borne by the Employer.. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Comraissioner of Personnel or h i s designee i n the raanner t o be 

prescribed by the Coraraissioner. The ap p l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Commissioner w i l l inform the ap p l i c a b l e departraent head of any 

eraployee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 19.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

mea'ns f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 
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r e t e s t e d by the sarae or another l a b o r a t o r y s a t i s f a c t o r y t o the 

Coramissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s r a i t t i n g said saraple t o the 

second la b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as to the presence of alcohol or drugs. The f a i l u r e 

to take a s u f f i c i e n t saraple, or t o preserve such saraple, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the reraoval frora 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any eraployee. 

( j ) No l a b o r a t o r y report or t e s t r e s u l t s s h a l l appear, i n 

the incurabent's personnel f i l e unless they are p a r t of a 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

s p e c i a l locked f i l e raaintained by the Commissioner of Personnel, 

except as such disclo s u r e may be required by t h i s p o l i c y , law or 

ordinance. 

Section 19.5 Employee Assistance Program 

Employees are encouraged t o seek help f o r a drug or alcohol 

problem before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

raay p a r t i c i p a t e i f they wish i n the v o l u n t a r y Employee 

Assistance Program. 

ARTICLE 20 
SEPARABILITY 

In the event any e f — t h e p r o v i s i o n e of t h i s Agreeraent 

s h a l l be or becorae i n v a l i d or unenforceable by reason of any 

f i n a l and b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or 

State Law or Local Ordinance now e x i s t i n g or h e r e i n a f t e r 

enacted, such i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t 
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the reraainder of the pro v i s i o n s hereof, which s h a l l remain i n 

f u l l f o r c e and e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n 

s h a l l be subject t o r e - n e g o t i a t i o n by the P a r t i e s w i t h i n a 

reasonable p e r i o d of time . ¥ h e—partioo—agree—te—moot—and—adopt 

revised provisiono which would be—in conforraity v j i t h tho—law. 

ARTICLE 21 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 21.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i r a i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

and t r a i n i n g prograras and t o provide expanded post-

apprenticeship and t r a i n i n g eraployraent o p p o r t u n i t i e s f o r such 

graduates. In conjunction w i t h the execution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreeraent w i t h the C i t y of 

Chicago, the Parties s h a l l enter i n t o a suppleraental raeraorandura 

of understanding regarding the -structure, irapleraentation, 

monitoring and enforcement of t h i s I n i t i a t i v e . Said raeraorandum 

s h a l l be attached t o t h i s Agreement as Appendix D. 
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Section 21.2 

The I n i t i a t i v e s h a l l g e n e r a l l y include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coramitraent by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s ac'ross C o a l i t i o n Unions w i t h 

CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreeraent. 

b. A coramitraent by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g programs. In p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g prograras as appropriate; and t o expand post-

apprenticeship and t r a i n i n g eraployraent o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps to f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and suppleraental memorandum attached hereto. 
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ARTICLE 22 
RATIFICATION AND TERMINATION 

The terras of t h i s Agreeraent s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance forra. The Eraployer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l reraain i n f u l l force 

and e f f e c t frora said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year t o 

year unless at lea s t 60 days and not raore than 120 days p r i o r t o 

the terraination date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e t o the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire to amend, add t o , subtract from, or 

terrainate t h i s Agreeraent. 

In the event such not i c e of a desire 'to araend, add t o , or 

subtract from the terras of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t iations concerning the request. I f the p a r t i e s are'unable 

to agree upon a successor agreeraent before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreeraent 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d to s h a l l be 

considered t o have been given as of the date shown on the 
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postmark, w r i t t e n notices may be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreeraent c o n s t i t u t e s the e n t i r e c ontract between the 

Eraployer and the Union and s e t t l e s a l l deraands and issues w i t h 

respect t o a l l raatters subject t o c o l l e c t i v e bargaining. The 

Eraployer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 
i 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such matter i s s p e ' c i f i c a l l y 

r e f e r r e d to herein, and even though such matter raay not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

tirae t h i s Agreeraent was negotiated or signed. 

I n the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid tirae o f f , or 

voluntary unpaid tirae o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

agreeraent, such a d d i t i o n a l time o f f s h a l l be granted t o a l l , 

employees covered by t h i s Agreement. 
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ARTICLE 23 
TERM OF AGREEMENT 

This Agreement s h a l l be effective frora the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l reraain in effect 

through 11:59 p.m. on June 30, 2017 2022. .. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order to f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

• Any change(s) i n the ap p l i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

h e a l t h care prograra mandating s i g n i f i c a n t changes 

i n h ealth insurance b e n e f i t s t h a t becomes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 

• The lack of achieveraent of health care cost 

containraent as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishraent and a d r a i n i s t r a t i o n 

of the Labor-Manageraent Cooperation Coraraittee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC wi t h the 

r e s p o n s i b i l i t y of approving Plan changes 

t h a t w i l l r e s u l t • i n s i g n i f i c a n t cost 

containraent or savings, as measured by a 
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p r o j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when corapared t o health care costs i n Fi s c a l 

Year 2008 and each previous f i s c a l year 

'thereafter, r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containraent or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase from exceeding 8% as raeasured i n 

subsection (a) above. 

(c) Should the plan -changes 'approved by the LMCC 

f a i l t o achieve cost containraent or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p arty raay e l e c t t o reopen n e g o t i a t i o n s as 

set , f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 
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• Coraposition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party—reserves—the—right—te—reopen—this 

A g r c o r a c n t — i n — o r d e r — t o n e g o t i a t e — t h e — H e a l t h — P l a n — s e t — f o r t h — i n 

Article—9—ne—later—than—June— 2 0 - ,—2011 and—June—30, 2015,—er—in

the—event—the C i t y of Chicago—is—awarded the—2016 Olympic Games, 

Juno 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of t h i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

either party to this Agreement has t h i r t y (30) days to notify 

the other party of i t s intent to reopen t h i s Agreement in order 

to negotiate the Health Plan set forth in A r t i c l e 9. Should 

either party elect to reopen negotiations pursuant to th i s 

provision, i t sh a l l subrait written notice to, the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreeraent on the A r t i c l e . I f the parties f a i l to reach 

agreement at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreement. 

Non-Prevailing Wage Rato Reopener 

Four-Year : Thio—Agrocraent—mey—be—reopened—t-e—further 

n e g o t i a t e — t h e — n o n - p r e v a i l i n g — v ^ a g c — r a t e s — g o v e r n i n g — t h e — o e c o n d 
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f i v e year te^fft (07/01/2012 te 06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4.4, i n — t h e — e v e n t — t h a t (-a-) t h e — C i t y — n o t i f i e s — t h e 

C o a l i t i o n — t h a t — i t — h a - s — n e t — r e a c h e d — a — s u c c e s s o r — a g r e e m d n t — t - e — a 

t h e n — c u r r o n t — f o u r -year—agreement—expiring—en—June— 2 0 - , 2011 

, regarding—an—across-the-board—percentage increase f e r — o t h e r 

unionized—employees—in—non-pre v a i l i n g — w a g e — r a t o — c l a o o i f i c a t i o n o 

defined i n the—"Mc Too Clauoc" by March—2i- ,—2 0 1 2 ; — e r — f b ^ — t h e 

C o a l i t i o n — n o t i f i e s — t h e — C i t y — e f — i t s — i n t e n t — t e — t e r m i n a t e — t h e — ^ ^ ^ 4 e 

Too Clauoc" by March 31, 2012. 

Fivo-Year : T h i o — A g r o c r a e n t —m a y — b e — r e o p e n e d — t e — f u r t h e r 

n e g o t i a t e — t h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — t h e — s e c o n d 

five year te^ra (07/01/2012 te 06/30/2017) under—Article 4-r 

Section—4.4, i n — t h e — e v e n t — t h a t (-a-) t h e — C i t y — n o t i f i e s — t h e 

. C o a l i t i o n — t h a t it—ha-s—net—roached—a—oucceooor—agrcoracnt—te—a 

t h e n — c u r r e n t — f i v e - y e a r — a g r o c r a e n t — e x p i r i n g — e n — J u n e — 3 - 0 - ^ 2012 

r e g a r d i n g — a n — a c r o s s — t h e board—percentage incrcaoc f e r — o t h e r 

u n i o n i z e d — e r a p l o y c c o — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a o o i f i c a t i o n o 

defined i n the "Mc Too Clauoc" by October 31,—2 012;—er—(-b^—the 

Coal i t i o n — n o t i f i o o — t h e — C i t y — e f — i t - s — i n t e n t — t e — t o r r a i n a t c — t i ^ e — ^ ^ ^ f e 

Too Clauoc" by October 31, 2012. 

a — a n y — e n e — e f — t h e — f o r e g o i n g — e v e n t s — o c c u r o , — c i t h e r — p a r t y — t e 

t h i s Agreeraent—hae—thirty—(-3-0^—days—to n o t i f y the—other p a r t y of 

-irt-s—i n t c n t — t e — r e o p e n — t h i s — A g r e e r a e n t — i n — o r d e r — t e — n o g o t i a t c — t h e 

non-provailing—wage—rates—governing—th-e—second—five—year—terra 
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(07/01/2012 t o 06/30/2017)—oct f o r t h i n A r t i c l e \ , — S o c t i o n 4.4. 

S h o u l d — e i t h e r — p a r t y — o l o c t — t e — r e o p e n — n e g o t i a t i o n s — p u r o u a n t — t - e 

t h i s — p r o v i s i o n , — i t — s h a l l — s u b r a i t — v j r i t t e n — n o t i c e — t e — t h e — o t h e r 

p a r t y — a n d — t h e — C i t y — s h a l l — n e t — b e — o b l i g a t e d — t e — r a a k o — t h e — w a g e 

adj u o t r a c n t s — s e t — f o r t h — i n — A r t i c l e — 4 - , — S e c t i o n — 4 . 4 . Thereafter, 

the p a r t i e s have n i n e t y ( 90) days v j i t h i n vjhich t e reach 

agrocraent e n — ^ t h c — A r t i c i o . H — t h e — p a r t i e s f a i l t e — r e a c h 

agrcoracnt—at—the—concluoion of—that—ninety—( 90)—day period,—each 

party rcocrvcs—th-e—right—te—reopen the—entire Agrcoracnt. 

Other Reopener 

I n the event of an eraergency, cataclysraic event or other 

s i r a i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreeraent. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed t h i s docuraent as of 

the day of , 2r%m- 2018. 

CITY OF CHICAGO PUBLIC SERVICE EMPLOYEES 
UNION LOCAL 73 SEIU 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and Tra i n i n g Prograra I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Manageraent Cooperation Comraittee established 

under A r t i c l e 21 t o explore and recommend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governraental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and Tr a i n i n g Prograra I n i t i a t i v e , i n c l u d i n g , but 

not l i r a i t e d t o : 

a. A m u l t i - p r o j e c t labor agreeraent. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c ontractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the raaxiraura nuraber of apprentices on the p r o j e c t as 

perraitted under the terras and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors perforraing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship prograra r e g i s t e r e d w i t h 
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the U.S. Departraent of Labor's Bureau of Apprenticeship and 

Tr a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s .Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t to a preventive health care model and w i l l r e s u l t i n 

design iraproveraents, cost containment or savings, i n c l u d i n g but 

not l i m i t e d t o the f o l l o w i n g areas: 

Expanded Disease Manageraent Program 

HRA and Bio-raetric Screening 

Health Fairs 

Weight Manageraent Program 

Iraaging Review Service 

Life t i r a e Maxiraura 

Subscriber Share for Hospital B i l l s and Co-insurance 

Exclusion for S e l f - i n f l i c t e d I n j u r i e s . 

Coraprehensive Coramunication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreeraent: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Meraorandura of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o araending 

Section 3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the 

four 10-hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreeraent by the Unions t o waive sorae or a l l of the raonetary 

make whole reraedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order t o conclude ne g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y t o waive 

sorae or a l l of the raonetary raake whole reraedies. U n t i l such an 

agreeraent i s roached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be ob l i g a t e d t o impleraent the raonetary raake whole 
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reraedies i n the Award. In a d d i t i o n , i f such an agreeraent i s not 

reached by Deceraber 1, 2007, the p a r t i e s s h a l l subrait the issues 

of the Unions' proposed amendment t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f frora the raonetary raake whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

THE INTERNATIONAL ASSOCIATION OF 
BRIDGE, STRUCTURAL AND REINFORCING 

IRONWORKERS, LOCAL 1 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer") and The I n t e r n a t i o n a l Association of Bridge, 

S t r u c t u r a l and Reinforcing Ironworkers, Local 1 ( h e r e i n a f t e r 

c a l l e d "the Union"), f o r the purpose of e s t a b l i s h i n g , through 

the process of c o l l e c t i v e bargaining c e r t a i n p r o v i s i o n s covering 

wages, and other terms and conditions of eraployraent f o r the 

eraployees represented by the Union. 

In r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l eraployees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Bridge and S t r u c t u r a l Ironworker 

Bridge and S t r u c t u r a l Ironworker (Sub-Foreman) 

Foreraan of Bridge and S t r u c t u r a l Ironworkers 

General Foreman of Bridge and S t r u c t u r a l Ironworkers 

Ir o n Inspector 

Chief S t r u c t u r a l A r c h i t e c t u r a l Inspector 
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The. Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h respect to rates of pay, wages, hours and other 

terras and conditions of eraployraent. The terra "eraployee" as used 

herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d to the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Eraployer, except only as they raay be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreeraent. Araong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

raatters concerning or r e l a t e d t o the raanageraent of the 

Eraployer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t to., suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a .position, or raaterial changes i n 

duties or o r g a n i z a t i o n of the Employer's operations, or other 

economic reasons; to h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; to raake and enforce reasonable r u l e s 

and r e g u l a t i o n s , to maintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o determine the services, processes, and 

extent of the Eraployer's operation, the types and q u a n t i t i e s of 

raachinery, equipment and m a t e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and raethod of operation, i n c l u d i n g 

2 
i 24 54 993.4 



(but not l i r a i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t t o deterraine the number of employees and how they 

s h a l l b'e eraployed, and the q u a l i t y and q u a n t i t y of workraanship 

and work required t o ensure raaxiraura e f f i c i e n c y of operations; 

to e s t a b l i s h and enforce f a i r production standards; and t o 

determine the size, number and l o c a t i o n of i t s departraents and 

f a c i l i t i e s . A l l of the pro v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreeraent. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

insure equal eraployraent opportunities as required by law in a l l 

aspects of the Eraployer's personnel p o l i c i e s , and nothing in 

this Agreeraent s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that t h i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely a f f e c t 

effect the seniority provisions of this Agreeraent-

Section 3.2 No Discrimination 

Neither the Eraployer nor the Union s h a l l d i s c r i r a i n a t e 

against any eraployee covered by t h i s Agreeraent i n a raanner which 

would v i o l a t e any applicab l e laws because of race, c o l o r , 

r e l i g i o n , n a t i o n a l o r i g i n , age, sex, raarital s t a t u s , mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 
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Section 3.3 

Grievances by eraployee alleging violations of this A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

this Agreeraent, but s h a l l not be subject to arbitration unless 

rautually agreed by the parties. 

Section 3.4 Reasonable Accommodation 

I n the event the Eraployer s h a l l be required t o raake a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incurabent 

eraployee t h a t raay be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreeraent, the Eraployer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the union. The provisions of A r t i c l e 11 of 

t h i s Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Eraployer's o b l i g a t i o n s under the ADA and t h i s 

Agreeraent and the eraployee's r i g h t s under t h i s Agreeraent, 

provided t h a t no incurabent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July 1, 20-0-17, employees covered by t h i s 

Agreeraent s h a l l continue to receive the hourly r a t e being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing s i m i l a r kinds of work i n 

Cook County pursuant to the formula c u r r e n t l y used by the United 

States Departraent of Labor i n adrainistering the Davis-Bacon Act 
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as currently being paid to said employees as set forth in 

Appendix A appended to and made a part of this Agreeraent. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreeraent 

beginning in 20-0-17, through the period ending June 30, 20i^22, 

the wage r a t e r e f e r r e d t o i n the iraraediately preceding s e c t i o n 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the forraula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Eraployer adjust said 

wage rates raore than one tirae i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—First—Five-
Yoaro of thio Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustraents below f o r a l l eraployees who are i n non - p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

• E f f e c t i v e 07/01/2007 hk 01/01/2018 - 2.00% 

• E f f e c t i v e 01/01/2008 2.25?: 01/01/2019 - 2.25% 
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Year 2-̂  

• Effective 01/01/2009 2^ 01/01/2020 - 2.00% 

Year 3~ 

• Effective 01/01/2010 2^ 01/01/2021 - 2.25% 

Year 4: 

• Effective 01/01/2011 3.25°o 01/01/2022 - 2.00% 

Year 5: 

• — E f f e c t i v e 01/01/2012 3̂ -&% 

Soction—4-r4 Non-Prevailing—Wage—Rates—Governing—Second—Five-
Yoar Torm (07/01/2012 to 06/30/2017) 

E f f e c t i v e — t h e — f o l l o w i n g — d a t e s , — t - h e — C i t y — w i i i — r a a k e — t h e — w a g e 

ad j u s t r a e n t s — b e l o w — f e r — a i i — o r a p l o y c c o — w h e — a * e — i n — n o n - p r e v a i l i n g 

r a t e — c l a o s i f i c a t i o n o — a n d vjho a r c — c i t h e r on the p a y r o l l — a e — o f the 

e f f e c t i v e date—or on l a y - o f f w i t h r e c a l l — r i g h t s : 

Year 6-h 

• Effective 01/01/2013 2% 

Year 7: 

•—Effective 01/01/2014 2^ 

Year 8: 

• — E f f e c t i v e 01/01/2015 2^ 

Year 9: 

•—Effective 01/01/2016 - 2% 
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Year 10: 

• — E f f e c t i v e 01/01/2017— 

"Me Too" Clause: I f a raajority of C i t y unionized eraployees 

i n n o n -prevailing wage ra t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustraent set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i r a i l a r l y , i f a raajority of C i t y unionized 

eraployees i n non-prevailing wage ra t e classifications'*'* receive 

a lurap sura payraent i n any contract year, employees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreement s h a l l 

receive the same lump sum payment i n any such year. The p a r t i e s 

agree t o confer regarding the ti r a i n g , araount and iraplementation 

of any wage adjustment or lump sum payraent under t h i s Section 

p r i o r t o such adjustment being paid. 

**Exclusive of sworn eraployees of the Chicago Police Departraent 

and uniforraed raerabers of the Chicago Fire Departraent. 

Section 4.5 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected eraployees who, as of Auguot—2r-,—2007 the 
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date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are either on the payroll', or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal eraployees who 

are e l i g i b l e for rehire, or are forraer eraployees who r e t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the City Council, inclusive. 

Section 4.6 Payment of Wages 

(a) A l l regular base wages w i l l be paid to employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtime or 

preraium pay s h a l l be paid t o employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e araount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the tirae s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or preraiura pay t o which he/she i s 

e n t i t l e d , the Departraent w i l l c o r r e c t t h a t shortage 

provided the eraployee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute t o the Departraent tiraekeeper on the "Eraployee 

Pa y r o l l I n q u i r y Form" attached hereto as Appendix B. The 
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employee's subraission of such Forra s h a l l t o l l the period 

f o r processing a grievance f i l e d by the eraployee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the eraployee's paycheck, and i f the amount 

i n question exceeds $100.00, the Department w i l l subrait a 

supplemental p a y r o l l t o the Coraptroller t o cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the eraployee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an eraployee not receive t h i s supplemental check ( f o r 

a sura greater than $100.00) w i t h i n the aforeraentioned 

check/deposit advice d e l i v e r y date period, the Eraployer 

w i l l pay to the eraployee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

eraployees, persons r e t u r n i n g from leaves of absence 

( i n c l u d i n g but not l i r a i t e d t o duty d i s a b i l i t y ) , overtirae 

earned under the City's eraergency snow reraoval program, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded from the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payraent o b l i g a t i o n s 
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w i t h respect to the payraents r e f e r r e d to i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement. 

(e) I n order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor ,Manageraent Comraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's merabers of the Coraraittee w i l l 

c onsist of representatives frora the Departraent of 

Personnel, the O f f i c e of Budget and Manageraent, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l select four (4) 

representatives t o serve as raerabers of the Coraraittee. The 

Comraittee w i l l raeet not less than q u a r t e r l y , or more 

f r e q u e n t l y as the need may a r i s e , t o review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of rautual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreeraent. In a d d i t i o n , ,at the request of the 

C o a l i t i o n , the C i t y raay include frora tirae-to-tirae a 

representative of the C o a l i t i o n at the Coraptroller's weekly 

s t a f f raeetings w i t h Departraent heads to' review and add-ress 

pending p a y r o l l i n q u i r i e s frora bargaining u n i t employees. 

Section 4.7 Out of Grade Pay 

An employee covered by t h i s Agreeraent who i s d i r e c t e d t o 

and does perforra s u b s t a n t i a l l y a l l of the duties and 
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r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such time frora the f i r s t 

day of the assignraent. The Eraployer agrees t h a t i t w i l l raake 

such assignraents f o r not less than an employee's f u l l work day. 

Such payraent s h a l l be raade on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event . l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payraent was earned. 

T i i e — t i r a e — l i m i t s — f e r — s u c h — i n d i v i d u a l — a s s i g n r a e n t s — t - e — h i g h e r -

r a t e d — j o b s — s h a l l b e — n i n e t y — ( 9 0 ) days,—except—where—a—regular 

incurabent—is— e n—leave—ef—absence,—in which—case—t-he—tirae—lirait 

shall—be— s i ^—(-6^—raontho . T h e — t i r a o — l i r a i t s may—be—extended—by 

rautual—agrcoracnt—of t h e — p a r t i e s . — T e — t h e — e x t e n t — t h e — E r a p l o y e r 

c o n t i n u c o — t e — r e q u i r e — t h e — p e r f o r m a n c e — e t — t h e — d u t i e s — e f — t - h e 

higher- r a t e d — j - e b — b e y o n d — t h e — t i r a e — l i m i t s — s e t — f o r t h — h e r e i n , — t h e 

aosignment—shall be—treated—a-s—a—"permanent—vacancy"—within—the 

raeaning of—Section—14.11—ef—this Agreement,—and—shall—be—sub j ect 

t e the a p p l i c a b l e posting a n d — b i d d i n g — p r o v i s i o n o e i t h a t 

Section. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days, except where a regular 

incumbent i s on leave of absence, in which case the time l i m i t 

for acting into such position may not exceed one (1) year, and 

no individual employee can act up into that position for more 
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than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the parties. I f the one hundred eighty (180) day 

l i m i t i s extended to one (1) year due to a regular incumbent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein, 

the position s h a l l be treated as a "permanent vacancy" within 

the meaning of Section - of t h i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" subject to 

the applicable provisions of that Section. 

ARTICLE 5 
HOURS OF WORK 

Section 5.1 

This A r t i c l e s h a l l be t o c a l c u l a t e overtime and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The norraal work week s h a l l consist of f i v e (5) consecutive 

8-hour days and two (2) consecutive days o f f , except where the 

Eraployer's operations require d i f f e r e n t scheduling needs. The 

Eraployer w i l l n o t i f y the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one minute' a f t e r 11:59 p.m. 

Saturday) Sunday and ending at 12:00 raidnight the f o l l o w i n g 
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Sunday. The norraal work day s h a l l begin at 8:00 a.ra. and end at 

4:30 p.ra. as determined by the Employer. 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Employer raay change the established s t a r t i n g tirae of the Monday 

through Friday work day f o r a departraent, bureau, work u n i t , 

crew or i n d i v i d u a l upon fourteen (14) days w r i t t e n n o t i c e t o the 

Union and a f f e c t e d eraployees, and discussion w i t h the Union. 

(. 

Said starting tiraes shall- not be scheduled raore than two (2) 

hours before the regular starting tiraes currently in effect in 

this Agreeraent. A l l such changes, unless otherwise agreed to by 

the parties, s h a l l be in effect for a rainiraura of one (1) week, 

and s h a l l provide for the sarae starting tiraes each day of that 

period. No eraployee s h a l l be placed on a s p l i t s h i f t without 

agreeraent by the Union. Failure to coraply with thi s provision 

s h a l l result in the payraent of appropriate preraiura time to 

affected employees. - ,> 

Section 5.2 Overtime 

A l l work performed i n excess of 40 hours worked per week or 

i n excess of 8 hours worked per day when the employee has 40 

hours of work or excused absences; or on Saturday or Sunday as 

such when Saturday and Sunday are not p a r t of the eraployee's 

regular work week; or on the s i x t h or seventh consecutive day 

worked, s h a l l be paid f o r at two (2) tiraes the regular s t r a i g h t 

tirae hourly r a t e of pay. Such overtime s h a l l be computed on the 
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basis of corapleted f i f t e e n minute segments. Eraployees exerapt 

from the Fair Labor Standards Act s h a l l not be e l i g i b l e f o r 

overtirae under t h i s Section. There s h a l l be no pyramiding of 

overtirae and/or preraium pay. Daily and/or weekly overtime 

and/or premium pay s h a l l not be paid f o r the same hours worked. 

A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 

Section 5 . 3 Overtime Ecpialization 

A reasonable araount of overtirae and/or premiura tirae s h a l l 

be a condition of continued employraent. Overtime and/or premiura 

tirae referred to in th i s Agreement, s h a l l be offered f i r s t to 

the employee doing the job. l A l l overtime w i l l be distributed as 

equally as feasible over a reasonable period of time araong the 

eraployees within the sarae c l a s s i f i c a t i o n and within the sarae 

work location. 

Section 5.4 Reporting Pay 

When an eraployee reports f o r his or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainiraum of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the eraployee was t o l d at l e a s t three hours p r i o r t o his 

or her norraal s t a r t i n g tirae not t o report f o r work, except f o r 

reasons beyond the Eraployer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , eraployees raust advise the designated 
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person w i t h i n the Departraent of h i s or her current telephone 

nuraber. 

I f the eraployee works raore than two (2) hours, he or she 

s h a l l receive a rainiraura of four (4) hours work or pay for that 

day. I f the eraployee works raore than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay for that day. An 

eraployee who does not coraplete a norraal eight (8) hour s h i f t 

because he or she i s sent horae by the' Eraployer s h a l l have the 

option of using a portion of accrued vacation, personal or 

corapensatory tirae- for that day upon notice to the Employer. 

Section 5.5 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a rainiraum 

of two (2) hours pay at the appropriate overtime r a t e frora the 

time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 

In the event a General Foreman or Foreraan i s d i r e c t e d by 

the Eraployer t o respond t o eraergency c a l l s from home and outside 
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of his or her regular working hours, he or she w i l l be granted 

compensatory time at the appropriate rate for a l l v e r i f i e d time 

spent responding to the emergency from home, with a miniraura of 

15 rainutes of corapensatory tirae to be granted in any calendar 

day on which any such eraergency responses were required, up to a 

raaxiraura of two hours of corapensatory tirae in any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and/or compensatory time which 

employees have acctmiulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees in the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have . such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accumulate such time up to a maximvim of 160 hours. 

Use of compensatory time s h a l l be subject t o the 

ope r a t i o n a l needs of the Employer. A l l accumulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be p a i d t o employees i n the 

form of cash a t t h e i r c u r r e n t r a t e of pay. Nothing herein s h a l l 

be construed as t o allow the Employer t o fo r c e an employee t o 

use accrued compensatory time. 
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ARTICLE 6 
HOLIDAYS 

Section 6.1 

(a) F u l l tirae hourly employees s h a l l receive eight hours 

s t r a i g h t time pay f o r the holidays set f o r t h below: 

1. New Years Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Meraorial Day 
5. Independence Day 
6. Labor Day 
7. Colurabus Day 
8. Thanksgiving Day 

9. Christraas Day 

(b) Full-timie s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Years Day 

2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Meraorial Day 
7. Independence Day 
8. Labor Day 
9. .Colurabus Day 

10. Veteran's Day 
11. Thanksgiving Day 

12. Christraas Day 

(c) Employees covered by t h i s Agreement i n c l u d i n g 

probationary eraployees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreeraent. At the eraployee's 

option, the personal day may be scheduled' i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the employee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 
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provided' above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Employer. I f the employee i s required 

or allowed t o work on such designated day, the employee s h a l l 

receive the appropriate holiday premiura r a t e . An employee may 

e l e c t t o carry over the personal day to the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees raay not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the eraployee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Eraployer. New eraployees who 

coraraence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(d) The benefits set forth in (a) , (b) and (c) above s h a l l 

be paid provided the employee i s in pay status the f u l l 

scheduled work day iraraediately preceding and the f u l l scheduled 

work day immediately following such holiday, or i s absent from 

work on one or both of those days with the Employer's 

permission;' such permission s h a l l not be unreasonably denied. 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled to work on any calendar holiday 

as s p e c i f i e d i n Section 6.1, he/she s h a l l be paid at the r a t e of 

two (2) tiraes (which includes holiday pay) his/her norraal hourly 

ra t e f o r a i l hours worked. 

I f the eraployee i s not required to work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such employee s h a l l be paid 

eight hours at s t r a i g h t time f o r such holiday. 
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A l l holiday time s h a l l be considered tirae worked f o r the 

purposes of coraputing overtime except where the holiday f a l l s on 

the eraployee's•day o f f . 

Section 6.3 Failure to Report to Work on Scheduled Holiday 

I f an eraployee i s scheduled to work on a holiday and f a i l s 

to report to work, the employee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other emergency. 

Section 6.4 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Eraployer s h a l l have the option of granting ' the 

eraployee an extra day's pay or an extra day of vacation at a 

time mutually agreed upon between the eraployee and the 

department head, provided the employee works the f u l l scheduled 

workday iraraediately preceding and the f u l l scheduled workday 

immediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Eraployer f i n d s to be v a l i d . 
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ARTICLE 7 
VACATIONS 

Section 7.1 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year -''following the year i n which they were 

employed. An eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such eraployee's continuous service as of July 

1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous 

Service P r i o r t o July 1 Vacation 

Less than 6 years 13 days 

6 years or raore, but less 

than 14 years 18 days 

14 years or raore 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 7 .2 Pro Rata 'Vacation 

An eraployee s h a l l be e l i g i b l e f o r pro rata vacation i f : 

1. The eraployee d i d not have twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on 

the p a y r o l l as of January 1 of the current calendar year; 

or 

2. The eraployee was separated frora eraployraent, other than 

f o r cause, during a calendar year i n which the eraployee d i d 

not have twelve (12) raonths of continuous service. 

The araount of pro rata vacation i s deterrained by d i v i d i n g 

the nuraber' of months of continuous service the f u l l - t i m e 
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employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the 

amount of paid vacation f o r which the eraployee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole nuraber of days. Employee separated from eraployment, other 

than f o r cause, w i l l be paid on a suppleraental p a y r o l l as soon 

as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-tirae employee who work at l e a s t 80 hours per month 

earn vacation on a pro r a t a basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Employer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 F o r f e i t of Vacation A l l earned vacation leave 

s h a l l be forfeited unless (1) the eraployee was denied vacation 

by the eraployer, or (2) the eraployee i s on an approved leave of 

absence, or (3) the eraployee elects in writing to carry over 

vacation days (up to three (3) such vacation days of accrued and 

unused vacation days for employees with l e s s than ten (10) years 

of service, and up to f i v e (5) days of accrued and unused 

vacation days for employees with ten (10) or more years of 

service) for use individually or consecutively during the next 

vacation year, provided that notice of such election s h a l l be 

given to the eraployer before Deceraber 15 of the vacation year. 

Carry over days s h a l l not count against an employee's maximum 

niimber of single use vacation days provided for under t h i s 

Agreement. Such carry over vacation days raust be scheduled i n 

the then current year for use in the next year.' Cancellation or 

re-scheduling of carry over days s h a l l be controlled by the 
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provisions set forth i n the Agreement under Vacation Picks, upon 

mutual—agreeraent—ef—the—eraployer,—which—agreement—shall—net—be 

unreasonably—denied—er^ withheld, and such carry over clays must 

be taken on or before April June 30 of the next vacation year 

(or within six (6) raonths, in the case of an eraployee's return 

from an approved leave of absence). Nothing herein s h a l l l i m i t 

or prohibit the Employer from allowing the employee to 

reschedule carry over before June 30̂ *̂ , or approving the 

rescheduling of carry over days beyond June 30*̂ *̂ . Employees on 

duty d i s a b i l i t y s h a l l retain any vacation leave earned prior to 

being placed on duty d i s a b i l i t y leave, together with a l l 

vacation tirae earned during the period of duty d i s a b i l i t y for 

the twelve (12) raonths following the date in which the person 

becarae disabled, and s h a l l be e n t i t l e d to use such vacation tirae 

within twelve (12) raonths following their return to work. 

Section 7.4 Employee Laid Off or Discharged 

Eraployees who are terrainated f o r cause are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d t o the amount of vacation pay i n t h e i r bank 

a t the time of r e s i g n a t i o n . Eraployees s h a l l not earn vacation 

c r e d i t f o r any period' during which they are on l a y o f f or leave of 

absence without pay i n excess of 30 days (e.xcept where such leave 

was adjudged e l i g i b l e f o r duty d i s a b i l i t y ) or engaged i n conduct 

i n v i o l a t i o n of A r t i c l e 12 of t h i s Agreeraent. I n the event of 

the death of an . e l i g i b l e employee, the s u r v i v i n g widow, widower 

or estate s h a l l be e n t i t l e d to any vacation pay t o which the 

deceased eraployee was e n t i t l e d . 
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Section 7.5 Rate of Pay 

The r a t e of vacation pay s h a l l be coraputed by raultiplying 

the eraployee's s t r a i g h t tirae hourly r a t e of pay i n e f f e c t f o r the 

eraployee's regular job at the tirae the vacation i s being taken, 

times 8 hours per day, times the nuraber of days' vacation t o 

which the eraployee i s e n t i t l e d . Salaried eraployees s h a l l receive 

t h e i r regular salary i n e f f e c t at the tirae the scheduled vacation 

i s taken. 

Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Departraent Head s h a l l have the r i g h t t o 

deterraine the nuraber and scheduling of crews and eraployees who 

can be on vacation at any one time without hindering the 

operation of the Departraent. The Departraent w i l l not designate 

any time or period during the calendar year when e l i g i b l e 

employees would be p r o h i b i t e d from scheduling and t a k i n g vacation 

tirae. 

Eraployees s h a l l make vacation picks at a tirae and i n the 

manner c u r r e n t l y provided f o r by t h e i r Department. The 

Departraent w i l l respond to the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s raade, but not raore than fourteen (14) days frora the 

date the request i s received by the Departraent, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe eraergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storras), a 
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severe raanpower shortage which may s e r i o u s l y hinder the 

Department's operations, or where an eraployee possesses a unique 

s k i l l indispensable t o ' the iraraediate. perforraance of a 

Departraent's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payraent of the vacation pay (thereby 

reducing the t o t a l of the eraployee's accrued vacation tirae) plus 

payraent to the eraployee of the appropriate pay r a t e f o r a l l hours 

worked as i f i t were a norraal work day, or f o r a norraal work day, 

whichever i s greater, unless the eraployee v o l u n t a r i l y agrees t o 

reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an employee s h a l l 

occur only in the most extrerae eraergencies. In the event of 

such cancellation, the Employer w i l l reimburse the eraployee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Reciprocity With Other Aooomblieo 

Anŷ  employee ef the C i t y ef Chicago h i r e d p r i o r t e 

february 13,—1986 who has—rendered s e r v i c e — t o tho County of Cook, 

-th e — C h i c a g o — P a r k — D i o t r i c t , — t h e — C h i c a g o — H o u s i n g — A u t h o r i t y , — t h e 

- F o r e s t — P r e s e r v e — D i s t r i c t , — t h e — M e t r o p o l i t a n — S a n i t a r y — D i o t r i c t — e t 

G r e a t e r — C h i c a g o , — t h e — S t a t e — e f — i l l i n o i s , — t h e — C h i c a g o — B o a r d — e t 

Education, the C i t y — C o l logos ef Chicago, Coraraunity College 

D i s t r i c t — 5 0 8 ,—the—Chicago—Tranoit—Author 1 t y , — t h e — P u b l i c — B u i l d i n g 

Commiooion—ei—Chicago,—th-e—Chicago—U rban—Tr-anspo r t a t ion—D.i.strict, 

e n d — t h e — R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e — t h e — r i g h t 
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t-e—have the—period—ef—s-uch—service—credited—end—counted—fer—the 

p u r p o o o — e f — c o r a p u t i n g — t h e — n u r a b c r — e t — y e a r s — e i — s e r v i c e — a - s — a n 

e r a p l o y e e — e f — t h e — C i t y — f e r — v a c a t i o n s , — p r o v i d e d — t h a t — s u c h — s e r v i c e 

hae—been—continuous—servico . However,—vacation—tirae—accrued 

V'/hilc—working—fer—another—public—agency—ie—net—transferable . 

Eraployees hired—after—February—12r- ,—198 6—whe—render—ocrvicc—fe^ 

eny—other—eraployor—ae—otatcd—above—shall—have—the—right—to have 

ti^e—period—et—ouch—service—credited—and—counted—fer—the—purpooc 

of coraputing the nuraber of years—of oorvicc as—an eraployee of the 

City for vacations,—provided a raajority of other craployceo—of the 

Eraployer receive such credit. 

Section 7.8 Non-Consecutive Vacation Days 

Eraployees raay receive up t o f i v e s i x of t h e i r vacations 

days one or raore days(s) at a time as days o f f i n each year. 

Such days o f f s h a l l be scheduled pursuant t o Section 7.6 above 

(Vacation S e l e c t i o n ) . Such days(s) o f f s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the employee seeks such days so l a t e 

i n the vacation year t h a t the eraployee's supervisor cannot 

reasonably grant the eraployee's request, such days s h a l l be 

scheduled by the Employer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 
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days ( f o r example, Monday w i l l be considered consecutive w i t h 

Wednesday, Thursday and Friday) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side of the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees may designate and use at t h e i r o ption up t o f i v e 

-(r&i .six (6) of t h e i r vacation days i n each year of t h i s 

Agreement as si c k days t o cover periods of bonafide raedical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l i n clude (or 

may be expanded upon by the Ci t y ) : ( i ) mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic partner or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

p a r t n e r i s r e g i s t e r e d w i t h the Department of Human Resources. 

The Employer reserves the r i g h t t o ask the eraployee t o f u r n i s h 
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proof of said i l l n e s s . An eraployee d e s i r i n g t o use vacation days 

as s i c k days under t h i s p r o v i s i o n s h a l l inforra the 

representative of the Eraployer who eraployees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the tirae he/she 

c a l l s i n t o report an i l l n e s s . Salaried eraployees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreeraent s h a l l be i n e l i g i b l e 

t o use vacation days as sick days while they have a v a i l a b l e 

unused s i c k days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 

Continuous service raeans continuous paid eraployment frora 

the employee's l a s t date of h i r e , without a break or i n t e r r u p t i o n 

i n such paid eraployment. I n a d d i t i o n , an employee earns 

continuous service c r e d i t even though he or she i s not paid f o r : 

1. An unpaid leave of absence of one year or less or 
l a y o f f of 30 days or le s s ; or 

2. An absence where the eraployee i s adjudged e l i g i b l e f o r 
duty d i s a b i l i t y corapensation. 

Section 8.2 Interruption i n Service 

a) Non-seasonal eraployees who work a miniraura of ei g h t y 

(80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 

f o r the tirae worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

1) absences without leave 

2) absences due t o suspension 
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3) unpaid leaves of absence f o r raore than 30 days or 
l a y o f f f o r raore than 30 days, unless eraployees 
are allowed t o accuraulate s e n i o r i t y under t h i s 
Agreeraent. 

b) Seasonable eraployraent of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service f o r 

the tirae worked. 

c) Seasonable eraployraent in excess of 120 days in any 

calendar year s h a l l be credited toward continuous service. 

Section 8.3 Reciprocity 

Eraploycco h i r e d — p r i o r te February 12-, 1986 whe have 

re n d e r e d — s e r v i c e t e — t h e County—ef—Cook, the—Chicago Parle 

D i s t r i c t , the Forest Preserve D i s t r i c t , the—Chicago—Housing 

A u t h o r i t y , — t h e Metropolitan Sanitary D i o t r i c t — o f Groatcr Chicago, 

t h e — S t a t e — e f — I l l i n o i s , — t h e — C h i c a g o — B o a r d — e f — E d u c a t i o n , — C i t y 

Colleges—ef—Chicago,—Coraraunity—College—District—508,—the—Chicago 

T r a n o i t — A u t h o r i t y , Public—Building—Coraraiosion—ei—Chicago, the 

Chicago Urban Tranoportation D i s t r i c t and the Regional 

T r a n s p o r t a t i o n — A u t h o r i t y — s h a l l — h a v e — t h e — p e r i o d — e t — o u c h service 

c r o d i t c d — a n d — c o u n t e d — f e r — t h e — p u r p o s e — e f — a d v a n c e m e n t — w i t h i n 

l o n g e v i t y — s a l a r y — s c h e d u l e s . However, employeeo h i r e d — a f t e r 

February—12-,—198 6—whe—render—oervicc—ter—an-y—other—eraployor—ae 

stated—above—shall—have—t-he—right—te—have—t-he—period—et—such 

service—credited—and—counted—fer—t-he—purpose—et—advanceraent 

within—longevity—salary—ocheduleo—provided—a—raa j o r i t y — e f — o t h e r 

eraploycco—of the—Eraployor—rcccive—such—credit. 

Section 8.4 Break in Service 
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Notwithstanding the provisions of any ordinance or rule to 

the contrary, continuous service of an employee i s broken, the 

eraployment relationship i s terrainated, and the eraployee s h a l l 

have no right to be rehired, i f the employee quits, i s 

discharged, r e t i r e s , i s absent for five (5) consecutive work days 

without notifying the employee's authorized Employer 

representative unless the circurastances preclude the Eraployee, or 

soraeone on his or her behalf, from giving such notice, does not 

actively work for the Eraployer for twelve (12) raonths (except for 

approved f u l l tirae Union representative leaves or raedical leaves 

of absence and duty d i s a b i l i t y leaves), or i s on layoff for raore 

than twelve (12) consecutive raonths i f the employee has less than 

five (5) years of service at the time of the - layoff, or i s on 

layoff for more than two (2) years i f the eraployee has five (5) 

or raore years of service at the tirae of the layoff. 

Section 8.5 Probationary Employment 

New eraployees, h i r e d a f t e r r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary eraployees f o r the f i r s t -six—(-6i 

twelve (12) raonths of t h e i r eraployraent and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Employer a f t e r eî « (-6-)- twelve (12) months s h a l l be Career 

Service employees and s h a l l have t h e i r s e n i o r i t y date raade 

r e t r o a c t i v e t o the date of t h e i r o r i g i n a l h i r i n g . Probationary 

employees raay be d i s c i p l i n e d or discharged as e x c l u s i v e l y 
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determined by the Eraployer and such Eraployer action s h a l l not be 

subject to the grievance procedures, provided that, (1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Employer, within i t s discretion, rehires a former 

eraployee who did not coraplete his/her probationary period within 

one year from the employee's terraination, and said former 

eraployee had served 90 days or more of his/her probationary 

period, a l l time previously served in the probationary period 

s h a l l be counted for purposes of determining when the said 

eraployee corapletes his/her probationary period. A probationary 

eraployee who has served 90 days or raore of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for eraployraent in the sarae job t i t l e in the 

departraent frora which he/she was l a i d off, so long as he/she 

does not refuse an offer of employraent, and does not suffer a 

break in service under Section 8.4 of this Agreement. Seasonal 

employees who have worked without a break in service or who have 
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worked more than twelve (12) consecutive months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary eraployees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreeraent. Probationary eraployees s h a l l be compensated at the 

same, rate as career service employees. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

a) The Employer s h a l l provide t o eraployees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided to a raajority of 

other eraployees of the C i t y under the sarae terras and conditions 

applic a b l e t o said other eraployees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 

31 
2454993.4 



b) Employees who participate in the Employer; raedical 

care plan or an HMO s h a l l raake the following contributions 

toward their health care coverage, based on the applicable 

percentage of their base salary, subject to the then-applicable 

salary cap: 

i ^ eraployee raedical c o n t r i b u t i o n s are based en a 

corapooito—1. 6°o—et—baoo—salary—fer—single,—craplo.yce—and—one,—end 

family—levels—ef—coverage—ae—specified—below. Fer—example,—the 

c o n t r i b u t i o n o — a t — s e l e c t e d — s a l a r y — l e v e l s — p e r — p e y ^ — p e r i o d — a r e — a e 

f ollovjs: 
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S a l a r y 

S i n g l e Employee + 1 Fami ly Cap 

J u l y 1, 2017 1.2921% 1.9854% 2.4765 $90,000 

J u l y 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

J u l y 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

J u l y 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

A l l c o n t r i b u t i o n s s h a l l be raade on a pre-tax basis and are 

payable on a per pay period basis. 

22)- e f f e c t i v e — J u l y — i - , — 2 0 0 6 — e r a p l o y o o — r a e d i c a l — c o n t r i b u t i o n o 

a r e — b a s e d — e n — a — c o r a p o o i t o — 2 . 0 % — e t — b a s e — s a l a r y — f - e r — s i n g l e , 

eraployee—and ' o n e , — a n d — f a r a i l y — I c v c l o — e f — c o v e r a g e — a - s — s p e c i f i e d . 

below.—Fer—exaraple,—the—contributiono—at—selected s a l a r y — l o v c l o 

per pay period are ao—follows: 

ANNUAL SINGLE EMPLOYEE I'l FAMILY 

Aii—contributiono—shall—be—raade—en—a—pre—tax—basis—a-nd—are 

payable on a per pay period basis.. 

c) The b e n e f i t s provided herein s h a l l be provided through 

a s e l f -insurance plan or under a group insurance p o l i c y , selected 
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by the Employer. A l l b e n e f i t s are subject t o standard p r o v i s i o n s 

of insurance p o l i c i e s between Employers and insurance companies. 

d) A dispute between an eraployee (or his/her covered 

dependent) and the processor of clairas s h a l l not be subject to 

the grievance procedure provided f o r i n the Agreeraent between the 

Eraployer and the Union. 

e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) . s h a l l be raade a v a i l a b l e t o q u a l i f i e d 

eraployees. The Eraployer raay o f f e r coverage under more than one 

HMO. The eraployee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreeraent to the contrary. 

f ) Where both husband and wife or other faraily raerabers 

e l i g i b l e under one.- faraily coverage are eraployed ' by the Eraployer, 

the Eraployer s h a l l pay f o r only one faraily insurance or f a m i l y 

health plan. 

g) • The current p r a c t i c e p e r r a i t t i n g eraployees t o use 

vacation or other tirae due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreeraent. 

h) Consistent w i t h the terras of the Eraployer's e x i s t i n g 

Group Health Care Plan, and the applica b l e r u l e s thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 
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suspension l a s t i n g 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued raedical coverage f o r a 

raaxiraura of 12 weeks, subject t o the terras of the Plan and any 

other a p p l i c a b l e p r o v i s i o n s of t h i s Agreeraent. Employees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued medical coverage as provided under the terms of the 

Plan and i t s applicab l e r u l e s . As a c o n d i t i o n of continued 

raedical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees must make a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terras of the 

Plan and i t s a p p l i c a b l e r u l e s . I n the event t h a t an eraployee 

loses coverage under the Plan, he or she w i l l be provided n o t i c e 

thereof, the forra of which raay include, but i s not l i r a i t e d t o , a 

COBRA no t i c e , a HIP7\A n o t i c e , a w r i t t e n coraraunication from the 

Employer or i t s insurance c a r r i e r , or some other s i r a i l a r 

advisory. 

i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be subject to an annual deductible of $35 per household. 

Ef f e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

subject to an annual deductible of $75 per household. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Labor Management Cooperation 
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Comraittee ("LMCC") pursuant to applicable state and federal law. 

The purpose of the LMCC i s to research and make recoraraendations 

and decisions within i t s authority related to the achieveraent of 

signific a n t and raeasurable savings in the cost of eraployee 

health care during the terra of this Agreeraent. The Parties 

s h a l l raeraorialize their intent to create th i s LMCC by executing 

an Agreeraent and Declaration of Trust ("Trust Agreeraent") 

conteraporaneously with the execution of each Coalition Union's 

co l l e c t i v e bargaining agreeraent with the City of Chicago. Said 

Trust Agreeraent s h a l l be attached to th i s Agreeraent as 

Appendix C. 

Section 9.3 

The Trust Agreeraent s h a l l address, without l i r a i t a t i o n , the 

f o l l o w i n g : 

a. Forraation of a Coraraittee t o govern the LMCC 

co n s i s t i n g of up t o twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be 

appointed by the C o a l i t i o n Unions. 

b. Appointraent by the C i t y and C o a l i t i o n of a Co-

Chair and Vice-Cochair as designated i n the Trust 

Agreement. 
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c. A u t h o r i t y of the LMCC t o raake-recoraraendations and 

raodifieations i n the health plan expected t o 

r e s u l t i n savings and cost containraent. 

d. Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d 

p a r t i e s . 

Section 9.4 

For purposes of t h i s A r t i c l e , an "eraployee" s h a l l raean a 

City eraployee represented by signatory labor organizations of 

this Agreement. A "Coalition Union" means signatories to thi s 

Agreeraent which have executed a c o l l e c t i v e bargaining agreeraent 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 

million (as calculated with respect to the Coalition Unions) by 

2020. The parties w i l l work through the LMCC to identify changes 

that w i l l r e s u l t i n the required savings. I f , prior to 

January 1, 2020, the parties have not reached agreement upon the 

proposed changes, each party w i l l siabmit i t s offer of proposed 

changes and the amount proposed to be reduced, including the 

methodology for estimating the value of the proposed changes, to 

a mutually agreed upon arbitrator, who w i l l be limited to 

selecting either the City's or the Coalition Unions' offer. The 
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o f f e r selected by the a r b i t r a t o r w i l l be b i n d i n g on the p a r t i e s 

and on the LMCC. 

Section 9.6 

The C i t y agrees t o provide representatives from the 

C o a l i t i o n Unions i n f o r m a t i o n , such as the claims experience from 

the C i t y r e t i r e e h e a l t h plans, and other r e l e v a n t 

data/information so t h a t the C o a l i t i o n Unions can explore the 

f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h plan 

separate and independent from the C i t y ' s plans t h a t could cover 

c e r t a i n C i t y r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be 

provided w i l l i n c l u d e , but not be l i m i t e d t o , a census f o r the 

cu r r e n t non-Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, 

coverage t i e r ( s i n g l e , couple, f a m i l y , e t c . ) , and z i p code of 

residence, as w e l l as the claims i n f o r m a t i o n and enrollment 

counts f o r the l a s t three (3) years. The Unions agree t o execute 

any appropriate c o n f i d e n t i a l i t y agreements necessary f o r the 

release of such i n f o r m a t i o n . The p a r t i e s understand and agree 

t h a t the i d e n t i t y of any s p e c i f i c i n d i v i d u a l w i l l not be 

ascertainable from the i n f o r m a t i o n supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an eraployee's iraraediate f a m i l y 

such employee s h a l l be e n t i t l e d to a leave of absence up t o a 

raaxiraum of three consecutive days i n c l u d i n g tho day of the 
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f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a raaxiraura of f i v e consecutive 

days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such time as she/he i s 

required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not to exceed e i g h t hours per day) . Salaried 

eraployees s h a l l receive the leave of absence without a d d i t i o n a l 

corapensation. 

The eraployee's iraraediate f a m i l y s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, raother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, b r o t h e r - i n - l a w , grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the "employee i s 

a court-appointed l e g a l guardian. The Eraployer raay, at i t s 

option, require the employee t o submit s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 

Section 10.2 Milita r y Leave 

Any. eraployee who i s a raeraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g prograra or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 
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period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her m i l i t a r y pay f o r a l l days compensated by the 

Eraployer w i t h the C i t y Comptroller. Any employee who i s a 

raeraber of the National Guard of the United States or of the 

State of I l l i n o i s and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g progr-ara or perform other duties 

under the supervision of the United States or the State of. 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed f i f t e e n (15) calendar 

days i n any calendar year, provided t h a t the employee deposits 

his/her m i l i t a r y pay f o r a l l days compensated by the Employer 

w i t h the C i t y Comptroller. Any r e s e r v i s t c a l l e d f o r a c t i v e duty 

on or a f t e r Septeraber 11, 2001, sh,all be e n t i t l e d t o f u l l s alary 

and raedical b e n e f i t s , provided t h a t paid leave s h a l l be 

conditioned upon payraent of railitary pay to the Coraptroller. The 

r i g h t t o t h i s a d d i t i o n a l paid leave s h a l l a u t o r a a t i c a l l y 

terrainate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the eraployee's 

vacation or other leave b e n e f i t s . 

Section 10.3 Jury Duty Leave/Subpoena 

An eraployee who serves on a j u r y or i s subject to a proper 

subpoena (except i f the eraployee i s a party t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the term of 
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such absence, provided t h a t the eraployee deposits h i s or her j u r y 

duty pay w i t h the C i t y Coraptroller. 

^• 
Section 10.4 Sick Leave 

S a l a r i e d — e r a p l o y e e s — w h e — a r e — g r a n t e d — p a i d — l e a v e — e n — t h e 

e x e c u t i o n — e f — t h i s Agreeraent—shall—continue—te—receive—the—sarae 

o i c k — i c a v o — p r o v i s i o n o — d u r i n g — t h e — t e r r a of—thio—Agroeraont,—s-e—long 

a - s — h e / s h e — c o n t i n u c o — t e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w e e 

r e c e i v i n g — o i c k — l e a v e — a t — t h e — e x e c u t i o n — e t — t h i s — A g r e e r a e n t . Thio 

p r o v i s i o n — w i l l — n e t — a f f e c t — a n y accuraulated—oick—leave—craployceo 

raay—have—at—the—execution—et—thio—Agreeraent. An—oraploycc—shall 

have—the—option—te—uee—up—te— a i ^—days—ef—sick—leave—per year—fer^ 

t h e — i l l n e s s — o f an—iraraediately faraily raeraber. 

Notwithotanding t h e — f o r e g o i n g , E e f f e c t i v e January 1, 1998 

and thereafter, said s a l a r i e d employees who receive paid sick 

tirae s h a l l accrue sick tirae at the rate of :One (1) day for each 

raonth of eraployraent. Employees may use up to s i x (6) days of sick 

time per year for the bona fide i l l n e s s of family members, who 

s h a l l include (or may be expanded upon by the C i t y ) : ( i ) mother, 

father, husband, wife, brother or s i s t e r (including blood, step 

or adopted), father-in-law, mother-in-law, daughter-in-law, son-

in-law, grandparents or grandchildren; or ( i i ) domestic partner 

or the domestic partner's mother, father, son or daughter 

(including blood, half, step or adopted), provided that the 

employee's domestic partner i s registered with the Department of 

Human Resources. In the event an eraployee experiences a serious 

health condition within the meaning of the Family Medical Leave 
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Act, ie—hospitalized, upon request of the eraployee, the Employer 

w i l l make available to said employee up to the f u l l amount of 

sick tirae the era'ployee would have accrued for the reraainder of 

that calendar year as i f he/she were actively eraployed, in order 

to cover the absence resulting frora the hospitalization and 

recovery. Upon his/her return to work, the employee w i l l begin 

to accrue sick tirae with the s t a r t of the next calendar year. 

The Employer reserves the right to require an employee to provide 

documentation of the i l l n e s s in question. 

Section 10.5 Personal Leave 

Non-probationary eraployees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of such 

leave s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. S e n i o r i t y 

s h a l l accuraulate f o r eraployees on said leaves. Eraployees who 

r e t u r n frora said leave s h a l l be r e i n s t a t e d t o t h e i r forraer job 

c l a s s i f i c a t i o n , i f the Eraployer deterraines i t i s vacant or i f i t 

i s then occupied by an eraployee w i t h lower s e n i o r i t y . I f the 

eraployee's forraer job i s not a v a i l a b l e because the eraployee would 

have been l a i d o f f i f the eraployee had not been on a leave of 

absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n accordance 

wi t h and subject t o the l a y o f f , r e c a l l and break-in-service 

provisions of t h i s Agreeraent. 

Bargaining u n i t employees who have corapleted t h e i r f i r s t 12 

raonths of eraployraent and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d to f a m i l y 

and raedical leave f o r a period of up to twelve (12) work weeks 
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during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an eraployee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placeraent w i t h the eraployee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) t o care f o r the employee's spouse, c h i l d or parent w i t h 

a serious h e a l t h c o n d i t i o n ; 

(4) due t o a serious h e a l t h c o n d i t i o n a f f e c t i n g the 

employee. 

Such leave s h a l l be without pay unless the eraployee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s A r t i c l e , 

the employee's health care coverage s h a l l be maintained and paid 

f o r by the eraployer, as i f the employee was working and s e n i o r i t y 

s h a l l accrue. 

Any eraployee d e s i r i n g t o take leave under t h i s Section 

s h a l l provide reasonable advance not i c e t o the eraployer on a form 

provided by the eraployer, which forra s h a l l be approved by the 

Union. Reasonable advance n o t i c e s h a l l be no less than ten (10) 

days; and where advance n o t i c e cannot be provided, the employee 

s h a l l provide notice w i t h i n 48 hours a f t e r the employee i s able 

to do so. F a i l u r e to provide the not i c e provided f o r i n t h i s 

Section s h a l l not a f f e c t the v a l i d i t y of the leave where the 

employer has actual n o t i c e . Except as raay be s p e c i f i c a l l y stated 

i n t h i s Agreeraent, eraployees s h a l l take leave provided f o r as 

perraitted by the pr o v i s i o n s of the Family Medical Leave Act, 
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including i t s rules and regulations. Employees s h a l l have a 

right to return to their regular assignraent and location. 

Section 10.6 Duty D i s a b i l i t y Leave 

Any eraployee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Eraployer w i l l raail 

the i n i t i a l Duty D i s a b i l i t y payraent w i t h i n ten working days upon 

re c e i p t .of v e r i f i e d a u t h o r i z a t i o n frora the approving a u t h o r i t y . 

Subsequent payraent f o r e l i g i b l e eraployees w i l l be raade twice a 

raonth. I f duty d i s a b i l i t y i s denied, and such d e n i a l i s l a t e r 

reversed, the eraployee s h a l l be paid up t o date the araount the 

eraployee was e l i g i b l e t o receive. Employees who r e t u r n from said 

leaves s h a l l be r e i n s t a t e d t o t h e i r forraer job c l a s s i f i c a t i o n , i f 

i t i s vacant or i f i t i s then occupied by an eraployee w i t h lower 

s e n i o r i t y . I f the eraployee's forraer job c l a s s i f i c a t i o n i s not 

a v a i l a b l e because the eraployee would have been l a i d o f f i f the 

eraployee had not been on a leave of absence, the eraployee raay 

exercise s e n i o r i t y r i g h t s i n accordance w i t h the subject t o the 

l a y o f f , r e c a l l and break-in-service provisions of t h i s Agreeraent. 

The Employer w i l l raail the i n i t i a l Duty D i s a b i l i t y payraent 

w i t h i n fourteen (14) days of the Employer's designated medical 

o f f i c e r being advised by the employee or h i s - physician of the 

occurrence of a j o b - r e l a t e d i n j u r y , provided t h a t there i s no 

dispute as to eraployee's entitleraent to Duty D i s a b i l i t y . 
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Section 10.7 Medical Leave 

Non-probationary eraployees s h a l l be granted raedical leaves 

of absence upon request. Said medical leaves of absence s h a l l be 

granted f o r up to 3 raonths, provided said leaves s h a l l be 

renewable f o r l i k e 3-raonth periods. The Eraployer raay request 

s a t i s f a c t o r y proof of raedical leaves of absence. A f t e r the f i r s t 

year, such raedical leaves s h a l l be extended i n up t o one year 

segraents. Eraployees on raedical leaves of absence s h a l l r e t u r n t o 

work proraptly a f t e r t h e i r doctor releases them t o r e t u r n t o work. 

Eraployees who r e t u r n frora said raedical leaves of absence 

proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r forraer job c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an eraployee of lower s e n i o r i t y . I n 

a d d i t i o n , the Eraployer w i l l r e t u r n an eraployee t o the sarae 

geographic l o c a t i o n of h i s or her previous job assignraent f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

eraployee's forraer job i s not a v a i l a b l e because the eraployee would 

have been l a i d o f f i f the eraployee had not been on a leave of 

absence, .the eraployee raay exercise s e n i o r i t y r i g h t s i n accordance 

w i t h and subject t o l a y o f f , r e c a l l and break-in-service 

pr o v i s i o n s of t h i s Agreeraent. 

A f t e r one year on an approved raedical leave of absence, 

eraployees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 

release and who raeet the f o l l o w i n g continuous service 

requireraents s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g forraula: three (3) months of such reinstateraent 

45 
2 4 54 9 9 3.4 



r i g h t s f o r every year of service t o a raaxiraura of f i v e (5) years 

reinstateraent r i g h t s . 

An eraployee who does .not raeet the above e l i g i b i l i t y 

requireraents and who returns to work promptly a f t e r ' his/her 

doctor's release a f t e r more than one year on a medical leave of 

absence, s h a l l be returned to his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the eraployee w i l l be placed on a 

l i s t f o r reinstateraent. 

S e n i o r i t y s h a l l accuraulate f o r eraployees on raedical leaves 

of absence f o r only up to one year. A f t e r one year, an eraployee 

on a raedical leave of absence s h a l l r e t a i n , but not accuraulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Eraployer s h a l l grant request f o r leaves of absence f o r 

up t o eraployees f o r the purpose of service as Laborer 

Representative or o f f i c e r w i t h the I n t e r n a t i o n a l State D i s t r i c t 

Council or Local Organization of the Union f o r the d u r a t i o n of 

his/her appointraent t o the Union, provided reasonable advance 

notice i n w r i t i n g i s given t o the eraployer. While on such leave 

the eraployee s h a l l not include a break i n continuous service. An 

eraployee on said leave of absence s h a i l not be e l i g i b l e f o r any 

b e n e f i t s as an employee. 

Employees who r e t u r n frora Union leaves of absence s h a l l 

have the sarae r i g h t s as eraployees who r e t u r n frora raedical leaves 

of absence. 
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Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during th e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction; with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 
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• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from -work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded frora t h i s grievance procedure. Suspensions over 10 days 

and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

app l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or more raay be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted frora a discharge to a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become ..arbitrable as a r e s u l t of said 

decision. The grievance procedure provisions herein and the 
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Personnel or Police Board appeals procedure are rautually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any impropriety or cause has the r i g h t t o ask f o r and receive a 

Union r e p r e s e n t a t i v e t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l take 

place at reasonable times and places and s h a l l not coraraence u n t i l 

the Union representative a r r i v e s , provided t h a t the Eraployer does 

not have t o have the i n t e r r o g a t i o n unduly delay. An employee may 

be discharged f o r j u s t cause before the Personnel or Police Board 

hearing, provided t h a t said employee s h a l l be guaranteed, upon 

request, a f u l l hearing before said Board, i n accordance w i t h the 

said Board's r u l e s . I t i s f u r t h e r provided t h a t i n the event of 

non-egregious offenses, not t o include v i o l e n t acts, c r i r a i n a l 

acts, d r i n k i n g alcohol or t a k i n g i l l e g a l drugs on the job, 

in s u b o r d i n a t i o n or work stoppages, the eraployee w i l l be given 30 

days advance n o t i c e of discharge, and has 7 days frora r e c e i p t of 

the notice- t o appeal. I f the employee does not f i l e an appeal 

w i t h i n the 7-day appeal period, the Eraployer raay then reraove the 

employee from the p a y r o l l . I f the eraployee appeals the 

discharge, the Personnel Board s h a l l be • requested to set a 

hearing date wi.thin the 30-day noti c e period and the eraployee 

s h a l l reraain on the p a y r o l l f o r the f u l l n o t i c e period, except i f 

p r i o r t o completion of the 30-day noti c e period (1) the Hearing 

O f f i c e r a f f i r r a s the discharge; or (2) the eraployee continues the 

discharge hearing; or (3) the employee withdraws h i s appeal or 

otherwise engages i n conduct which delays the completion of the 
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hearing. However, i n no event raay the eraployee require the 

eraployer t o r e t a i n the eraployee on the p a y r o l l beyond, the 30-day 

period. The i n t e r r o g a t i o n s h a l l take place at reasonable tiraes 

and places and s h a l l not coraraence u n t i l the Union representative 

a r r i v e s , provided t h a t the Employer does not have to wait an 

unreasonable tirae and the Eraployer does not have t o have the 

i n t e r r o g a t i o n unduly delayed. The Union s h a l l have the r i g h t t o 

have i t s representatives present at e i t h e r of the Board(s) or the 

grievance procedure, i n c l u d i n g a r b i t r a t i o n , and to a c t i v e l y 

p a r t i c i p a t e . 

(c)- The Eraployer w i t h i n i t s d i s c r e t i o n raay deterraine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

repriraand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the offense 

or the employee's p r i o r record. Such d i s c i p l i n e s h a l l be 

administered as soon as p r a c t i c a l a f t e r the Eraployer has had a 

reasonable o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a meeting w i t h the Union and employee. The Eraployer i s 

not o b l i g a t e d t o raeet w i t h the eraployee and Union p r i o r t o t a k i n g 

d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable or i n 

emergency s i t u a t i o n s . 

Demotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be part of an eraployee's d i s c i p l i n e . 

In cases of o r a l warnings, the supervisor s h a l l inforra the 

eraployee t h a t she/he i s r e c e i v i n g an o r a l warning and the reasons 

t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

eraployee's iraraediate supervisor s h a l l raeet w i t h the eraployee and 
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n o t i f y hira/her of the accusations against the employee and give 

the eraployee an op p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the names of 

witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

docuraents the eraployee or Union i s l e g a l l y e n t i t l e d to receive, 

to the extent then known and a v a i l a b l e . Eraployer's f a i l u r e t o 

s a t i s f y t h i s Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

rev e r s a l of the Eraployer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer t o pay back pay t o the eraployee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the eraployee and 

the Union s h a l l be given, i n w r i t i n g , a stateraent of the reasons 

t h e r e f o r e . The eraployee s h a l l i n i t i a l a copy, noting r e c e i p t 

only, which s h a l l be placed i n the employee's f i l e . The employee 

s h a l l have the r i g h t t o make a response i n w r i t i n g which s h a l l 

becorae p a r t of the eraployee's f i l e . 

Any record of d i s c i p l i n e raay be r e t a i n e d f o r a period "of 

tirae not t o exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless a 

p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at le a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-raonth period. I f an eraployee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the eraployee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the eraployee, or 

i n the case of proraotions or t r a n s f e r s . 

In the event t h a t a -discharged eraployee appeals an adverse 

decision of the Personnel or Police Board to the C i r c u i t Court of 
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Cook County, or t h e r e a f t e r t o the Appellate Court of I l l i n o i s , 

and the decision of the Personnel or Police Board i s reversed or 

reraanded r e s u l t i n g i n r e s t o r a t i o n of the job, the Eraployer w i l l 

pay the eraployee's reasonable attorney's fees which he or she has 

inc u r r e d i n connection w i t h the court proceeding, excluding fees 

i n c u r r e d before the Personnel or Police Board. The eraployee 

s h a l l submit a post-appeal fee p e t i t i o n t o the Employer, which 

s h a l l be supported by f u l l documentation of the work perforraed, 

the hours expended, and the rates paid by the eraployee. Should 

the p a r t i e s be unable t o agree on the proper amount of the fees 

to be paid to the employee, e i t h e r p a r t y raay r e f e r the dispute t o 

a r b i t r a t i o n under the relevant provisions of t h i s agreeraent. 

Section 11.2 Procedure For Department Review of Disciplinary 
Action Including Suspension 

Step 1. Within f i v e (5) working days a f t e r an eraployee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y a c t i o n , 

i n c l u d i n g a suspension f o r ten (10) days or less which i s 

not appealable t o the Personnel or Police Board, or i n the 

case of suspensions of 11 or raore days which raay be appealed 

to a r b i t r a t i o n i n l i e u of the Police or P'ersonnel Board upon 

the w r i t t e n request of the Union, the Eraployer sh'all conduct 

a meeting w i t h the Union and employee. D i s c i p l i n e s h a l l be 

administered as soon as possible a f t e r the Eraployer has had 

a reasonable o p p o r t u n i t y to f u r t h e r i n v e s t i g a t e the matter 

as appropr .i a te. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 
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meeting or f u r t h e r i n v e s t i g a t i o n , the employee may request 

i n w r i t i n g t o the departraent head f o r review of said 

d i s c i p l i n a r y a c t i o n on a forra provided by the Eraployer. 

Said request f o r review s h a l l be i n w r i t i n g and subraitted 

w i t h i n three (3) working days of r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review forra s h a l l be p r i n t e d on the 

back of or attached t o the not i c e of d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e t o subrait a 

w r i t t e n request f o r review of d i s c i p l i n a r y .action w i t h i n 

three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the eraployee's r i g h t t o review. 

Step 2. Within three (3) working days or any rautually agreed 

upon extension a f t e r the department head or designed 

receives the employee's request f o r review, the department 

head or designed s h a l l conduct a raeeting to review the 

suspension. F a i l u r e t o conduct said raeeting i n three (3) 

days w i l l r e s u l t i n autoraatic advanceraent t o Step 3 and the 

Union s h a l l so n o t i f y the Eraployer. At the raeeting, the 

Departraent w i l l give the basis f o r i t s a c t i o n and the 

eraployee and Union rep r e s e n t a t i v e , i f any, w i l l be heard and 

provided the o p p o r t u n i t y to ask questions. The departraent 

head or designed s h a l l render a w r i t t e n decision w i t h i n two 

(2) working days of the meeting, except where both p a r t i e s 

agree a f u r t h e r i n v e s t i g a t i o n i s required. The absence of 
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such agreement or f a i l u r e t o decide and coraraunicate such 

decision w i l l r e s u l t i n autoraatic advanceraent t o Step 4 and 

the Union s h a l l so n o t i f y the Employer. A copy of such 

decision s h a l l be sent t o the employee and the Union. I n 

any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious offense 

conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of Budget 

and Management, the Eraployer s h a l l n o t i f y the eraployee who 

i s the subject o f the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 

30 days of the eraployer being raade aware of the alleged r u l e 

v i o l a t i o n . For the purposes of t h i s Section, the term "non-

egregious offense" s h a l l not include i n d i c t a b l e c r i r a i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug 

and alcohol v i o l a t i o n s . Thereafter, the eraployee s h a l l be 

granted a p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y 

(30) days. Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e 

p r o v i s i o n s h a l l be n u l l and void. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held between the departraent head or 

designed and the eraployee and the' Union representative to 

.. discuss ,the r e s u l t s of the i n v e s t i g a t i o n . Said meeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the close 

of the Step 2 raeeting, unless otherwise agreed by the 

p a r t i e s . The department head or designed s h a l l render a 
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w r i t t e n decision w i t h i n two (2) working days of the second 

meeting. A copy of such decision s h a l l be sent t o the 

eraployee and the Union. I f the- p a r t i e s f a i l t o raeet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not submitted 

w i t h i n two (2) working days, the appeal s h a l l a u t o m a t i c a l l y 

proceed t o Step 4 and the Union s h a l l so n o t i f y the 

Eraployer. Except where otherwise i n d i c a t e d , the time l i m i t s 

set f o r t h herein are t o encourage the prorapt reviews of said 

d i s c i p l i n a r y a c t i o n and f a i l u r e t o coraply w i t h these tirae 

l i r a i t s w i l l not a f f e c t the v a l i d i t y of the said d i s c i p l i n a r y 

a c t i o n . This procedure s h a l l be the employee's exclusive 

reraedy f o r a l l said ' d i s c i p l i n a r y a c t i o n , i n c l u d i n g 

suspension f o r ten (10) days or le s s , or f o r suspensions of 

11 days through 30 days which raay be appealed t o a r b i t r a t i o n 

i n l i e u of the Personnel or Police Board upon the w r i t t e n 

request of the Union. 

Step 4. I f the raatter i s not s e t t l e d i n Steps 2 or 3, the 

Union raay submit the matter t o a r b i t r a t i o n under the terras 

of t h i s Agreeraent. The ru l e s governing procedure f o r 

a r b i t r a t i o n s h a l l be the sarae as i n 11.3, Step I I I . 

Section 11.3 Grievances and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Eraployer and the Union or any of 

55 
2454993.4 



the eraployees of the Eraployer i t represents, a r i s i n g out of the 

circurastances or conditions of eraployraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the tirae l i r a i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or raatter not i n 

corapliance therewith s h a l l be considered the subject of a 

grievance unless said tirae l i r a i t a t i o n s are extended by w r i t t e n 

agreeraent of both p a r t i e s t o t h i s Agreement. 

F a i l u r e of the Employer t o answer a grievance w i t h .the time 

l i m i t s herein s h a l l permit the Union t o advance the case t o the 

next step. The Union w i l l be inforraed of and allowed t o be i n 

attendance at a l l grievance or d i s c i p l i n a r y hearings. The Union 

s h a l l send w r i t t e n n o t i c e t o the Departraent Head n o t i f y i n g 

hira/her of autoraatic advanceraent t o the next Step. 

Before a forraal grievance i s i n i t i a t e d , the eraployee raay 

discuss the raatter w i t h his/her iraraediate supervisor. I f the 

problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used to adjust the grievance: 

Step I - Iraraediate Supervisor 

A. I'he eraployee or the Union s h a l l put the grievance i n 

w r i t i n g on the forra to be supplied by the Employer 

upon request, but i n the absence of such a form, 

c-;raployee or the Union may submit the grievance i n 
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l e t t e r form, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The eraployee or 

the Union w i l l i n d i c a t e what Section and p a r t of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

reraedy, and subrait the grievance t o the eraployee's 

iraraediate supervisor. I t i s understood t h a t i f the 

eraployee has knowledge of the grievance raore than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t sarae 

issue w i t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

Representative and/or the employee ^ s h a l l have the 

r i g h t t o make an appeal i n w r i t i n g to the Department 

Head/or the Departraent Head's designee w i t h i n seven 

(7) working days a f t e r the date of the r e c e i p t of the 

decision or the date i t was due under Step I , by the 

iraraediate supervisor. The narae of the Departraent 

Head's designee s h a l l be posted f o r eraployees i n areas 
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where eraployee notices are normally posted and 

submitted t o the Union. F a i l u r e t o post and so n o t i f y 

the union w i l l permit immediate advancement t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of noti c e of f a i l u r e t o post. 

B. The Department Head or the Department Head's designee 

s h a l l raeet w i t h the Union's representative at l e a s t 

once each raonth to discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose .of the 

Step I I raeeting w i l l be f o r the Departraent and the 

Union t o share relevant inforraation and discuss t h e i r 

respective p o s i t i o n s , w i t h respect t o each grievance 

pending at Step I I , and atterapt t o araicably resolve as 

many grievances as possible. The Departraent Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I raeeting. No grievances w i l l be discussed at 

raore than one Step I I raeeting, unless the C i t y and the 

Union rautually agree t h a t f u r t h e r raeeting and 

discussion vjould be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 
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C. The Departraent Head or the Departraent Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the corapletion of the Step I I raeeting. 

• The response t o the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f stateraent of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settleraent at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved employee or 

eraployees. Grievances raay be withdrawn without 

p r e j u d i c e at any step of the grievance procedure i f 

rautually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union or the Eraployer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date' i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s raore than one 

eraployee, i t raay be presented by a s i n g l e selected 

employee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of employees 
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s h a l l be made applicab l e to a l l of the a f f e c t e d 

eraployees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , eraployees are 

o b l i g a t e d to f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

eraployee t h a t i t could cause death or serious p h y s i c a l 

harra. The Eraployer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the eraployee does not waive 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders, s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - A r b i t r a t i o n 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Eraployer, but not an i n d i v i d u a l eraployee or eraployees, raay 

subrait the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative frora the 

Eraployer's operating departraent, w i t h copies of the request t o 

the designated law departraent representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually may 
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agree, the Union s h a l l have the r i g h t t o convene a raeeting w i t h 

the Eraployer's designated representative i n an atterapt to 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the matter to a r b i t r a t i o n . At such raeeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the raatter i n dispute 

and the r e l i e f requested. The Eraployer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such raeeting t o resolve the 

grievance, the Union and the Eraployer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Ei t h e r p a r t y raay subrait the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the ru l e s of t h a t t r i b u n a l w i t h a 

copy t o the other pa r t y . The foregoing s h a l l not prevent the 

Eraployer and Union frora rautually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s subraitted raust agree as a whole t o 

coraraenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those tirae l i r a i t s raust 

be by w r i t t e n consent of the Union and the Eraployer. The 

f a i l u r e of e i t h e r side t o agree to an extension of tirae s h a l l 

not be disclosed to the a r b i t r a t o r . 
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A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Eraployer. The 

a r b i t r a t o r s h a l l have the r i g h t to subpoena witnesses and 

r e q u i r e the production of p e r t i n e n t docuraents at the request of 

e i t h e r p a r t y . Each pa r t y s h a l l be responsible f o r compensating 

i t s own representatives and witnesses. The cost of a t r a n s c r i p t 

s h a l l be borne by the p a r t y requesting the r e p o r t e r unless the 

p a r t i e s agree t o share such costs. 

An ' a r b i t r a b l e matter must involve the 'meaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a docuraent incorporated by reference t h e r e t o . The 

p r o v i s i o n s of t h i s Agreement and any other document incorporated 

by reference i n t h i s agreement jShall be the sole source of any 

r i g h t s which e i t h e r p a r t y may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o amehd, add t o , subtract frora, 

or change the terras of t h i s Agreeraent, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreeraent and 

apply thera t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the' a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguments presented t o him by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 
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s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the eraployee or eraployees involved. Where tiraeliness 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a pr e l i r a i n a r y step of the grievance procedure or 

which would becorae raoot due t o the length of tirae necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved raore e x p e d i t i o u s l y , raay be f i l e d at the option 

of the grievant/union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union may request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

frora the Eraployer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under con s i d e r a t i o n . Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conforraance w i t h a p p l i c a b l e 

laws and ru l e s issued pursuant t h e r e t o governing the 

disseraination of such raaterials. 

A Union re p r e s e n t a t i v e , a gr i e v a n t , and Union steward w i l l 

be perraitted a reasonable araount of tirae without loss- of pay 

during working hours to i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representative's s h a l l 

observe the Employer's reasonable v i s i t a t i o n r u l e s f o r Union 
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representatives. The steward s h a l l ' n o t i f y his/her iraraediate 

supervisor f o r perraission t o handle grievances on work tirae, i t 

being understood t h a t the operation of the Departraent takes 

precedence unless there i s an eraergency, but such perraission 

s h a l l not be denied unreasonably. A reasonable nuraber of 

eraployees may attend the meeting without loss of pay; such 

raeetings s h a l l be set by mutual agreeraent by the Eraployer and 

the Union. Where the Eraployer d i r e c t s an eraployee to report f o r 

a raeeting concerning a grievance at a tirae when the eraployee i s 

not scheduled t o work such tirae s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Eraployer, upon request of 

the Union rep r e s e n t a t i v e , s h a l l provide the use of a roora and 

telephone, t o discuss the grievance, subject t o the Employer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION • 

The Employer and the Union may rautually agree t o subrait any 

grievance t o expedited a r b i t r a t i o n . Pursuant to expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l rautually s e l e c t an a r b i t r a t o r 

frora a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant to the p a r t i e s ' agreement, the 
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a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s d ecision s h a l l be f i n a l 

and binding 'on a l l p a r t i e s to the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative frora the Eraployer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , 

or raore f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these meetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disc i p l i n a r y Investigations 

Supplementing a l l r i g h t s and processes due employees 

covered by t h i s Agreement who may be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

in t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the eraployee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the eraployee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l take 

place at the employee's l o c a t i o n of assignraent, norraal 

departraent l o c a t i o n or other appropriate l o c a t i o n . 
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C. P r i o r to an i n t e r v i e w , the. eraployee under i n v e s t i g a t i o n 

s h a l l be inforraed of the person i n charge of the 

i n v e s t i g a t i o n , the i d e n t i t y of the i n t e r v i e w e r and a l l 

persons present during the i n t e r v i e w . When a forraal 

statement i s being taken, a l l questions d i r e c t e d t o the 

employee s h a l l be asked by and through one i n t e r v i e w e r 

at a time. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s perraitted f o r 

personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be inforraed of the nature of the matters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be threatened 

w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y a c t i o n , or 

proraised a reward, as an inducement t o provide 

i n f o r m a t i o n r e l a t i n g t o the matter under i n v e s t i g a t i o n , 

or f o r e x e r c i s i n g any r i g h t s contained i n t h i s 

Agreement, provided, however, t h a t t h i s Section s h a l l 

not p r o h i b i t or prevent an accurate reading of the 

employee's a d r a i n i s t r a t i v e r i g h t s , or the iraposition of 

d i s c i p l i n e i n accordance t h e r e w i t h . 
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G. An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

stateraent the eraployee has raade. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recoraraendation f o r d i s c i p l i n e i s probable against the 

eraployee, said employee w i l l be given the s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

coraraencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i r a i n a l prosecution raay be probable 

against said eraployee, the p r o v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said employee w i l l be 

a fforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r t o the comraenceraent of the 

i n t e r v i e w . An employee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during the sarae 

i n t e r v i e w . 

I . At the request of the eraployee under i n v e s t i g a t i o n , an 

eraployee who raay be subject t o ..discipline s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

r e p r e s e n t a t i v e of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union representation 

before comraenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e p r e s e n t a t i o n 

can be obtained, provided the suspension i s not f o r an 

67 
2454993.4 



unreasonable tirae and the Eraployer does not have the 

i n t e r v i e w unduly delayed. 

J. The Eraployer s h a l l not corapel an employee under 

i n v e s t i g a t i o n to speak or t e s t i f y before, or t o be 

questioned by, any non-governraental agency r e l a t i n g t o 

any matter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph exaraination s h a l l not be 

used against an employee i n any forura adverse t o the 

eraployee's i n t e r e s t s . The Eraployer w i l l not r e q u i r e a 

polygraph exaraination i f i t i s i l l e g a l t o do so. I f an 

eraployee i s asked t o take a polygraph exaraination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o the 

a d m i n i s t r a t i o n of the exaraination. The r e s u l t s of any 

polygraph examination s h a l l be known t o the eraployee 

w i t h i n one week. 

L. This Section s h a l l not apply t o eraployee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the raedia during the course of 

an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the eraployee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y informed the media of the charges 

against the eraployee, the C i t y w i l l raake t h a t f a c t 

a v a i l a b l e t o the media where the eraployee requests i t . 
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N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

sarae forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against .the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inforraation i n c l u d i n g eraployee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the eraployee, or i n the case of 

promotions or t r a n s f e r s . 

(2) (a) Notwithstanding the pr o v i s i o n s of paragraph 

N above, at the option of the Union, a ..claim t h a t the 

Inspector General has v i o l a t e d the pro v i s i o n s of t h i s 

Section may be raised i n a suppression hearing before a 

raeraber of the perraanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

69 
2454 993.4 



(2) (b) (1) The Union raay exercise t h i s o ption by 

n o t i f y i n g the eraployee's Department Head and the 

Employer's Law Departraent i n w r i t i n g not l a t e r than ten 

(10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreeraent. The appeal 

s h a l l s p e c i f y the p a r t i c u l a r - - c ontract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l sumraary of 

the conduct alleged t o have v i o l a t e d the Agreeraent. I t 

i s understood th a t by e x e r c i s i n g t h i s o p t i o n , any and 

a l l tirae l i r a i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders ai decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s w i l l 

s e l e c t i n order of r o t a t i o n one of the three perraanent 

hearing panel raembers who are chosen as f o l l o w s . To be 

e l i g i b l e f o r service on t h i s panel, merabers raust be 

w i l l i n g t o convene a suppression hearing w i t h i n t h i r t y 

(30) days of r e c e i v i n g n o t i c e of his or her s e l e c t i o n . 

To select the i n i t i a l panel, or should any raeraber of 

the panel resign or be reraoved upon rautual agreeraent of 

the p a r t i e s during the l i f e of t h i s Agreeraent, the 

p a r t i e s w i l l raeet t o reach agreeraent on new panel 
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raeraber who must be an a r b i t r a t o r l i s t e d w i t h the 

Federal Mediation and C o n c i l i a t i o n Service. I f no 

agreeraent can be reached, the Eraployer w i l l request a 

panel of seven (7) a r b i t r a t o r s frora FMCS, a l l of whora 

must be raerabers of the National Acaderay of A r b i t r a t o r s . 

Thereafter, the p a r t i e s w i l l raeet t o s t r i k e naraes from 

the l i s t , w i t h the Eraployer s t r i k i n g f i r s t , u n t i l one 

name reraains, which person s h a l l be naraed to the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the panel 

member, or at such other tirae as the p a r t i e s may 

mutually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l be 

l i r a i t e d t o deterraining i f the Inspector General 

obtained evidence or statements i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the raerits of any underlying d i s c i p l i n e or take 

any other a c t i o n beyond t h a t s p e c i f i c a l l y set f o r t h i n 

t h i s subparagraph. 

2 (d) The panel raeraber s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l attack 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

employee i n question. 
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p. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r raore than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 

The Union agrees that during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s (including, but not liraited to syrapathy 

st r i k e s and s t r i k e s to protect union or third party conduct), 

work stoppages, slowdowns, picketing, delays of work of any kind. 

Section 12.2 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s t o 

prevent any acts forbidden i n t h i s A r t i c l e and t h a t i n the event 

any such ac:ts take place or are engaged i n by any eraployee or 

group of eraployees i n the Union's bargaining u n i t , the Union 

f u r t h e r agrees i t w i l l use i t s best e f f o r t s to cause an iraraediate 

cessation thereof. I f the Union iraraediately takes a l l necessary 

steps i n good f a i t h t o end any stoppages, s t r i k e s , p i c k e t i n g , 

i n t e n t i o n a l slowdown or suspension of work, i n c l u d i n g : (a) 

p u b l i c l y d i s c l a i r a i n g such a c t i o n as not c a l l e d or sanctioned by 

the Union, and (b) posting notices i n conspicuous places which 

n o t i f y involved employees t h a t the a c t i o n was not c a l l e d or 

sanctioned by the Union, i n a d d i t i o n to i n s t r u c t i n g eraployees t o 
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iraraediately cease such a c t i v i t y , the Eraployer agrees that i t w i l l 

not bring action against the Union to establish r e s p o n s i b i l i t y 

for such unauthorized conduct. 

Section 12.3 

The Eraployer raay terminate the eraployraent of or otherwise 

d i s c i p l i n e any employee or eraployees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the terra of t h i s Agreeraent. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

frora the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-raonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e to the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r to the e x p i r a t i o n of t h i s 

Agreeraent. The Union s h a l l inderanify, defend and hold the 

Eraployer harraless against any and a l l clairas, deraands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

act i o n taken or not taken by the Eraployer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3 and 13.4 of t h i s 
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A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignraent furnished under any of such p r o v i s i o n s or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union t o the Employer. 

The Employer s h a l l provide t o the Union w i t h i n t h i r t y (30) 

days narae, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new eraployee h i r e d i n t o the Union's bargaining u n i t . 

The City and the Coalition Unions w i l l create a committee 

to review and explore the f e a s i b i l i t y of using electronic 

records and/or electronic signatures consistent with state and 

federal law which allows the City and the Union to use 

electronic authorization to v e r i f y union membership and/or 

authorize voluntary deduction of Union dues and fees from wages 

or payments for remittance to the Union. 

Section 13.2 

I t i s f u r t h e r agreed t h a t 30 days a f t e r the l a t e r of the 

execution of the Agreeraent or the eraployee's date of h i r e , the 

Employer s h a l l deduct frora the earnings of eraployees who are not 

merabers of the Union, a raonthly araount as c e r t i f i e d by the Union 

and s h a l l remit such deductions t o the Union at the same tirae 

t h a t the dues check-off i s r e m i t t e d . I t i s understood t h a t the 

amount of deductions frora said non-raeraber bargaining u n i t 

employees w i l l not exceed the regular raonthly union dues and 

represents the eraployee's f a i r share cost of the c o l l e c t i v e 
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bargaining process, c o n t r a c t a d r a i n i s t r a t i o n and pursuing raatters 

a f f e c t i n g wages, hours and other conditions of eraployraent. 

Section 13.3 

Nothing in th i s Agreement s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of eraployees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are raembers. 

Section 13.4 

Each employee who on the e f f e c t i v e date of t h i s Agreement 

i s a meraber of the Union, and each eraployee who becomes a member 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employraent, raaintain 

his/her raerabership i n the Union during the terra of t h i s 

Agreeraent. 

Any present eraployee who i s not a meraber of the Union 

s h a l l , as a c o n d i t i o n of employment, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n . 

A l l eraployees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not raade a p p l i c a t i o n f o r raerabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreeraent or t h e i r h i r e date, to pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n 

and pursuing raatters a f f e c t i n g wages, hours and other c o n d i t i o n s 

of eraployment. 

ARTICLE 14 
MISCELLANEOUS 
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Section 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Eraployer makes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Employer changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

-retain i t s existing j u r i s d i c t i o n over the new job t i t i e . The 

Employer w i l l not perraanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the rautual 

agreement of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y perforraed by 

eraployees who are represented by the Union s h a l l continue t o be 

perforraed by said eraployees, except where non-unit eraployees 

have i n the past perforraed u n i t work, or i n eraergencies, t o 

t r a i n or i n s t r u c t eraployees, t o do layout, demonstration, 

experiraental, or t e s t i n g d u t i e s , t o do tro u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where eraployees 

do not report t o work because of vacations, or other absences or 

tardines s , or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be occupied w i t h 

assigned d u t i e s , or to complete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not perforra 

the work of said employees. For exaraple, i f a Glazier i s on 

vacation, a Clerk s h a l l not be assigned as a replacement 

Glazier. The Eraployer s h a l l not a r b i t r a r i l y extend the period 

of any eraergency beyond the need f o r t h a t emergency. 
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- Notwithstanding the foregoing, i t i s understood that i t 

s h a l l not be a violation of th i s Agreement i f the following 

functions are performed by merabers of management, regardless of 

whether they are also perforraed by the bargaining unit: (a) crew 

assignraent and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipraent and materials from vendors. Nothing 

herein s h a l l deprive merabers of- the bargaining unit of the right 

to perform h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit eraployee for the purpose of 

replacing that person with a meraber of raanageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

In the event t h a t the Union f i l e s a grievance clairaing t h a t 
rr. 

the Eraployer has v i o l a t e d the terms of t h i s Agreeraent by 

assigning c e r t a i n work t o C i t y eraployees represented by another 

union, or where the Eraployer receives a grievance frora another 

union p r o t e s t i n g the assignraent of work t o eraployees covered 

under t h i s Agreeraent, the Eraployer s h a l l serve w r i t t e n n o t i c e 

to,; the Union, and on the other a f f e c t e d union ( s ) , of the 

existence of said dispute. This n o t i c e s h a l l describe the 

nature of the work i n dispute. 

In the event t h i s dispute reraains unresolved and i s 

subraitted to a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n to the Eraployer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y to p a r t i c i p a t e i n the 

hearing and to present evidence, but s h a l l not be bound t o the 
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r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claira against the Eraployer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

to t h a t claim as w e l l . A l l p a r t i e s to the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and to present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding deterraine t h a t the Eraployer's reassignraent 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer to coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Eraployer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreeraent, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l select the a r b i t r a t o r . The Eraployer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignraent 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awa.rds s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 
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a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreeraent and of the c o l l e c t i v e bargaining agreeraent of the 

af f e c t e d union(s) . No other evidence or testiraony s h a l l be 

adraitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s to the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d r a i n i s t r a t i v e 

forura. 

Nothing herein s h a l l preclude a l l p a r t i e s t o the dispute 

frora v o l u n t a r i l y r e s o l v i n g i t at any tirae. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreement, p e r t a i n i n g t o deferred compensation, s h a l l be 

afforded t o a l l employees of the Eraployer without change during 

the term of t h i s Agreeraent. 

The Employer w i l l make c o n t r i b u t i o n s , on a d o l l a r - f o r -

d o l l a r basis, under a 401(a) Plan (or any s i m i l a r successor Plan 

agreed t o by the C o a l i t i o n Unions) up t o the maximvim t o t a l 

amounts per year shown below based on amounts defe r r e d by each 

employee i n those same years t o t h a t employee's 457 Plan, as 

f o l l o w s : 
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a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions at l e a s t semi-annually, of the 

to t a l contributions i t has made. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

Eraployees to d i s c i p l i n e , the Eraployer s h a l l transrait four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the Eraployer 

w i l l raeet with the Union within twenty (20) calendar days of the 

receipt of the proposals to receive the Union's coraraents. Absent 

an eraergency, the Eraployer w i l l not irapleraent i t s proposed 

changes or additions u n t i l the Union has had a reasonable 

opportunity to present i t s views and discuss the proposals with 

the Eraployer. No such changes or additions s h a l l be irapleraented 

without prior publication and notice to the affected Eraployees. 

Section 14.6 Safety 

(a) The Eraployer s h a l l provide a safe and h e a l t h f u l working 

environraent f o r eraployees covered by t h i s agreement i n c l u d i n g i n 

accordance w i t h a p p i i c a b i e f e d e r a l and st a t e occupational safety 

and health laws, and s h a l l maintain i n good and safe working 

c o n d i t i o n a l l equipraent necessary f o r the safe and proper 

performance of the job. 
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(b) I n furtherance of those e f f o r t s , a j o i n t s a f e t y 

committee s h a l l be e s t a b l i s h e d which s h a l l be composed of s i x (6) 

representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Employer. The purpose of the coraraittee 

s h a l l be t o discuss, exaraine and to raake recoramendations 

concerning occupational safety and h e a l t h issues a f f e c t i n g 

employees. A l l recoraraendations of the coraraittee w i t h respect t o 

safety and h e a l t h issues s h a l l be subraitted i n w r i t i n g t o the 

appropriate Departraent Head w i t h a copy to the Union and the 

D i r e c t o r of Labor Relations. The Departraent Head s h a l l proraptly 

issue a w r i t t e n response t o the coraraittee as t o the Departraent' s 

views regarding the coraraittee's recommendations. 

The p a r t i e s raay decide, frora tirae t o tirae, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Departraent(s) responsible f o r safety raatters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 

safety personnel w i l l raeet and confer w i t h a r e p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and r e p o r t back to the 

Coraraittee on any decisions or recoraraendations concerning thera. 

(c) The j o i n t s a fety coraraittee s h a l l raeet at l e a s t once a 

raonth, or otherwise by mutual agreeraent. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s 

faced w i t h an unsafe'working c o n d i t i o n , the employee i s required 

t o perform the task i n question unless the employee's perforraance 

of an assigned task presents the strong l i k e l i h o o d of s u b j e c t i n g 

the employee to imrainent danger of death or serious i n j u r y . I f 

the employee, w i t h no reasonable a l t e r n a t i v e , refuses i n good 
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f a i t h t o perform t h a t task and expose • hiraself t o t h a t dangerous 

c o n d i t i o n , the eraployee w i l l not be subject t o d i s c i p l i n e . I n 

order to avoid d i s c i p l i n e under t h i s paragraph, the c o n d i t i o n 

raust be of such a nature t h a t a reasonable person, under the 

circurastances, would conclude t h a t there i s a r e a l , s u b s t a n t i a l , 

and irarainent danger of death or serious i n j u r y . I n a d d i t i o n , the 

eraployee raust also have sought frora the Eraployer, and have been 

unable to obtain, c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g t o 

perforra the task i n question. 

Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimum, the following information: 

Payroll Period 

Payroll Noamber 

Employee Nvimber 

Name 

T i t l e Code 

Overtime dollar amount per pay period 

Gross pay per pay period 

Contact information ( i . e . , address, phone, email, i f 

available) 

• Date of hire and continuous service date 
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• Base hour l y r a t e 

This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the s a f e t y and s e c u r i t y o f the i n f o r m a t i o n the C i t y w i l l 

make a secured f i l e t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the 

Union t o receive the i n f o r m a t i o n . 

e n — a — r a o n t h l y — b a s i s — a — b a r g a i n i n g — u n i t — r e p o r t — e t — c u r r e n t — a c t i v e 

craployceo,—the—list—t-e—include—erapioycc—narao,—addrcoo,—social 

o o c u r i t y — n u r a b e r , — t i t l e , — p a y — o c h c d u l e , — g r a d e , — c u r r e n t — p a y — r a t e , 

o t a t u o , — c o n t i n u o u o — s e r v i c e — d a t e , — t i r a e — i n — t i t l e , — d a t e — e t — b i r t h , 

race and oex. 

The—Eraployer—shall—aloo—provide—be—the—Union—en—a—raonthly 

b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t e t — c u r r e n t — a c t i v e 

c r a p l o y c e o — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R c t i r e r a e n t o ; Career 

Service Resignations; Career Service Discharges; Non-Carccr 

Servico Torrainationo; Leaveo ef Absence; Suspensiono; 

Reinotatemcnto;—Reappointracnto;—Transfers—(change—ef—departraent 

and change et p a y r o l l ) ; Appointracnts (which also includes 

proraotions and doraotions);—and Deaths. 

E a c h — r a o n t h — t h e — E r a p l o y o r — w i l l — p r o v i d o — t e — t h e — U n i o n — t h e 

current—raonth ' s — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d — t h e — u p d a t e d 

report—frora the previous raonth. 

Section 14.8 Subcontracting 

2454 993.4 



The Eraployer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or eraployer who i s 

not i n compliance w i t h the area standards established under and 

pursuant t o the forraula used by the United States Departraent of 

Labor i n adrainistering the Davis-Bacon Act. Notice of any such 

c o n t r a c t i n g or subcontracting s h a l l be given t o the Union at 

l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The n o t i c e 

s h a l l be i n w r i t i n g and s h a l l contain the narae and address of the 

party who w i l l perform the work, a d e s c r i p t i o n of the work t o be 

performed and any other relevant data t o enable the Union t o 

determine corapliance w i t h t h i s .Section. In the event such p a r t y 

i s determined not to be i n corapliance w i t h the said area 

standards, the Employer s h a l l w i t h hold payouts and s h a l l not 

contract or subcontract f u r t h e r w i t h any such p a r t y u n t i l the 

Union and the Eraployer receive a w r i t t e n and enforceable 

assurance of corapliance. 

In the event t h a t the Eraployer' deterraines t o subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

employees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Department, or other departraents, as the case raay 

be, i n t h a t order, provided the l a i d o f f employees have the then 

present a b i l i t y to perform the required work without f u r t h e r 

t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow hira or her t o perforra 

the work. 
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Prior to sub-contracting of bargaining unit work, the 

Eraployer, the Union, and the proposed sub-contractor s h a l l raeet 

to discuss the eraployraent of eraployees subject to layoff. During 

that raeeting the Eraployer w i l l request and urge that the sub

contractor hire l a i d off eraployees. 

Section 14.9 Work Apparel 

Coraraencing January 1, 1989, the Eraployer agrees t o provide 

eraployees the f o l l o w i n g iteras of apparel two tiraes a year: 

One (1) pair of safety shoes. 

Section 14.10 Automobile Reimbursement 

Eraployees who are required by the Eraployer t o use t h e i r own 

autoraobiles -in the perforraance of t h e i r job s h a l l receive 

mileage reimburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaxiraura of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreeraent, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraum reimbursement w i l l 

increase t o $350.00 per month. E f f e c t i v e February 1, 2008, the 

raaxiraum reimburseraent w i l l increase to $450.00 per raonth. 

E f f e c t i v e February 1, 2009, the raaxiraura reiraburseraent w i l l 

increase t o $550.00 per raonth. Thereafter, the raaximum 

reiraburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consuraer Price Index f o r A l l Urban Consuraers (CPI-U): 

U.S. C i t y Average for, the previous year, as rounded t o the 

nearest $5 increraent. Eraployees seeking mileage reiraburseraent 

raust submit t h a t request on a forra provided by the Eraployer. 

Payraent f o r raileage expenses w i l l be raade on a monthly basis. I n 
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the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l impleraent f o r any group of employees an automobile expense 

reiraburseraent prograra which i s raore favorable t o eraployees than 

the p r o v isions of t h i s paragraph, upon n o t i c e frora the Union, 

the Eraployer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program t o employees 

covered by t h i s Agreement. 

Upon request by e i t h e r p a r t y made no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l meet t o discuss any proposed 

changes to t h i s Section 14.10. 

Section 14.11 F i l l i n g of Permanent Vacancies 

The Employer s h a l l deterraine i f there i s a perraanent 

vacancy to be f i l l e d , and at any tirae before said vacancy i s 

f i l l e d , whether or not said vacancy s h a l l be f i l l e d . 

Fb^e—j o b o — t h a t — w o u l d — p r o v i d o — a n — i n c r c a o c — i n — b a s e — p a y — r a t e 

t e r — a n y — b a r g a i n i n g u n i t oraployccs, the E r a p l o y o r — w i l l post 

vacancy—announceraonto—fer—fourteen—(-ii^—days,—and—provide—the 

Union w i t h a—copy of the announccraent—at—the—time—it—io posted. 

The Eraployer w i l l post vacancy vacancies e l e c t r o n i c a l l y on 

the City of Chicago CAREERS website. A copy of the posting w i l l 

be provided to the Union at l e a s t 72 hours prior to the 

electronic posting. Said vacancies s h a l l be posted 

announccracnto for fourteen (14) days on the CAREERS WEBSITE. 

The posting s h a l l contain at l e a s t the following information: 
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job t i t l e , c p i a l i f i e a t i o n s , days o f f , s h i f t , hours, work 

l o c a t i o n , i f known, and the r a t e of pay. The p o s t i n g s h a l l also 

i d e n t i f y the number of p o s i t i o n s t o be f i l l e d . I f the noxmber t o 

be f i l l e d changes, the Employer s h a l l promptly n o t i f y the Union. 

P r i o r t o the commencement of the s e l e c t i o n process, the employer 

w i l l provide the Union w i t h a l i s t of q u a l i f i e d bidders-:-7—and 

provide—the—Union w i t h a—copy of the—announcoracnt—at—the—tirae—it 

i o posted. 

Qualified bargaining unit employees s h a l l be given an 

opportunity to bid on perraanent vacancies declared by the 

Eraployer that would provido—a-n—increase—in base pay rate—for any 

bargaining—unit—craployceo. The Eraployer s h a l l select the raost 

qualified applicant. In raaking selections, the Eraployer s h a l l 

give preference to bargaining unit applicants over non-

bargaining unit applicants, except where non-bargaining unit 

applicants have demonstrably greater s k i l l and a b i l i t y to 

perform the work required. In making a selection between two or 

raore bargaining unit applicants who are r e l a t i v e l y equally 

qualified, the Eraployer s h a l l select the most senior bidder. 

For purposes of th i s Section, seniority s h a l l be determined by 

the employee's total service in any bargaining—unit—title(o) the 

employee's current job t i t l e ( t i m e - i n - t i t l e ) City-wide. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 
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where a p p l i c a b l e , the successful b i d d e r ( s ) . Upon request, the 

Employer s h a l l schedule a meeting w i t h the Union t o review the 

s e l e c t i o n process, i n c l u d i n g the reasons f o r s e l e c t i o n and 

r e j e c t i o n of bidders. This meeting s h a l l i n clude a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decis i o n f o r m , h i r i n g i n f o r m a t i o n summary, and h i r i n g c r i t e r i a 

r a t i n g form. I f requested, the Employer w i l l f u r n i s h copies of 

such docviments t o the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and i n f o r m a t i o n of the 

/ reason f o r non-selection. 

The successful bidder f o r any job under t h i s Section s h a l l 

have an evaluation period, not t o exceed s i x t y (60) days, t o 

deraonstrate t h a t he or she can perforra the job. I f the Eraployer 

has j u s t cause based upon the eraployee's job perforraance at any 

time during t h a t period t o believe t h a t the successful bidder 

cannot perforra the job, then the successful bidder s h a l l be 

returned t o the job he/she held j u s t p r i o r t o the awarding of 

the b i d , d i s p l a c i n g , i f necessary, any eraployee who has been 

placed i n t o said job. 

Section 14.12 Labor Management Training Committee 

A j o i n t labor-raanageraent coraraittee s h a l l be established f o r 

the purpose of considering j o i n t Union-Employer t r a i n i n g 

prograras aimed at preparing applicants f o r entry t o a bargaining 
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u n i t p o s i t i o n or p r e p a r i n g an eraployee f o r advanceraent t o a 

h i g h e r l e v e l p o s i t i o n o u t s i d e t h e b a r g a i n i n g u n i t . 

S e c t i o n 14.13 F i t n e s s f o r Duty 

I f t h e Employer observes and has r e a s o n a b l e cause t o 

b e l i e v e t h e employee has a m e d i c a l c o n d i t i o n o r s i g n i f i c a n t 

l i m i t a t i o n t h a t p r e v e n t s t h e employee f r o m b e i n g a b l e t o p e r f o r m 

t h e e s s e n t i a l d u t i e s o f t h e p o s i t i o n , an employee may be s e n t 

f o r a F i t n e s s f o r Duty e x a m i n a t i o n a t t h e Employer's s o l e 

expense. 

I f t h e e x a m i n a t i o n r e s u l t s i n a d e t e r m i n a t i o n t h a t t h e 

employee i s u n f i t f o r d u t y and t h e employee's p h y s i c i a n 

c e r t i f i e s t h a t t h e employee i s f i t f o r d u t y , t h e employee may 

e l e c t o r t h e Employer may r e q u i r e t h e employee, a t t h e 

Employer's s o l e expense, t o be s u b j e c t t o an independent m e d i c a l 

e x a m i n a t i o n ("IME") t o d e t e r m i n e i f t h e employee i s f i t f o r 

d u t y . The Union s h a l l s e l e c t an examining independent p h y s i c i a n 

who w i l l conduct t h e IME f r o m a l i s t o f a t l e a s t t h r e e 

p h y s i c i a n s w i t h t h e a p p r o p r i a t e m e d i c a l s p e c i a l t y who have 

s u c c e s s f u l l y completed t h e C i t y ' s procurement process and a r e on 

a l i s t o f approved vendors. The d e t e r m i n a t i o n o f t h e independent 

p h y s i c i a n and t h e IME s h a l l be f i n a l and b i n d i n g . The employee 

s h a l l execute a l l HIPAA w a i v e r s and o t h e r forms necessary i n 

o r d e r t o p e r m i t access t o a l l m e d i c a l r e c o r d s r e l a t e d t o h i s / h e r 

c o n d i t i o n , and t h e C i t y s h a l l agree t o secure and m a i n t a i n t h e 
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confidential nature of a l l medical records obtained through t h i s 

process. 

ARTICLE 15 
LAYOFF AND RECALL 

Section 15.1 

Probationary eraployees w i t h raore than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior eraployee 

i n the a f f e c t e d job c l a s s i f i c a t i o n i n the departraent s h a l l be 

l a i d o f f f i r s t , provided the a b i l i t y , q u a l i f i c a t i o n s t o perforra 

the required work, and the eraployee's job perforraance are equal 

araong the other eraployees i n the job i n the departraent. 

" S e n i o r i t y " s h a l l mean, f o r purposes of t h i s Section, the 

eraployee's continuous service w i t h i n the C i t y . 

A l a i d - o f f employee raay displace (burap) the l e a s t senior 

employee, i f any, i n the most recent lower job t i t l e the employee 

to be l a i d o f f has held, i n the department provided the employee 

to be l a i d o f f has the then present a b i l i t y t o perforra the job to 

the Eraployer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Employees s h a l l be r e c a l l e d i n the reverse order i n which 

they were l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

I n the event any e t — t h e p r o v i s i o n e of t h i s Agreeraent s h a l l 

be or becorae i n v a l i d or unenforceable by reason of any f i n a l and 

b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Local Ordinance now . e x i s t i n g or h e r e i n a f t e r enacted, such 
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i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not' a f f e c t the reraainder of 

the provisions hereof, which s h a l l remain i n f u l l force and 

effect. The i n v a l i d or unenforceable provision s h a l l be subject 

to re-negotiation by the Parties within a reasonable period of 

time. T4^e—parties—agree—te—raoot—and—adopt r e v i s e d — p r o v i s i o n s 

which vjould be i n conforraity w i t h the law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Eraployer i n w r i t i n g , of the naraes 

of the Stewards i n each departraent or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Eraployer proraptly of any changes. 

Stewards w i l l be perraitted t o handle and process grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 

procedure during norraal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of tirae, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r immediate supervisors i n advance of t h e i r i n t e n t i o n 

to handle and process grievances. Supervisors raay not 

unreasonably withhold perraission t o the stewards t o engage i n 

such a c t i v i t i e s . 

Eraployees a c t i n g as Union Stewards s h a l l not' be 

discrirainated against nor be t r a n s f e r r e d frora t h e i r job 

c l a s s i f i c a t i o n s or departraent.s because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards frora t h e i r 

job c l a s s i f i c a t i o n s or departraents, o-ther than i n an eraergency. 

91 
2454993.' 



w i l l be discussed with the Union in advance of any such 

transfers. 

Section 17.2 

The Union s h a l l have the right and responsibility to 

represent the interest of a l l eraployees in the unit, to present 

i t s views to the City on raatters of concern, either o r a l l y or in 

writing, and to consult and be consulted with, in respect to the 

forraulation, developraent and irapleraentation of po l i c i e s and 

programs affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during norraal working hours, t o enter Eraployer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which eraployees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of ent r y s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l tiraes be conducted i n a 

raanner so as not to i n t e r f e r e w i t h normal operations. The 

Eraployer may change or set rul e s of access, provided t h a t any 

change i n current p r a c t i c e s raust be reasonable and subject t o the 

grievance procedure. 

' ARTICLE 18 

DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s t o provide 

services to i t s c i t i z e n s i n a safe and economic manner. The 
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p a r t i e s to t h i s Agreement recognize t h a t drug and alcohol abuse 

i n the workplace has a d e l e t e r i o u s e f f e c t of the h e a l t h and 

safety of employees, as w e l l as t h e i r raorale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

C i t y and the employees covered by t h i s Agreeraent serve. 

Furthermore, the economic cost of p r o v i d i n g h e a l t h care services 

to eraployees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The Eraployer and the Union raaintain a strong coramitraent t o 

p r o t e c t people and property, and t o provide a safe 'working 

environraent. To t h i s end, the eraployer has also established i t s 

c o n f i d e n t i a l Eraployee Assistance Program f o r eraployees w i t h 

personal problems, i n c l u d i n g alcohol and substance abuse, and the 

p a r t i e s t o t h i s Agreement urge eraployees who have such probleras 

t o u t i l i z e the Prograra's services. 

To raaintain a workplace which provides a safe and health 

work environment for a l l eraployees the following drug and alcohol 

prograra i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, and 

eraployee on the job or the preraises of the Eraployer. 

(c) Eraployer Preraises: a property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , automobiles, truck s and other vehicles 

93 
2454993.4 



owned, leased or used by the Employer as job s i t e s or work 

lo c a t i o n s and over the Employer has a u t h o r i t y as employer. 

(d) Eraployees: a l l persons covered by t h i s Agreeraent. 

(e) Accident: an event r e s u l t i n g i n i n j u r y to a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage t o 

property t o which an employee c o n t r i b u t e d as a d i r e c t or i n d i r e c t 

cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i r a i t e d t o noticeable irabalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the eraployee i s under the 

in f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any mental, emotional, sensory 

or physical impairment due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l employees raust report to work i n a physical 

c o n d i t i o n t h a t w i l l enable thera t o perforra t h e i r jobs i n a safe 

manner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

premises, nor s h a l l they report to work under the i n f l u e n c e of 

drugs anci/or a l c o h o l . 
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(b) When, based upon the d i r e c t observation of two 

supervisors, the Eraployer has reasonable cause t o believe t h a t an 

eraployee i s under the i n f l u e n c e of a p r o h i b i t e d substance, the 

Eraployer s h a l l have the r i g h t to subject t h a t eraployee t o a drug 

and alcohol t e s t . At the Employer's d i s c r e t i o n , the eraployee raay 

be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l t e s t r e s u l t s are 

a v a i l a b l e . I f the t e s t r e s u l t s prove negative, the eraployee 

s h a l l be r e i n s t a t e d . I n a l l other cases, the Eraployer w i l l 

terrainate a i l eraployees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs or 

alcohol while on duty and on the Eraployer's 

preraises; 

( i v ) are found i n possession of a l c o h o l , drugs or 

drug paraphernalia, or are found s e l l i n g or 

d i s t r i b u t i n g drugs or drug paraphernalia, on 

the Eraployer's preraises. 

(c) A l l adverse eraployraent a c t i o n taken against an 

eraployee under t h i s prograra s h a l l be subject t o the grievance and 

a r b i t r a t i o n procedures of t h i s Agreeraent. 

Section 18.4 Drug and Alcohol Testing 

(a) The Eraployer raay re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t raay be adrainistered i n the event t h a t 

two supervisors have reasonable cause to believe t h a t an employee 
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has reported to work under the in f l u e n c e of or i s at work under 

the i n f l u e n c e of drugs or al c o h o l . 

( i i ) a t e s t raay be required i f an eraployee i s 

involved i n a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t raay be required as pa r t of a f o l l o w -

up to counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up to 

a one year period. 

(b) Eraployees t o be te s t e d w i l l be required to sign a 

consent forra and chain of custody forra, assuring proper 

documentation and accuracy. I f an employee refuses t o sign a 

consent form a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

ter r a i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and raay consist of e i t h e r blood or urin e t e s t s , or both. 

The Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o t e s t 

f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r f e d e r a l workplace 

drug t e s t i n g prograras, dated A p r i l 11, 1988 and as raay be amended 

hereafter by the relevant agency of the Department of Health and 

Huraan Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they raay be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively established t h a t the tested 

eraployee was under the infl u e n c e of drugs. 
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( f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l • of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the i n f l u e n c e of a l c o h o l . 

(g) The cost of i n i t i a l and confirmatory t e s t i n g w i l l be 

borne by the Employer. 

• (h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Coramissioner of Personnel or h i s designed i n the manner to be 

prescribed by the Comraissioner. The a p p l i c a n t or incurabent s h a l l 

be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The Coramissioner 

w i l l inform the a p p l i c a b l e department head of any employee who 

t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n w i l l i n i t i a t e 

d i s c i p l i n a r y proceedings under Section 18.3 above. 

•i(i) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

t e s t r e s u l t i s p o s i t i v e raay e l e c t , at h i s or her expense, to be 

r e t e s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Coraraissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s r a i t t i n g said saraple to the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as to the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t saraple, or t o preserve such sample, to allow 

f o r r e t e s t i n g , s h a l l not a f f e c t the removal frora e l i g i b i l i t y of 
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an applicant or personnel a c t i o n , i n c l u d i n g discharge, or any 

employee. 

( j ) No l a b o r a t o r y report or t e s t r e s u l t s s h a l l appear i n 

the incurabent's personnel f i l e unless they are part of a 

personnel a c t i o n under t h i s prograra, but s h a l l be placed i n a 

special locked f i l e raaintained by the Coraraissioner of Personnel, 

except as such discl o s u r e raay be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 

Employees are encouraged to seek help f o r a drug or alcohol 

prograra before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y raatter and may 

p a r t i c i p a t e i f they wish i n the vol u n t a r y Eraployee Assistance 

Program. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i r a i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

and t r a i n i n g prograras and t o provide expanded post-

apprenticeship and t r a i n i n g employraent o p p o r t u n i t i e s f o r such 

98 
' 2454 993.4 



graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreement with the City of 

Chicago, the Parties s h a l l enter into a suppleraental raeraorandura 

of understanding regarding the structure, irapleraentation, 

monitoring and enforcement of t h i s I n i t i a t i v e . Said meraorandura 

s h a l l be attached to t h i s Agreeraent as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h or 

otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coraraitraent by the C o a l i t i o n t o f i l l 

at l e a s t 100 apprenticeship s l o t s across C o a l i t i o n 

Unions w i t h CPS students, graduates or forraer students 

w i t h a GED and/or C i t y College students and graduates 

by June 30 of each year of t h i s Agreeraent. 

b. A coraraitraent by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, City' 

Colleges of Chicago and External Contractors t o 

prepare CPS and C i t y Colleges students t o enter Union 

apprenticeship and t r a i n i n g prograras. In p a r t i c u l a r , 

the C o a l i t i o n and the C i t y w i l l cooperate w i t h the 

Chicago Public Schools, C i t y Colleges of Chicago and 

External Contractors t o p u b l i c i z e a v a i l a b l e b u i l d i n g 

and trades apprenticeship and t r a i n i n g programs and 
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subsequent careers; t o consider e s t a b l i s h i n g t r a i n i n g 

programs as appropriate; and t o expand post-

apprenticeship and t r a i n i n g employraent o p p o r t u n i t i e s , 

c. The Parties s h a l l appoint a Chair and an Auditor to 

oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s 

take appropriate steps t o f u l f i l l the coraraitraents set 

f o r t h i n t h i s A r t i c l e and suppleraental raeraorandura 

attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terras of t h i s Agreeraent s h a l l be subject t o 

r a t i f i c a t i o n by the Ci t y Council of the C i t y of Chicago and 

concurrent ' adoption i n ordinance forra. The Eraployer and the 

Union w i l l cooperate to secure t h i s l e g i s l a t i v e approval. 

This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l reraain i n f u l l force 

and e f f e c t frora said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l autoraatically renew i t s e l f frora year to year 

unless at lea s t 60 days and not raore than 120 days p r i o r t o the 

terraination date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e t o the other by C e r t i f i e d Mail, r e t u r n r e c e i p t 

requested, of a desire t o araend, add t o , subtract frora, or 

terrainate t h i s Agreeraent. 

In the event such not i c e of a desire t o amend, add t o , or 

subtract frora the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 
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negotiations concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreeraent before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreeraent 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreeraent. The notices r e f e r r e d t o s h a l l be 

considered t o have been given as of the date shown on the 

postraark. W r i t t e n notices raay be tendered i n person, i n which 

case the date of no t i c e s h a l l be the w r i t t e n date of r e c e i p t . 

This Agreeraent c o n s t i t u t e s the e n t i r e 'contract between the 

Employer and the Union and s e t t l e s a l l deraands and issues w i t h 

respect t o a l l matters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect to any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 

r e f e r r e d to herein, and even though such raatter raay not have been 

w i t h i n the knowledge or conteraplation of the p a r t i e s at the tirae 

t h i s Agreeraent was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid tirae o f f , or volu n t a r y 

unpaid tirae o f f w i t h any other bargaining u n i t (excluding p o l i c e 

and/or f i r e ) during the term of t h i s Agreement, such a d d i t i o n a l 

tirae o f f s h a l l be granted to a l l eraployees covered by t h i s 

Agreeraent. • 
ARTICLE 21 

TERM OF AGREEMENT 

This Agreement s h a l l be e f f e c t i v e from the date upon which 
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i t i s r a t i f i e d by the C i t y Council of the C i t y of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l remain i n e f f e c t 

through 11:59 p.m. on June 30, 2017 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreeraent i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n 

A r t i c l e 9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the ap p l i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care prograra raandating s i g n i f i c a n t changes 

- i n health insurance b e n e f i t s t h a t becoraes law and 
V 

i s e f f e c t i v e during the term of t h i s Agreeraent; 

2. The lack of achieveraent of h e a l t h care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishraent and a d m i n i s t r a t i o n 

of the Labor-Management Cooperation Comraittee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

that w i l l r e s u l t i n s i g n i f i c a n t cost 

containraent or savings, as raeasured by a 

projecte d increase of costs f o r any 

i n d i v i d u a l plan of no more than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 
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(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containraent or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase frora exceeding 8% as raeasured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containraent or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y raay e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Coraposition of the LMCC; 

• Funding of the LMCC. 

providod,—however,—each—party—reserves—the—right—te—reopen—thio 

A g r e e r a e n t — i n — o r d e r — t e — n e g o t i a t e — t h e — H e a l t h — P l a n — s e t — f o r t h — i n 

Articlc—9—ne—later—than—J.une—3-0-^—2011—and—Juno—3-©-;—2015,—er—in 

the^ event—the C i t y of Chicago—i-s—awarded the—2016 Olyrapic Garaco, 

June 30, 2014. 
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(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreeraent has t h i r t y (30) days to n o t i f y 

the other p a r t y of i t s .intent to reopen t h i s Agreeraent i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r party e l e c t t o reopen n e g o t i a t i o n s pursuant to t h i s 

p r o v i s i o n , i t s h a l l subrait w r i t t e n n o t i c e t o the other p a r t y . 

Thereafter, the p a r t i e s have ni n e t y (90) days w i t h i n which to 

reach agreeraent on the A r t i c l e . I f the p a r t i e s f a i l t o reach 

agreeraent at the conclusion of t h a t n i n e t y (90) day period, each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

Non-Prevailing Wago Rate Rcopon-e-r 

Four-Year: T h i o — A g r e e m e n t — m a y — b e — r e o p e n e d — t e — f u r t h e r 

n e g o t i a t e — t h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — t h e — o c c o n d 

f i v e year terro (07/01/2012 te 06/30/2017) u n d e r — A r t i c l e 4-r 

Section 4.4, i n — t - h e — c v o n t — t h a t (-a-̂  t h e — C i t y — n o t i f i e s the 

Coa 1 i t i o n — t h a t — i t — h a e — n e t — r e a c h e d — a — o u c c e o s o r — a g r o o r a c n t — t e — a 

t h e n — c u r r e n t f o u r - y e a r — a g r e e m e n t — e x p i r i n g — e n June—3-0-7 2011 

regarding—an—across—thc-board—percentage increase f e * — o t h e r 

unionized—employees— i n—non-prevai ling—wage—ra t e — c 1 a s s i f i c a t i CD n o 

d e f i n e d — i n the—"Me Too Clause"—by March— 2 i - ,—2012;—er—(%-)—the 
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C o a l i t i o n — n o t i f i e s — t h e — C i t y — e t — i t s intent—te—terminate—the—^^^4e 

Too Clause" by March 31, 2012. 

Five-Year : T h i s — A g r o c r a e n t — r a a y — b e — r e o p e n e d — t e — f u r t h e r 

n e g o t i a t e — t h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — t h e — s e c o n d 

five year—terra (07/01/2012 te 06/30/2017 ) under—Article 4-r 

Section—4-^r4-, i n — t h e — e v e n t — t h a t fa^ t h e — C i t y — n o t i f i e s — t h e 

C o a l i t i o n — t h a t — i t — h a s — n e t — r e a c h e d — a — s u c c c s o o r — a g r e e r a e n t — t - e — a 

t h e n — c u r r e n t — f i v e - y e a r — a g r e e r a e n t e x p i r i n g — e n — J u n e — 2 0 - , 2012 

regarding—an—across-the-board—percentage increase t e r — o t h e r 

' unionized—craploycos—in—non-pro v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the "Mc Too Clause" by October 31,—2 0 1 2 ; — e r — f b ^ — t h e 

C o a l i t i o n — n o t i f i e s — t h e — C i t y — e f — i t s — i n t e n t — t e — t o r r a i n a t c — t h e — ^ ^ M e 

Too Clauoc" by October 31, 2012. 

i t — a n y — e n e — e f — t h e — f o r e g o i n g — e v e n t s — o c c u r o , — c i t h e r — p a r t y — t e 

t h i s Agreeraent has thirty—f3-0^—days t o n o t i f y the other p a r t y of 

i t s — i n t e n t — t e — r e o p e n — t h i s — A g r e e r a e n t — i n — o r d e r — t e — n e g o t i a t e — t h e 

n o n - p r e v a i l i n g — w a g e — r a t e s — g o v o r n i n g — t h e — s e c o n d — f i v e - y e a r — t e r r a 

(07/01/2012 t o 06/30/2017)—oct f o r t h i n A r t i c l e 4,—Section 4.4. 

Should c i t h e r — p a r t y — e l e c t — t e — r e o p e n — n e g o t i a t i o n o — p u r o u a n t — t e 

t h i s — p r o v i o i o n , i t — s h a l l — s u b r a i t — w r i t t e n — n o t i c e — t e — t h e — o t h e r 

p a r t y — a n d — t h e — C i t y — s h a l l — n e t — b e — o b l i g a t e d — t e — r a a k e — t h e — w a g e 

adj u o t r a c n t s — s e t — f o r t h — i n — A r t i c l e — 4 - , — S e c t i o n — 4 . 4 . Thereafter, 

the p a r t i e s have ni n e t y (-9-0-) dayo w i t h i n which te reach 

a g r c o r a c n t — e n — t h e — A r t i c i o . t f — t h e — p a r t i e s f a i l t-e roach 

agrocraent—at—t-he—conclusion—e-f—that—ninety—(-9-0^—day period,—each 

party rcoervco the r i g h t t o reopen the e n t i r e Agreement. 

Other Reopener 
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In the event of an eraergency, cataclysraic event or other 

s i r a i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreeraent. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed t h i s docuraent as of 

the day of , 2018. 

CITY OF CHICAGO THE INTERNATIONAL ASSOCIATION OF 

BRIDGE, STRUCTURAL AND REINFORCING 
IRONWORKERS, LOCAL 1 

By: By: . 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The p a r t i e s recognize t h a t the success of the Jo i n t 

Apprenticeship and Tra i n i n g Prograra I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Manageraent Cooperation Coraraittee established 

under A r t i c l e 9 t o explore and recoramend the conside r a t i o n of 

such o p p o r t u n i t i e s t o the C i t y and other governraental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and Tra i n i n g Prograra I n i t i a t i v e , i n c l u d i n g , but 

not l i r a i t e d t o : 

a. A raulti-project labor agreeraent. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o ntractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maxiraura nuraber of apprentices on the p r o j e c t as 

perraitted under the terras and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreeraent(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship prograra r e g i s t e r e d w i t h 
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the U.S. Departraent of Labor's Bureau of Apprenticeship and 

Trai n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

S I D E L E T T E R 

HEALTH CARE PLAN: 
LMCC REFERRAL 

/ 

Agree to the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes to the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive health care raodel and w i l l ' r e s u l t i n 

design improveraents, cost containraent or savings, i n c l u d i n g but 

not l i m i t e d to the f o l l o w i n g areas: 

• Expanded Disease Management Prograra 

• HRA and Bio-metric Screening 

• Health Fairs 

• Weight Management Prograra 

• Iraaging Review Service 

• L i f e t i m e Maxiraura 

• Subscriber Share f o r Hospital B i l l s and Co-insurance 

• Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 

• Coraprehensive Coraraunication and Outreach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r to t h i s Agreeraent: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o re s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Meraorandura of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o araending 

Section 3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the 

four 10-hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive some or a l l of the raonetary 

raake whole remedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g to araend Section 3(a) as requested 

by .''the Unions i n order to conclude ne g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreeraent w i t h the C i t y t o waive 

some or a l l of the monetary raake whole remedies. U n t i l such an 

agreement i s reached, the a f f e c t e d Unions agree that the C i t y 

s h a l l not be obl i g a t e d t o implement the raonetary raake whole 
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remedies i n the Award. In a d d i t i o n , i f such an agreement i s not 

reached by December 1, 2007, the p a r t i e s s h a l l subrait the issues 

of the Unions' proposed araendraent t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f frora the raonetary raake whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

ARCHITECTURAL AND ORNAMENTAL 
IRONWORKERS UNION-LOCAL 63 

AGREEMENT 

This Agreement i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and A r c h i t e c t u r a l and Ornaraentai I r o n Workers 

Union-Local 63 ( h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose 

of e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages, and other terras and 

conditions of eraployment f o r the eraployees represented by the 

Union. 

In r e c o g n i t i o n of the above, the Eraployer and the Union 

agree as f o l l o w s : 

ARTICLE 1 

RECOGNITION 

Section 1.1 

The Eraployer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l eraployees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n : 

Foreraan of A r c h i t e c t u r a l I r o n Workers 

A r c h i t e c t u r a l Ironworker 

I r o n Inspector 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

eraployees w i t h respect to rates of pay, wages, hours and other 

terms and conditions of eraployraent. The terra "employee" as used 
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herein, r e f e r s t o the above job c l a s s i f i c a t i o n , unless s p e c i f i e d 

t o the contrary. 

ARTICLE 2 

MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y to and are e x c l u s i v e l y vested i n 

the Employer, except only as they may be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the manageraent of the 

Eraployer's operations and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or o r g a n i z a t i o n of fhe Employer's operations, or other 

economic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; to raake and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o raaintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o deterraine the services, processes, and 

extent pf the Eraployer's operation, the types and q u a n t i t i e s of 

raachinery, equipment and m a t e r i a l s to be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t to determine the nuraber of employees and how they, 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workraanship 
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and work required t o insure maxiraura e f f i c i e n c y of operations; 

to e s t a b l i s h and enforce f a i r production standards; and t o 

deterraine the size, nuraber and l o c a t i o n of i t s departraents and 

f a c i l i t i e s . A l l of the p r o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Eraployer, except as expressly abridged by a 

• s p e c i f i c p r o v i s i o n of t h i s Agreeraent. 

ARTICLE 3 

NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Eraployer to 

ensure equal eraployment opportunities as required by law in a l l 

aspects of the Employer's personnel p o l i c i e s , and nothing in 

thi s Agreement s h a l l be interpreted to cause a negative effect 

on said efforts. I t i s understood and agreed that th i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect 

a f f e c t the seniority provisions of th i s Agreeraent. 

Section 3 . 2 No Discriminatkion 

Neither the Employer nor the Union s h a l l discrirainate 

against any eraployee covered by th i s Agreeraent in a manner which 

would violate any applicable laws because of race, color, 

religion, national -origin, age, sex, raarital status, raental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievance of Alleged Violation 

Grievances by eraployees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

t h i s Agreeraent, but s h a l l not be subject t o a r b i t r a t i o n unless 

rautually agreed by the p a r t i e s . 
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Section 3.4 Reasonable Accommodation 

In the event the Eraployer s h a l l be required t o raake a 

reasonable accommodation under the Americans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incurabent 

eraployee t h a t raay be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreeraent, the Eraployer s h a l l b r i n g t h i s raatter t o 

the a t t e n t i o n of the union. The prov i s i o n s of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r may 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreeraent and the eraployee's r i g h t s under t h i s Agreeraent, 

provided t h a t no incurabent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 

WAGES 

Section 4.1 Prevailing Wage Rates 

Effective July 1, 2O-0-17, eraployees covered by t h i s 

Agreeraent s h a l l continue to receive the hourly rate being paid 

to crafts or job c l a s s i f i c a t i o n s doing sirailar kinds of work in 

Cook County pursuant to the forraula currently used by the United 

States Departraent of Labor in adrainistering the Davis-Bacon Act 

as currently being paid to said eraployees as set forth in 

Appendix A appended to and raade a part of this Agreeraent. 

Section 4.2 Prevailing Rate Adjustments 

Effective on July 1 of each year of this Agreeraent 

beginning in 20-0-17, through the period ending June 30, 20i2-22, 
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the wage ra t e r e f e r r e d t o i n the immediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant to'- the forraula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreeraent are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Eraployer adjust said 

wage rates raore than one tirae i n any calendar year. 

Section 4.3 Non-Prevailing Wage Rates Govorning F i r a t F^ve— 
Yoaro of thia Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustraents below f o r a l l eraployees who are i n non-p r e v a i l i n g 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

• Effective 07/01/2007 —1% 01/01/2018 - 2.00% 

• Effective 01/01/2008 2.25% 01/01/2019 - 2.25% 

Year 2-̂  

• Effective 01/01/2009 2% 01/01/2020 - 2.00% 

Year 3^ 

• E f f e c t i v e 01/01/2010 2% 01/01/2021 - 2.25% 

Year 4: 
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• Effective 01/01/2011 3 . 25"?-! 01/01/2022 - 2.00% 

Year 5: 

• — E f f e c t i v e 01/01/2012 3 ^ ^ 

Section—4-r4 Non-Prevailing—Wage—Rato a—Governing—Second—Five-
Yoar Torm (07/01/2012 to 06/30/2017) 

E f f e c t i v e — t h e — f o l l o w i n g — d a t e s , — t h e — C i t y — v j i l l — m a k e — t h e — v j a g c 

adj ustraents—below—fer— a U—craployeeo—whe—are— i n—non-prevailing 

r a t e — c l a o s i f i c a t i o n o — a n d who a r c — c i t h e r on—the payroll—as—ef^—the 

e f f e c t i v e date or on l a y - o f f w i t h — r e c a l l r i g h t o : 

Year 6-7-

•—Effective 01/01/2013 2% 

Year 7: 

•—Effective 01/01/2014 2% 

Year 8: 

•—Effective 01/01/2015 2%-

Year 9: 

* — E f f e c t i v e 01/01/2016 • 2% 

Year 10: 

E f f e c t i v e 01/01/2017 Z2JL 

"Me Too" Clause: I f a raajority of C i t y unionized eraployees 

i n non-prevailing wage ra t e classifications''"* ' receive an across-

the-board percentage increase i n t h e i r regular base rate of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 
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covered by t h i s Agreeraent s h a l l have t h e i r wage adjustraent set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i r a i l a r l y , i f a raajority of C i t y unionized 

employees i n non-prevailing wage r a t e c l a s s i f i c a t i o n s * * receive 

a lump sura payraent i n any contract year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the sarae lump sura payraent i n any such year. The p a r t i e s 

agree t o confer regarding the t i m i n g , amount and irapleraentation 

of any wage adjustment or lurap sum payment under t h i s Section 

p r i o r t o such adjustraent being paid. 

**Exclusive of sworn eraployees of the Chicago Police Departraent 

and uniforraed raerabers of the Chicago Fire Department. 

Section 4.5 Retroactivity 

The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected eraployees who, as of August—2r-,—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 

Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal eraployees who 

are e l i g i b l e for rehire, or are forraer eraployees who r e t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the City 'Council., inclusive. 

Section 4.6 Out of Grade Pay 
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An employee covered by t h i s Agreeraent who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such time from the f i r s t 

day of the assignraent. The Eraployer agrees t h a t i t w i l l raake 

such assignraents f o r not less than an eraployee's f u l l work day. 

Such payraent s h a l l be raade on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payraent was earned. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days, except where a regular 

incumbent i s on leave of absence, i n which case the time l i m i t 

for acting into such position may not exceed one (1) year, and 

no individual employee can act up into that position for more 

than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the par t i e s . I f the one hundred eighty (180) day 

l i m i t i s extended to one (1) year due to a regular incumbent on 

leave of absence or by mutual agreement of the par t i e s , 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein, 

the position s h a l l be treated as a "permanent vacancy" within 
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the meaning of Section - of t h i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" subject to 

the applicable provisions of that Section. 

Section 4.7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o eraployees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. , A l l overtime or 

premium pay s h a l l be paid t o eraployees not l a t e r than the 

second • regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e araount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an eraployee's pay check, at the tirae s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtirae and/or premium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the employee proraptly n o t i f i e s the Department's 

tiraekeeper i n w r i t i n g . Eraployees s h a l l subrait a p a y r o l l 

dispute t o the Departraent tiraekeeper on the "Employee 

Pa y r o l l I n q u i r y Form" attached hereto as Appendix B. The 

employee's submission of such Forra s h a l l t o l l the period 

f o r processing a grievance f i l e d by the eraployee or Union 

over such dispute. I f the Department concludes that there 

i s a shortage i n the employee's paycheck, and i f the amount 

i n question exceeds $100.00, the Department w i l l subrait a 

supplemental p a y r o l l to the Coraptroller t o cover the 
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shortage, and w i l l issue the eraployee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the eraployee's 

complaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Eraployer 

w i l l pay t o the eraployee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

eraployees, persons r e t u r n i n g frora. leaves of absence 

( i n c l u d i n g but not l i r a i t e d t o duty d i s a b i l i t y ) , overtime 

earned under the City's emergency snow reraoval program, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded frora the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payraent obligatiojns 

w i t h respect t o the payraents r e f e r r e d to"' i n t h i s paragraph 

which raay be contained elsewhere i n t h i s Agreeraent. 

(e) In order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

forra a Labor Management Comraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's raerabers of the Committee w i l l 

consist of representatives frora the Departraent of 

Personnel, the O f f i c e of Budget and Management, the 
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Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l determine, s h a l l s e l e c t four (4) 

representatives t o serve as merabers of the Comraittee. The 

Committee w i l l raeet not less than q u a r t e r l y , or raore 

f r e q u e n t l y as the need raay a r i s e , t o review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of rautual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreement. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y raay include frora tirae-to-tirae a 

representative of the C o a l i t i o n at the Coraptroller's weekly 

s t a f f meetings w i t h Department heads t o review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t eraployees. 

ARTICLE 5 

HOURS OF WORK AND OVERTIME 

Section 5.1 The Workday and Workweek 

This A r t i c l e s h a l l be t o c a l c u l a t e overtirae and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The norraal work week s h a l l consist of f i v e (5) consecutive 

eight (8) hour days and two (2) consecutive days o f f , except 

where the Eraployer's operations r e q u i r e d i f f e r e n t scheduling 

needs. The Eraployer w i l l n o t i f y the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one rainute a f t e r 11:59 p.m. 

Saturday) Sunday and ending at 12:00 raidnight the f o l l o w i n g 

Sunday. The norraal work day s h a l l begin at 8:00 a.m. and end at 

4:30 p.ra. as deterrained by the Employer. 
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Notwithstanding the foregoing, i t i s agreed that the 

Eraployer raay change the established starting tirae of the Monday 

through Friday work day for a departraent, bureau, work unit, 

crew or individual upon fourteen (14) days written notice to the 

Union and affected employees, and -discussion with the Union. 

Said starting times s h a l l not be scheduled raore than two (2) 

hours before the regular starting tiraes currently in effect in 

t h i s Agreeraent. A l l such changes, unless otherwise agreed to by 

the parties, s h a l l be in effect for a rainiraura of one (1) week, 

and s h a l l provide for the same starting times each day of that 

period. No employee s h a l l be placed on a s p l i t s h i f t without 

agreeraent by the Union. Failure to coraply with t h i s provision 

s h a l l result in the payment of appropriate preraiura time to 

affected eraployees. 

Section 5.2 Overtime 

A l l - work perforraed i n excess of 40 hours worked per week or 

i n excess of 8 hours worked per day when the eraployee has 40 

hours of work or excused absences; or on Saturday or Sunday as 

such when Saturday and Sunday are not p a r t of the eraployee's 

regular work week; or on the s i x t h or seventh consecutive day 

worked, s h a l l be paid f o r at two (2) tiraes the regular s t r a i g h t 

tirae hourly rate of pay. Such overtirae s h a l l be coraputed on the 

basis of completed f i f t e e n minute segraents. Eraployees exerapt 

from the Fair Labor Standards Act s h a l l not be e l i g i b l e f o r 

overtirae under t h i s Section. There s h a i l be no pyramiding of 

overtime and/or premiium pay. Daily.- and/or weekly overtime 

and/or premiura pay s h a l l not be paid f o r the sarae hours worked. 
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A l l overtime earned under t h i s Section s h a l l be p a i d t o 

employees, not l a t e r than the second reg u l a r payday f o l l o w i n g 

the end of the p a y r o l l p e r i o d i n which i t i s earned. 
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Section 5.3 Overtime Distribution 

'A reasonable araount of overtirae and/or preraium time s h a l l 

be a condition of continued eraployraent. Overtirae and/or preraiura 

tirae referred to in th i s Agreeraent, s h a l l be offered f i r s t to 

the eraployee doing the job. A l l overtirae w i l l be distributed as 

equally as feasible over a reasonable period of tirae araong the 

eraployees within the sarae c l a s s i f i c a t i o n and within the sarae 

work location. 

Section 5.4 Reporting Pay 

When an employee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainiraura of two (2) hours 

work or pay at the eraployee's regular s t r a i g h t tirae hourly r a t e , 

unless the eraployee was t o l d at l e a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Employer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , employees raust advise the designated 

person w i t h i n the Departraent of h i s or her current telephone 

nuraber. 

I f the eraployee works raore than two (2) hours, he or she 

s h a l l receive a rainiraura of four (4) hours work or pay f o r t h a t 

day. I f the eraployee works, more than four (4) hours, he or she 

s h a l l be guaranteed e i g h t (8) hours work or pay f o r that day. An 

employee who does not coraplete a norraal eight (8) hour s h i f t 

because he or she i s sent horae by the Employer s h a l l have the 

option of using a p o r t i o n of accrued vacation, personal or 

compensatory tirae f o r t h a t day upon noti c e t o the Employer. 
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Section 5.5 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , eraployees c a l l e d i n 

outside of t h e i r regular working hours -shall receive a rainiraura 

of two (2) hours pay at the appropriate overtirae r a t e frora the 

time t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

to an employee being brought back t o work outside of his/her 

norraal work day, and s h a l l not r e f e r to any s i t u a t i o n where the 

eraployee i s bro.ught i n t o work or required t o stay at work during 

periods which are . contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 

I n the event a General Foreraan or Foreraan i s d i r e c t e d by 

the Employer t o respond t o eraergency c a l l s frora horae and outside 

of his or her regular working hours, he or she w i l l be granted 

compensatory tirae at the appropriate r a t e f o r a l l v e r i f i e d tirae 

spent responding t o the eraergency frora horae, w i t h a rainiraura of 

15 rainutes of compensatory time t o be granted i n any calendar 

day on which any such emergency responses were required, up t o a 

raaximum of two hours of corapensatory tirae i n any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and/or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees in the form of cash within 30 

days following June 1, 2018. 
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Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

i' 

may acciimulate such time up to a maximiim of 160 hours. 

Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. A l l accumulated compensatory 

time in excess of 160 hours which has not been used or scheduled 

by June 1 in any calendar year w i l l be paid to employees i n the 

form of cash at their current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 

HOLIDAYS 

Section 6.1 Current Holidays 

(a) F u l l - t i r a e hourly eraployees s h a l l receive eight hours 

s t r a i g h t - t i m e pay f o r the holidays set f o r t h below: 

1. New Year's Day 

2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4 . Memorial Day-
5. Independence Day 
6. Labor Day 
7. Colurabus Day 
8. T h a n k s g i v i n g Day 
9. Chris t raas Day 

(b) F u l l - t i r a e s a l a r i e d employees s h a l l r e c e i v e the f o l l o w i n g 

days o f f w i t h o u t any change i n t h e i r r e g u l a r s a l a r y : 
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1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Meraorial Day 
7. Independence Day 
8. Labor Day 
9. Colurabus Day 

10. Veterans Day 
11. Thanksgiving Day 

12. Christraas Day 

(c) The b e n e f i t s set f o r t h i n (a) and (b) above s h a l l be paid 

provided the eraployee i s i n pay status the f u l l scheduled 

work day iraraediately preceding and the f u l l scheduled work 

day iraraediately f o l l o w i n g such holiday, or i s absent frora 

work on one or both of those days w i t h the Eraployer's 

perraission; such perraission s h a l l not be unreasonably 

denied. 

(d) Eraployees covered by t h i s Agreeraent i n c l u d i n g probationary 

employees s h a l l be e n t i t l e d t o one (1) paid personal day i n 

each year, of t h i s Agreement. At the eraployee's o p t i o n , the 

personal day raay be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of 

t h i s Agreement. I f the employee e l e c t s not t o schedule 

said personal day i n advance under the vacation s e l e c t i o n 

procedures as provided above, such day s h a l l be designated 

by the employee and s h a l l not be denied by the Employer. I f 

the "eraployee i s required or •allowed to work on such 

designated day, the eraployee s h a l l receive the appropriate 

holiday preraiura r a t e . An eraployee may e l e c t to carry over 

the personal day to the f o l l o w i n g calendar year provided 

17 
2454995.4 



such carry over s h a l l not exceed five (5) personal days. 

Eraployees raay not designate such personal day in connection 

with an existing holiday. Good Friday, or a vacation 

schedule unless requested by the eraployee upon ten (10) 

days written notice .and approved by the Eraployer. New 

employees who commence work for the Employer after June 30 

s h a l l not be e l i g i b l e for th i s personal day u n t i l the 

following calendar year. 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled to., work on any calendar holiday 

as s p e c i f i e d i n Section 6.1, he/she s h a l l be paid at the r a t e 

of two (2) tiraes (which includes holiday pay) his/her normal 

hourly rate f o r a l l hours worked. I f the employee i s not 

required t o work on a calendar holiday s p e c i f i e d i n Section 6.1, 

such eraployee s h a l l be paid e i g h t (8) hours at s t r a i g h t tirae f o r 

such holiday. A l l holiday tirae s h a l l be considered time worked 

f o r the purposes of coraputing overtime except where the holiday 

f a l l s on the employee's day o f f . 

Section 6.3 Fail u r e to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s 

to report to work, the employee s h a l l f o r f e i t his/her right to 

pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other eraergency. 

Section 6.4 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the hol'iday; said 
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holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For employees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday and/or Sunday w i l l be observed on t h a t 

day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Eraployer • s h a l l have the option of gr a n t i n g the 

employee an extra day's pay or an extra day of vacation at a 

time mutually agreed upon between the eraployee and ' the 

Departraent Head, provided the eraployee works the f u l l scheduled 

workday iraraediately preceding and the f u l l scheduled workday 

iraraediately f o l l o w i n g such vacation period, unless absence i s 

fo r a reason the Eraployer f i n d s t o be v a l i d . 

ARTICLE 7 

VACATIONS 

Section 7.1 Amount 

Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such eraployee's continuous service p r i o r t o 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service P r i o r t o July 1 Vacation 

Less than 6 years ^ 13 days 

6 years or raore, but less than 14 years 18 days 

14 years or more 23 days 

A f t e r 24 years 24 days 
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A f t e r 25 years • 25 days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The eraployee d i d not have, twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated frora eraployraent, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 

The amount of pro r a t a vacation i s determined by d i v i d i n g 

the number of raonths of continuous service the f u l l - t i r a e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s raultiplied by the 

amount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole number of days. Eraployees separated frora eraployment, 

other than f o r cause, w i i l be paid on a suppleraental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-tirae eraployees who work at l e a s t 80 hours per raonth' 

earn vacation on a pro. rata basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Employer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 F o r f e i t of Vacation 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

employee was denied vacation by the eraployer, or (2) the 

eraployee i s on an approved leave of absence, or (3) the employee 

el e c t s i n w r i t i n g to carry over vacation days (up to three (3) 

20 



ouch vacation days of accrued and unused vacation days f o r 

employees w i t h less than ten (10) years of s e r v i c e , and up t o 

f i v e (5) days of accrued and unused vacation days f o r employees 

w i t h ten (10) or more years of , service) f o r use i n d i v i d u a l l y or 

consecutively during the next vacation year, provided t h a t 

notice of such e l e c t i o n s h a l l be given t o the eraployer before 

Deceraber 15 of the vacation year. Carry over days s h a l l not 

count against an employee's maximum number of s i n g l e use 

vacation days provided f o r under t h i s Agreement. Such carry over 

vacation days raust be scheduled i n the then c u r r e n t year f o r use 

i n the next year. C a n c e l l a t i o n or re-scheduling of c a r r y over 

days s h a l l be c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the 

Agreement under Vacation Picks, upon rautual—agreeraent—ef—the 

eraployor,—which—agreeraent—shall—net—be—unreasonably—denied—e^ 

withheld, and such carry over days raust be taken on or before 

A p r i l June 30 of the next vacation year (or w i t h i n s i x (6) 

raonths, i n the case of an eraployee'.'s r e t u r n from an approved 

leave of absence) . Nothing herein s h a l l l i m i t or p r o h i b i t the 

Employer from a l l o w i n g the employee t o reschedule c a r r y over 

before June 30̂ **, or approving the rescheduling of c a r r y over 

days beyond June 30^^. Eraployees on duty d i s a b i l i t y s h a l l r e t a i n 

any vacation leave earned p r i o r t o being placed on duty 

d i s a b i l i t y leave, together wi t h a l l vacation tirae earned during 

the period of duty d i s a b i l i t y f o r the twelve (12) raonths 
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f o l l o w i n g the date i n which- the person became disabled, and 

s h a l l be e n t i t l e d t o use such vacation time w i t h i n twelve (12) 

months f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7 . 4 Employees Laid-Off or Discharged 

Employees who are terminated f o r cause are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns i n l i e u o f 

discharge i s e n t i t l e d t o the amount of vacation pay i n t h e i r 

bank a t the time of r e s i g n a t i o n . Eraployees s h a l l not earn 

vacation c r e d i t f o r any period during which they are on l a y o f f 

or leave of absence without pay i n excess of 30 days (except 

where such leave was adjudged e l i g i b l e f o r duty d i s a b i l i t y ) or 

engaged i n conduct i n v i o l a t i o n of A r t i c l e 12 of t h i s Agreeraent. 

In the event of the death of an e l i g i b l e employee, the s u r v i v i n g 

widow, widower or estate s h a l l be e n t i t l e d t o any vacation pay 

to which the deceased employee was e n t i t l e d . 

Section 7.5 Rate of Vacation Pay 

The r a t e of vacation pay s h a l l be coraputed by raultiplying 

the employee's s t r a i g h t time hourly r a t e of pay i n e f f e c t f o r 

the employee's regular job at the tirae the vacation i s being 

taken, tiraes 8 hours per day, tiraes the nuraber " of days' 

vacation to which the employee i s e n t i t l e d . S a l a r ied employees 

s h a l l receive .their regular salary i n e f f e c t at the tirae the 

scheduled vacation i s taken. 
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Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 

deterraine the nuraber and scheduling of crews and eraployees who 

can be on vacation at any one time without h i n d e r i n g the 

operation of the Department. The Departraent w i l l not designate 

any time or period during the calendar year when e l i g i b l e 

employees would be p r o h i b i t e d from scheduling and t a k i n g 

vacation tirae. 

Eraployees s h a l l raake vacation picks at a tirae and i n the 

raanner c u r r e n t l y provided f o r by t h e i r Departraent. The 

Departraent w i l l respond t o the eraployees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable p e r i o d of time a f t e r the 

request i s raade, but not raore than fourteen (14) days from the 

date the request i s received by the Departraent, except i n cases 

where the request i s made f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Department w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe eraergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storras), a 

severe raanpower shortage which raay s e r i o u s l y hinder the 

Departraent's operations, or where an eraployee possesses a unique 

s k i l l indispensable t o the iraraediate perforraance of a 

Departraent's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payment t o the eraployee of the appropriate pay rate f o r a l l 

hours worked as i f i t were a norraal work day, or f o r a norraal 
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work day, whichever i s greater, unless the eraployee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss, to an employee s h a l l 

occur only in the raost extrerae eraergencies. In the event of 

such .^cancellation, the Eraployer w i l l reiraburse the eraployee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 Non-Consecutive Vacation Days 

Eraployees raay receive up to five s i x of their vacations 

days one or raore days(s) at a tirae as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such days(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be' 

unreasonably withheld. I f the eraployee seeks such days so late 

in the vacation year that the eraployee's supervisor cannot 

reasonably grant the eraployee's request, such days s h a l l be 

scheduled by the Eraployer prior- to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 
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charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side o f the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Eraployees raay designate and use at t h e i r o ption up t o f i v e 

4-5-)- s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as sick days t o cover periods of bonafide raedical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l i n clude (or 

may be expanded upon by the C i t y ) : ( i ) mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

partner i s r e g i s t e r e d w i t h the Department of Human Resources. 

The Eraployer reserves the r i g h t t o ask the eraployee t o f u r n i s h 

proof of said i l l n e s s . An employee d e s i r i n g t o use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inforra the 
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representative of the Eraployer who eraployees are told i s 

designated for such purposes of that fact at the tirae he/she 

c a l l s in to report an i l l n e s s . Salaried eraployees who currently 

are receiving sick days under this Agreement s h a l l be i n e l i g i b l e 

to use vacation days as sick days while they have available 

unused sick days. 

Soction 7.8 

Any employee—of the C i t y of Chicago h i r e d prior—be—February 

i2r-,—198 6—whe—hae—rendered—service—t-e—the—County—ef—Coolc,—the 

Chicago—Park—Diotrict,—the—Chicago—Housing A u t h o r i t y , — t h e — F o r e o t 

-Preserve D i s t r i c t , — t h e — M e t r o p o l i t a n — S a n i t a r y — D i s t r i c t of—Greater 

C h i c a g o , — t h e — S t a t e — e f — I l l i n o i s ,—the—Chicago—Board—ef—Education, 

ti^e—City—Coliogco—ef^—Chicago,—Coraraunity—College—Diotrict—508 , 

the Chicago ^Transit A u t h o r i t y , — t h e — P u b l i c B u i l d i n g Commission of 

Chicago, t h e — C h i c a g o — U r b a n — T r a n o p o r t a t i o n — D i s t r i c t , and—bhe 

Re g i o n a l — T r a n o p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e — t h e — r i g h t — t - e — h a v e 

ti^e—period—ef^—ouch—service—credited and—counted—fer—t-he—purpose 

ef—coraputing—th-e—nurabcr—ef—years—ef—service—ao—a-n—eraployee—e^ 

t h e — C i t y — f e r — v a c a t i o n s , — p r o v i d e d — t h a t — o u c h — s e r v i c e — h a - s — b e e n 

continuouo sorvice . However, vacation tirae accrued vjhilc 

working , — f e r another p u b l i c agency i-s net t r a n s f e r a b l e . 

Employees—hi red—after—F'obrua ry—1 2 - ,—1986—whe—rondcr—ocrvicc—fe-r 

a^^y—other—eraployer—a-s—stated—above—shall—have—the—right—te—have 

-the—period—ef—ouch service—credited—and—coun ted—f-er—the—purpose 
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ef^—coraputing—the—nurabcr—ef—years—ef^—service—a-s—an—erapioycc— e i 

t h e—City—fe^^—vacations,—provided—a—raa j o r i t y — e f — o t h e r — e r a p l o y c c o 

of the Employer—receive—such c r e d i t . 

ARTICLE 8 

CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service means continuous paid eraployraent frora 

the employee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employment. I n a d d i t i o n , an eraployee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or l e s s ; or 

2. An absence where the eraployee i s adjudged e l i g i b l e f o r 

duty d i s a b i l i t y corapensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal eraployees who work a rainiraura of e i g h t y 

(80) hours per month s h a i l be c r e d i t e d w i t h continuous service 

f o r the tirae worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due to suspension 

(3) Unpaid leaves of absence f o r raore than 30 days or 

l a y o f f f o r raore than 30 days, unless eraployees 

are allowed to accumulate s e n i o r i t y under t h i s 

Agreement. 
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(b) Seasonal employraent of 120 calendar days or less i n any 

calendar year " s h a l l not be c r e d i t e d toward continuous service 

f o r the tirae worked. 

(c) Seasonal eraployraent in excess of 120 days in any 

calendar year s h a l l be credited toward continuous service. 

Soction 8.3 Reciprocity 

Eraployoco h i r e d p r i o r t-e February 1^, 198 6 whe have 

rendered—service—t-e t-he—County—of Coolc, the—Chicago—Park 

D i s t r i c t , — t h e — F o r e s t — P r e s e r v e — D i s t r i c t , t-he—Chicago—Houoing 

A u t h o r i t y , bhe Metropolitan Sanitary D i s t r i c t ef Greater 

Chicago,—bhe—State—ef—Illinois,—the—Chicago—Board—ef^—Education, 

City—Collcgeo ef—Chicago,—Coraraunity—College—Diotrict—508 , — t h e 

Chicago Tranoit A u t h o r i t y , Public B u i l d i n g Commiooion ef^ 

Chicago, t-he—Chicago—Urban—Tranoportation D i o t r i c t — a ^ ^ d — t i ^ 

R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y — s h a l l — h a v e — t h e — p e r i o d — e f — o u c h 

o c r v i c e — c r e d i t e d — a n d — c o u n t e d — f e r — t h e — p u r p o o o — e f ^ — a d v a n c e m e n t 

w i t h i n — l o n g e v i t y — s a l a r y — s c h c d u l c o . Hovjcvcr, employees—hirod 

a f t e r — F e b r u a r y i ^ - ; ^ 1986, w h e — r e n d e r — s e r v i c e # e r — a n y — o t h e r 

Employer as—stated above—shall—have—the—right—t-e—have—the period 

ef ouch service credited and counted f-er t-he purpose ei 

advanceracnt w i t h i n l o n g e v i t y salary schedules provided a 

raajority of other eraployees—of the—Eraployer receive—ouch credit. 

Section 8.4 Break in Service 

Notwithstanding the provisions of any ordinance or r u l e to 

the contrary, continuous service of an eraployee i s broken, the 

eraployment r e l a t i o n s h i p i s terrainated, and the eraployee s h a l l 

have no r i g h t t o be r e h i r e d , i f the eraployee q u i t s , i s 
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discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the employee's authorized Employer 

representative unless the circumstances preclude the Employee, 

or soraeone on his behalf, frora giving such notice, does not 

actively work for the Eraployer for twelve (12) raonths (except 

for approved f u l l time Union representative leaves or medical 

leaves of absence"and duty d i s a b i l i t y leaves), or i s on layoff 

for more than twelve (12) consecutive raonths i f the eraployee has 

less than five (5) years of service at the time of the layoff, 

or i s on layoff for raore than two (2) years i f the employee has 

five (5) or more years of service at the time of the layoff. 

Section 8.5 Probationary Employment 

New eraployees, hired after r a t i f i c a t i o n of t h i s 

Agreement, w i l l be regarded as probationary employees for the 

f i r s t eirx—(-6-)- twelve (12) months of their eraployraent and w i l l 

receive no seniority or continuous service credit during such 

probationary period. Probationary eraployees continuing in the 

service of the Eraployer after n4rii—(-64- twelve (12) raonths s h a l l 

be career service eraployees and s h a l l have their seniority date 

raade retroactive to the date of their o r i g i n a l hiring. 

Probationary eraployees raay be disciplined or discharged as 

exclusively deterraine.d by the Employer and such Employer action 

s h a i l not be subject to the grievance procedures, provided 

that, (1) after the f i r s t s i x (6) months of the probationary 

period, i f the Employer intends to impose a d i s c i p l i n a r y 
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suspension on the probationary employee where the suspension 

would r e s u l t i n a loss of pay, prior to imposing the suspension, 

except i n emergency or where the employee i s unavailable, the 

Employer s h a l l notify the employee and the Union and, upon 

request from the Union, w i l l schedule a meeting with the Union 

and the employee to discuss and allow the employee to respond to 

the accusations, and/or (2) i f the Employer, within i t s 

discretion, rehires a forraer eraployee who did not coraplete 

his/her probationary period within one year frora the eraployee's 

terraination, and said forraer employee had served 90 days or more 

of his/her probationary period, a l l tirae previously served in 

the probationary period s h a l l be counted for purposes of 

deterraining when the said eraployee completes his/her 

probationary period. A probationary employee who has served 90 

days or raore of his/her probationary period and who i s l a i d off 

s h a l l be given preference over other applicants for eraployment 

in the same job t i t l e in the departraent frora which he/she was 

l a i d off, so long' as he/she does not refuse an :offer of 

employment, and does not suffer a break in service under Section 

8.4 of this Agreeraent. Seasonal employees who have worked 

without a break i n service or who have worked more than twelve 

(12) consecutive months and bid into (or otherwise become) 

career service position/employees, s h a l l not have to serve the 

above twelve (12) month probationary period, but s h a l l have an 
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evaluation period not to exceed s i x t y (60) days, to demonstrate 

that he/she can perform the job. I f the Employer has j u s t cause 

based upon the employee's job performance at any time during the 

evaluation period that the employee cannot perform the job, then 

he/she s h a l l be returned to the seasonal position held j u s t 

prior, displacing, i f necessary, any employee who has beeii 

placed into said job. 

Probationary employees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreement. Probationary eraployees s h a l l be corapensated at the 

sarae r a t e as career service eraployees. 

ARTICLE 9 

GROUP HEALTH, VISION CARE, DENTAL 
LIFE AND ACCIDENT BENEFITS 

Section 9.1 

a) The Eraployer s h a l l provide t o eraployees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a raajority of 

other eraployees of the C i t y under the sarae terras and conditions 

applicable to said other eraployees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost to eraployees and t h e i r e l i g i b l e 

dependents. 

b) Eraployees who participate in the Eraployer; raedical 

care plan or an HMO s h a l l raake the following contributions 

toward their health care coverage, based on the applicable 
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percentage of thei r base salary, siibject to the then-applicable 

salary cap: 

Ir) craployoc raodical '•—contributions a^e b a s e d — e n a 

corapooito—1. 6 Ci—ef—base—salary—fer—single,—erapioycc—and—one,—a-nd 

faraily—Icvclo— e i—coverage—a-s—specified—below.— •—Fer—exaraple,—the 

c o n t r i b u t i o n s — a - t — s e l e c t e d — s a l a r y — l e v e l s — p e r — p a - y — p e r i o d — a r e — a e 

f o l l o w s : 

ANNUAL 
e 7\ T 7\py 

SINGLE — 
1 noQ-\ o 

EMPLOYEE 11 
I cn Cin o 

FAMILY 
1 m n R 9-X . 3 Z 3 X G X . 3 1 y 1 G 1 . J 1 3 3 G 

rir-i "I-n S'^ 0 000 1 "-^ SO 10 00 00 
LJ LJ L-LJ v^C/,W\JW 

ŝ n nm 
X i^ . 3 3 
1 o oc 

X y . 33 

10 IS 
Z Z . 3 3 
3 A fO 

^ 3 3 , 3 3 X 

SAO 000 
X i.^ . 3 3 

11 1 A 
X y . 13 
Of oo 

Z H . 3 3 
OO OA 

^ ^ \J f \J \J \J 

S 50 000 
X / • _L *1 
O-I AO 

i.. 3 . 3 3 
O O n 1 

3 Z . 3 ^ 

Al OS 
Y ^ f 'O \J \J 

SfO 000 o c, n 0 
3 i.. . y X 

T 0 AO 

^ X . 3 3 
AO 3 f 

.f 33 , 3 3 3 

S'^0 000 
2L O , t \J 

o q qn 
3 y . H y 

Af 01 
^ y . Z 3 

S l Al 

SOO 000 
i—' • J J 
OA on 

'i 3 . 3 t 

S^ f f 

3 1 . ^ 1 
fC fO 

Y 3 , 3 3 3 
c o n nnn 

O T . ZL / 

O Q C C 
3 Z . 3 3 

SO ^ A 
3 3 . 3 3 
no on 

Y ^ f -y y ~y 

$90, 000 H 38.60 
3 y . z H 

59.30 
1 3 . 3 y 

73.95 

Salary 

Single Employee + 1 Family Cap 

July 1, 2017 1.2921% 1.9854% 2 .4765 $90,000 

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

July 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

July 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

A l l c o n t r i b u t i o n s s h a l l be raade on a pre-tax basis and are 

payable on a per pay period basis. 

-34- effective—July—1^—2006—employee—medical—con t r . i but ions 

based—en—a—coraposi t o — 2 . 0 % — e f — b a s e — s a l a r y — f e r — s i n g l e , 

employco—a^^d—one,—and—family—levels—ef—coverage—a-s—specified 
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below.—Fer—example,— t h e — c o n t r i b u t i o n o — a t — o c l c c t c d — s a l a r y — l e v e l s 

per pay period arc—a-s—follows : 

ANNUAL SINGLE EMPLOYEE I 1 FAMILY 
S A L A R Y 1 . 2921'"a 1 . 9854°o 2 . 4765°o 

U n H r r S 0 n n O <^ 1 R 11 coo oo S'-^l fS 
\ j I i \ j i \ ^ X ,-f ^ 'u , W W v J 

S ^ 0 0 0 1 
Cf X 3 . IX 

Sl f IS 
Cf iL 3 . U O 
COA QO 

Cf Z 1 . 3 3 

*^n Of 
V —' ^ / w w J . 

SAO 000 
Cf X 3 . X 3 

* 1 S A 
Cf i.^ H . O Z 
COO nn 

Cf 33 . y3 
SAl 30 

Cf ^ 3 , 3 3 3 

S 5 0 0 0 0 
Cf iL X . 3 ^ 
CO f no 

Cf 3 3 . 3 y 

A l "5 P 
Cf H -X-. Z-3-

Sl SO 
V ^ U ^ U U U 

SfO 000 
Y' i~ 3 . y i.. 

coo on 
Cf ^ X . 3 3 

SAO f A 
Lf 3 X . 3 y 

Sfl 01 
Y 3 3 , 3 3 3 

s 0 nnn 
Cf 3 Z . 3 3 
con ":fn 

Cf H y . O r i 

SSI 01 
Cf D- j ^ . - - t7 r r 
cno o o 

V ' 3 , 3 3 3 

S 8 0 0 0 0 
Cf 3 1 . 3 y 

S A-^ 0'^ 
Cf 3 1 . y X 

S f f 1 ° 
Cf 1 iL -. Z 3 
t o o CC 

V U U ^ U U U 

S QO 0 0 0 
Cf H ..J . 3 1 

A° AS 
Cf 3 3 . X 3 

S'^ A AS 
Cf 3 Z . 3 3 
cno on 

•T' U / U U U 

$ 1 0 0 , 0 0 0 
V r l O . rr .J 

$ 5 3 . 8 4 
Cf 1 H . *i 3 

$ 8 2 . 7 3 
' •-- Cf y Z . Q—r 

$ 1 0 3 . 1 9 

A44—contributions—shall—be—made—en—a—pre-tax—basis—and—a^e 

payable on a per pay period baoio. 

c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject -to standard 

provisions of insurance p o l i c i e s between Employers and insurance 

companies. 

d) A dispute between an eraployee (or his/her covered 

dependent) and the processor of clairas s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreeraent between 

the Eraployer and the Union. 

e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be raade a v a i l a b l e t o q u a l i f i e d 

eraployees. The Eraployer raay o f f e r coverage under more than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject to 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement to the contrary. 
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f ) Where both husband and wife or other faraily raerabers 

e l i g i b l e under one faraily coverage are employed by the Employer, 

the Employer s h a l l pay f o r only one f a m i l y insurance or faraily 

h ealth plan. 

g) The current p r a c t i c e p e r r a i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreeraent. 

h) Consistent w i t h the terras of the Employer's e x i s t i n g 

Group Health Care Plan, and the app l i c a b l e r u l e s thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued raedical coverage f o r a 

raaxiraum of 12 weeks, subject to the terras of the Plan and any 

other applicable provisions of t h i s Agreement. Employees who 

are r e c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o 

receive continued raedical coverage as provided under the terras 

of the Plan and i t s applicable r u l e s . As a c o n d i t i o n of 

continued medical coverage, during any such suspension, or FMLA 

or duty d i s a b i l i t y leaves, employees must raake a l l i n d i v i d u a l 

raedical c o n t r i b u t i o n s as required under t h i s A r t i c l e and the 

terras of the Plan and i t s applicable r u l e s . I n the event t h a t 

an employee loses coverage under the Plan, he or she w i l l be 

provided notice thereof, the form of which raay include, but i s 

not l i r a i t e d t o , a COBRA noti c e , a HIPAA n o t i c e , a w r i t t e n 
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coramunication from the Employer or i t s insurance c a r r i e r , or 

some other s i m i l a r advisory. 

i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be siibject to an annual deductible of $35 per household. 

Ef f e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

siibject to an annual deductible of $75 per household. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Labor Manageraent Cooperation 

Coraraittee ("LMCC") pursuant t o applicab l e s t a t e and f e d e r a l law. 

The purpose of the LMCC i s to research and make recoraraendations 

and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o the achievement of 

s i g n i f i c a n t and measurable savings i n the cost of eraployee 

h e a l t h care during the term of t h i s Agreement. The Parties 

s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC by executing 

an Agreement and Declaration of Trust ("Trust Agreement") 

conteraporaneously w i t h the execution of each C o a l i t i o n Union's 

c o l l e c t i v e bargaining agreeraent w i t h the C i t y of Chicago. Said 

Trust Agreement s h a l l be • attached t o t h i s Agreeraent as 

Appendix C. 

Section 9.3 

The Trust Agreeraent s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : 
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a. _ Formation of a Committee t o govern the LMCC 

co n s i s t i n g of up to twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be. 

appointed by the C o a l i t i o n Unions. 

b. Appointraent by the C i t y and C o a l i t i o n of a Co-

Chair and Vice-Cochair as designated i n the Trust 

Agreeraent. 

c. A u t h o r i t y of the LMCC t o raake recoraraendations and 

raodifieations i n the health plan expected t o 

r e s u l t i n savings and cost containraent. 

d. Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the ' C i t y of Chicago and t h i r d 

p a r t i e s . 

Section 9.4 

For purposes of this A r t i c l e , an "eraployee" s h a l l raean a 

City eraployee represented by signatory labor organizations of 

this Agreeraent. A "Coalition Union" raeans signatories to th i s 

Agreeraent which have executed a co l l e c t i v e bargaining agreeraent 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 

million (as calculated with respect to the Coalition Unions) by 

2020. The parties w i l l work through the LMCC to identify changes 
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that w i l l r e s u l t i n the required savings. I f , prior to 

January 1, 2020, the parties have not reached agreement upon the 

proposed changes, each party w i l l submit i t s offer of proposed 

changes and the amount proposed to be reduced, including the 

methodology for estimating the value of the proposed changes, to 

a mutually agreed upon arbitrator, who w i l l be limited to 

selecting either the City's or the Coalition Unions' offer. The 

offer selected by the arbitrator w i l l be binding on the partie s 

and on the LMCC. 

Section 9.6 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that the Coalition Unions can explore the f e a s i b i l i t y of 

establishing their own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s i n the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-

Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, etc.) , and zip code of residence, as 

well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 
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identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

ARTICLE 10 

LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay ' 

In the event of a death i n an employee's iraraediate f a r a i l y , 

such eraployee s h a l l be e n t i t l e d to a leave of absence up t o a 

maxiraura of three consecutive days i n c l u d i n g the day of the 

fu n e r a l . Where death occurs and the funeral" i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d to a raaxiraura of f i v e consecutive 

days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such time as she/he i s 

required to be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed eight hours per day) . Salaried 

eraployees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The employee's iraraediate faraily s h a l l be defined as: 

raother, f a t h e r , husband, wife, brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, raother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents and grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the employee i s 

a court-appointed l e g a l guardian. The Employer raay, at i t s 

option, require the eraployee t o submit s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o tho 

employee. 
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Section 10.2 Milit a r y Leave 

Any eraployee who i s a meraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the employee 

deposits his/her railitary pay f o r a l l days compensated by the 

Eraployer w i t h the C i t y Comptroller. 

Any eraployee who i s a raeraber of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s t o attend a t r a i n i n g program or* 

perform other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not to exceed 

f i f t e e n (15) calendar days i n any calendar year,' provided t h a t 

the employee deposits his/her m i l i t a r y pay f o r a l l days 

corapensated by the Eraployer w i t h the C i t y Coraptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r Septeraber 11, 2001, 

s h a l l be e n t i t l e d to f u l l s alary and raedical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payment of m i l i t a r y 

pay to the Comptroller. The r i g h t to t h i s a d d i t i o n a l paid leave 

s h a l l a u t o m a t i c a l l y terminate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave b e n e f i t s . 
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Section 10.3 Jury Duty Leave/Subpoena 

An employee who serves on a jury or i s subject to,a proper 

subpoena (except i f the eraployee i s a party to the l i t i g a t i o n ) 

s h a l l be granted a leave of absence with pay during the terra of 

such absence, provided that the eraployee deposits his' jury duty 

pay with the City Comptroller. 

Section 10.4 Sick Leave 

¥ h e—City proposes—te—change—the—salaried employee—oick 

pay provioions—of tho Agreement—a-s—f ollovjo : 

Salaried—employees—whe—are—grantod—paid—sick—leave—a-s—ef-

t r h e — e x e c u t i o n — e - f — t h i o — A g r e e m e n t — s h a l l — c o n t i n u e — t e — r e c e i v e — t h e 

same—sick—leave—provisiono—during—the—term of—thio—Agreeraent,—a-e 

long as—he/she—continued t o work u n d e r — a — c l a o o i f i c a t i o n that—wae 

r e c e i v i n g .sick leave at the execution of t h i o Agroomont. 

No tvji tho landing—the—foregoing, Eeffective. January 1, 1998 

and thereafter, said s a l a r i e d eraployees who receive paid sick 

tirae s h a l l accrue sick tirae at the rate of one (1) day for each 

raonth of eraployment. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : (i ) 

mother, father, husband, wife, brother or s i s t e r (including 

blood, step or adopted), father-in-law, mother-in-law, daughter-

in-law, son-in-law, grandparents or grandchildren; or ( i i ) 

domestic partner or the domestic partner's mother, father, son 

or daughter (including blood, half, step or adopted), provided 
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t h a t the employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the 

Department of Human Resources. I n the event an employee 

experiences a serious h e a l t h c o n d i t i o n w i t h i n the meaning o f the 

Family Medical Leave Act, i - s — h o o p i t a l i zed, upon request of the 

employee, the Employer w i l l raake a v a i l a b l e t o said eraployee up 

to the f u l l araount of sick tirae the eraployee would have accrued 

f o r the remainder of t h a t calendar year as i f he/she were 

a c t i v e l y employed, i n order t o cover the absence r e s u l t i n g from 

the h o s p i t a l i z a t i o n and recovery. Upon his/her r e t u r n t o work, 

the employee w i l l begin t o accrue sick tirae w i t h the s t a r t of 

the next calendar year. The Eraployer reserves the r i g h t t o 

requ i r e an eraployee t o provide docuraentation of the i l l n e s s i n 

question. 

Section 10.5 Personal Leaves 

Non-probationary eraployees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accumulate f o r eraployees on said leaves. 

Eraployees who r e t u r n frora said leave s h a l l be r e i n s t a t e d t o 

t h e i r forraer job c l a s s i f i c a t i o n , i f the Eraployer deterraines i t 

i s vacant or i f i t i s then occupied by an eraployee w i t h lower 

s e n i o r i t y . I f the eraployee's forraer job i s not a v a i l a b l e 

because the eraployee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the eraployee may exercise 
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s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service provisions of t h i s Agreeraent. 

Bargaining u n i t eraployees who have corapleted t h e i r f i r s t 12 

raonths of eraployraent and who have worked 1, 250 hours i n the 

preceding 12 raonth period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and raedical leave f o r a period of up to twelve (12) work weeks 

during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an eraployee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placeraent w i t h the eraployee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) to care f o r the eraployee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 

eraployee. 

Such leave s h a l l be without pay unless the eraployee 

deterraines to s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the eraployee's health care coverage s h a l l be raaintained 

and paid f o r by the eraployer, as i f the eraployee was working and 

s e n i o r i t y s h a l l accrue. 

Any employee d e s i r i n g to take leave under t h i s Section 

s h a l l provide reasonable advance noti c e to the employer on a 

form provided by the employer, which forra s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no less than ten 

(10) days; and where advance noti c e cannot be provided, the 
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eraployee s h a l l provide no t i c e w i t h i n 48 hours a f t e r the eraployee 

i s able t o do so. F a i l u r e t o provide the n o t i c e provided f o r i n 

t h i s Section s h a l l not a f f e c t the v a l i d i t y of the leave where 

the eraployer has actual n o t i c e . Except as raay be s p e c i f i c a l l y 

s tated i n t h i s Agreeraent, employees s h a l l take leave provided 

f o r as permitted by the provisions of the Family Medical Leave 
f 

Act, including i t s rules and regulations. Employees s h a l l have 

a right to return to their regular assignraent and location. 

Section 10.6 Duty D i s a b i l i t y Leaves 

Any employee who i s absent from work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Eraployer w i l l 

raail the i n i t i a l Duty D i s a b i l i t y payraent w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n frora the approving 

a u t h o r i t y . Subsequent payraent f o r e l i g i b l e eraployees w i l l be 

raade twice a raonth. I f duty d i s a b i l i t y i s denied, and such 

den i a l i s l a t e r reversed, the eraployee s h a l l be paid up t o date 

the amount the employee was e l i g i b l e to receive. Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the eraployee's forraer job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the eraployee had not been on a leave of 

absence, the eraployee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h the subject to the l a y o f f , r e c a l l and break-ih-

service provisions of t h i s Agreement. 

The Employer w i l l raail the i n . i t i a l Duty D i s a b i l i t y payment 

w i t h i n fourteen (14) days of the Employer's designated medical 
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o f f i c e r being advised by the eraployee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the eraployee's entitleraent to Duty D i s a b i l i t y . 

Section 10.7 Medical Leaves 

Non-probationary eraployees s h a l l be granted medical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up to 3 raonths, provided said leaves s h a l l be 

renewable f o r l i k e 3-raonth periods. The Eraployer may request 

s a t i s f a c t o r y proof of raedical leaves of absence. A f t e r the 

f i r s t year, such medical leaves s h a l l be extended i n up t o one-

year segraents. Eraployees on raedical leaves of absence s h a l l 

r e t u r n t o work proraptly a f t e r t h e i r doctor releases them t o 

r e t u r n t o work. 

Eraployees who r e t u r n frora said raedical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r former j o b / c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an eraployee of lower • • s e n i o r i t y . I n 

a d d i t i o n , the Eraployer w i l l r e t u r n an eraployee t o the sarae 

geographic l o c a t i o n of his or her previous job assignraent f o r a 

period of up to one year a f t e r the s t a r t of the leave. I f the 

employee's former job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the employee had not been on a leave 

of absence, the employee may exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in-

service provisions i n t h i s Agreement. 

A f t e r one year on an approved medical leave of absence, 

eraployees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 
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release and who raeet the f o l l o w i n g continuous service 

requireraents s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g forraula: three (3) raonths of such reinstateraent 

r i g h t s f o r every year of service t o a raaxiraura of f i v e (5) years 

reinstateraent r i g h t s . 

An eraployee who does not raeet the above e l i g i b i l i t y 

requirements and who returns to work promptly a f t e r his/her 

doctor's release a f t e r more than one year on a medical leave of 

absence, s h a l l be returned to his/her forraer job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the eraployee w i l l be placed on a 

l i s t f o r reinstateraent. 

S e n i o r i t y s h a l l accuraulate f o r eraployees on raedical leaves 

of absence f o r only up to one year. A f t e r one year, an eraployee 

on a raedical leave of absence s h a l l r e t a i n , but not accuraulate, 

s e n i o r i t y . 
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Section 10.8 Union Leave 

The Eraployer s h a l l grant request f o r leaves of absence 

f o r up t o 2 eraployees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

du r a t i o n of his/her appointraent to the Union, provided 

reasonable advance notice i n w r i t i n g i s given t o the employer. 

While on such leave to employee s h a l l not incur a break i n 

continuous service. An employee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an eraployee. 

Eraployees who r e t u r n frora Union leaves of absence s h a l l 

have the same r i g h t s as employees who r e t u r n from raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during their regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 
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12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of this agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 
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ARTICLE 11 

DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 Procedure for Department Review of Di s c i p l i n a r y 
Action 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded frora t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

appl i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or raore raay be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted from a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure provisions herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An employee who i s subject to d i s c i p l i n a r y a c t i o n f o r 

any irapropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any' i n t e r r o g a t i o n s or 

hearings p r i o r to being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable times and places and s h a l l not coraraence 

u n t i l the Union representative a r r i v e s , provided t h a t the 

Employer does not have to wait an unreasonable time and the 

Eraployer does not have to have the i n t e r r o g a t i o n unduly delayed. 

An eraployee raay be discharged f o r j u s t cause before the 

Personnel Board hearing, prcovi ded th a t said eraployee s h a l l be 
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guaranteed upon request, a f u l l hearing, before said Board, i n 

accordance w i t h the said Board's r u l e s . 

I t i s f u r t h e r provided t h a t i n the event of non-egregious 

offenses, not t o include v i o l e n t acts, c r i m i n a l acts, d r i n k i n g 

alcohol or t a k i n g i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or 

work stoppages, the employee w i l l be given . t h i r t y (30) days 

advance n o t i c e of discharge, and has seven (7) days frora r e c e i p t 

of the n o t i c e to appeal. 

I f the eraployee does not f i l e an appeal w i t h i n the seven 

(7) day appeal period, the Eraployer raay then reraove the eraployee 

frora the p a y r o l l . I f the eraployee appeals the discharge, the 

Personnel Board s h a l l be requested t o set a hearing date w i t h i n 

the t h i r t y (30) day' n o t i c e period and the eraployee s h a l l reraain 

on the pay r o l l f o r the f u l l n o t i c e period, except i f p r i o r t o 

corapletion of the t h i r t y (30) day not i c e period; (1) the Hearing 

O f f i c e r a f f i r r a s the discharge; or (2) the eraplc)yee continues the 

discharge hearing; or (3) the eraployee withdraws h i s appeal or 

otherwise engages i n conduct which delays the corapletion of the 

hearing. However, i n no event raay the employee req u i r e the 

Eraployer t o r e t a i n the employee on the p a y r o l l beyond the t h i r t y 

(30) day period. The Union s h a l l have the r i g h t t o have i t s 

representatives present at e i t h e r of the Board(s) or the 

grievance procedure, i n c l u d i n g a r b i t r a t i o n , and to a c t i v e l y 

p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

repriraand, suspension or discharge, depending upon various 
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f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 

be adrainistered as soon as p r a c t i c a l a f t e r the Eraployer has had 

a reasonable op p o r t u n i t y to f u l l y i n v e s t i g a t e the raatter and 

conduct a raeeting w i t h the Union and eraployee. The Eraployer i s 

not o b l i g a t e d to raeet w i t h the eraployee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the employee i s unavailable or 

i n emergency s i t u a t i o n s . 

Deraotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be p a r t of an employee's d i s c i p l i n e . 

In cases of o r a l warnings, the supervisor s h a l l inform the 

eraployee t h a t she/he i s r e c e i v i n g an o r a l warning ahd the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

eraployee's iraraediate supervisor s h a l l raeet w i t h the eraployee and 

n o t i f y hira/her of the accusations against the eraployee and give 

the eraployee an opportunity t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the naraes 

of witnesses, i f any, and make a v a i l a b l e copies of p e r t i n e n t 

documents the eraployee or Union i s l e g a l l y e n t i t l e d to receive, 

t o the extent then known and a v a i l a b l e . Eraployer's f a i l u r e t o 

s a t i s f y Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

r e v e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Employer to pay back pay to the employee. I n the event 

d i s c i p l i n a r y a c t i o n i s taken, the eraployee and the Union s h a l l 

be given, i n w r i t i n g , a stateraent of the reasons t h e r e f o r e . The 

eraployee shal] i n i t i a l a copy, noting r e c e i p t only, which .shall 

be placed i n the eraployee's f i l e . The emp.].oyee s h a l l have the 
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r i g h t to make a response i n w r i t i n g which s h a l l becorae p a r t of 

the eraployee's f i l e . 

Any record of d i s c i p l i n e may be re t a i n e d f o r a period of 

tirae not t o exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n exis.ts. A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-raonth period. I f an employee su c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the employee, the Employer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the case of promotions or t r a n s f e r s . 

I n any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Manageraent, the Eraployer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 30 

calendar days of the Eraployer being made aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the terra 

"non-egregious offense" s h a l l not include i n d i c t a b l e c r i r a i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the eraployee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

I n the event t h a t a discharged employee appeals an adverse 

decision of the Personnel or -Police Board t o the C i r c u i t Court 
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of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or reraanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the eraployee's reasonable attorney's fees 

which he or she has in c u r r e d i n connection w i t h the court 

proceeding, excluding fees incurred before the Personnel or 

Police Board. The eraployee s h a l l subrait a post-appeal fee 

p e t i t i o n to the Eraployer, which s h a l l be supported by f u l l 

docuraentation of the work perforraed, the hours expended, and the 

rates paid by the eraployee. Should the p a r t i e s be unable t o 

agree on the proper araount of the fees t o be paid t o the 

employee, e i t h e r party may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant provisions of t h i s agreement. 

Section 11.2 Procedure For Department Review of Di s c i p l i n a r y 
Action Including Suspension 

Step 1: Within f i v e (5) working days a f t e r an eraployee 

receives w r i t t e n notice of any proposed d i s c i p l i n a r y 

a c t i o n , i n c l u d i n g a suspension f o r ten (10) days or less 

which i s not appealable to the Personnel or Police Board, 

or i n the case of suspensions of 11 or raore days which raay 

be appealed t o a r b i t r a t i o n i n l i e u of the Police or 

I Personnel Board upon the w r i t t e n request of the Union, the 

Eraployer s h a l l conduct a raeeting w i t h the Union and 

eraployee. D i s c i p l i n e s h a l l ,be administered as soon as 

possible a f t e r the Eraployer has had a reasonable 

opp o r t u n i t y to f u r t h e r i n v e s t i g a t e the matter as 

appropriate. I f d i s c i p l i n a r y a c t i o n i s taken a f t e r the 
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raeeting or f u r t h e r i n v e s t i g a t i o n , the employee may request 

i n w r i t i n g t o the Departraent Head f o r review of said 

d i s c i p l i n a r y a c t i o n on a form provided by the Employer. 

Said request f o r review s h a l l be i n w r i t i n g and subraitted 

w i t h i n three (3) working days or r e c e i p t of w r i t t e n n o t i c e 

of d i s c i p l i n e . Said review forra s h a l l be p r i n t e d on the 

back of or attached t o the n o t i c e or d i s c i p l i n e together 

w i t h i n s t r u c t i o n s f o r appeal. The f a i l u r e to submit a 

w r i t t e n request f o r review of d i s c i p l i n a r y ' a c t i o n w i t h i n 

three (3) working days of r e c e i p t of n o t i c e of d i s c i p l i n a r y 

a c t i o n w i l l preclude the employee's r i g h t t o review. 

Step 2: Within three (3) working days or any rautually agreed 

upon extension a f t e r the Departraent Head or designee 

receives the employee's request f o r review, the Departraent 

Head or designee s h a l l conduct a meeting t o review the 

suspension. F a i l u r e t o conduct said raeeting i n three (3) 

days w i l l r e s u l t i n automatic advancement t o Step 3 and the 

Union s h a l l so n o t i f y the Eraployer. At the raeeting, the 

Departraent w i l l give the basis f o r i t s a c t i o n and the 

eraployee and Union re p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the o p p o r t u n i t y to ask questions. The 

Departraent Head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the raeeting, except where 

both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s required. 

The absence of such agreeraent or fai.lure to decide and 

coraraunicate such decision w i l l r e s u l t i n automiatic 

advanceraent t o Step 4 and the Union s h a l l so n o t i f y the 
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Eraployer. ' A copy of such decision s h a l l be sent t o the 

eraployee and the Union. 

Step 3: Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held between the Departraent Head or 

designee and the employee and the Union r e p r e s e n t a t i v e t o 

- discuss the r e s u l t s of the i n v e s t i g a t i o n . Said meeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 raeeting, unless otherwise agreed by the 

p a r t i e s . 

The Departraent Head or designee s h a l l render a w r i t t e n 

decision w i t h i n two (2) working days of the second raeeting. 

A copy of such decision s h a l l be sent t o the eraployee and 

the Union. I f the p a r t i e s f a i l t o raeet w i t h i n f i v e (5) 

working days or a w r i t t e n decision i s not subraitted w i t h i n 

two (2) working days, the appeal s h a l l a u t o r a a t i c a l l y 

proceed t o Step 4 and the Union s h a l l so n o t i f y the 

Eraployer. Except where otherwise i n d i c a t e d , the tirae 

l i r a i t s set f o r t h herein are to encourage the prorapt reviews 

of said d i s c i p l i n a r y a c t i o n and f a i l u r e to coraply w i t h 

these tirae l i r a i t s w i l l not a f f e c t the v a l i d i t y of the said 

d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the eraployee's 

exclusive reraedy f o r a l l said d i s c i p l i n a r y a c t i o n , 

i n c l u d i n g suspension f o r ten (10) days or less, or f o r 

suspensions of 11 days through 30 days which raay be 

appealed to a r b i t r a t i o n .in l i e u of the Personnel or Police 

Board upon the w r i t t e n recquest of the Union. 
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step 4: I f the raatter i s not settled at Steps 2 or 3, the 

Union raay subrait the raatter to arbitration under the terras 

of th i s Agreeraent. The rules governing procedure for 

arbitration s h a l l be the sarae as in 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o visions of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Eraployer and the Union or any of 

the eraployees of the Eraployer i t represents, a r i s i n g out of the 

circurastances or conditions of eraployraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g manner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the tirae l i m i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said tirae l i r a i t a t i o n s are extended by w r i t t e n 

agreeraent of both p a r t i e s t o t h i s Agreeraent. F a i l u r e of the 

Eraployer t o answer a grievance w i t h i n the tirae l i r a i t s herein 

s h a l l perrait the Union t o advance the case t o the next step. 

The Union w i l l be informed of and allowed t o be i n attendance at 

a l l grievance or d i s c i p l i n a r y hearings. The Union s h a l l send 

w r i t t e n notice t o the Department Head n o t i f y i n g '\him/her of 

advancement t o the next Step. 

55 
24 54 995.4 



Before a forraal grievance i s i n i t i a t e d , the employee may 

discuss the raatter w i t h his/her iraraediate supervisor. I f the 

problera i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the forra t o be supplied by the Eraployer 

upon request, but i n the absence of such a forra, 

eraployee or the Union raay subrait the grievance i n 

l e t t e r forra, w i t h i n twelve working days of e i t h e r the 

eraployee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The eraployee or 

the Union w i l l i n d i c a t e what Section and pa r t of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fa c t s underlying the grievance, and the requested 

reraedy, and subrait the grievance t o the employee's 

iraraediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance raore than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue wi t h the Employer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the employee and 

the union i n w r i t i n g of the ciecision. 
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step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the employee s h a l l have the 

r i g h t t o raake an appeal i n w r i t i n g to the Departraent 

Head or the Departraent Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

immediate supervisor. The name of the Departraent 

Head's designee s h a l l be posted and submitted t o the 

Union. F a i l u r e t o post and so n o t i f y the Union w i l l 

perrait iraraediate advanceraent to a r b i t r a t i o n unless 

corrected w i t h i n two (2) working days of n o t i c e of 

f a i l u r e t o post. 

B. The Departraent Head or the Departraent Head's designee 

s h a l l raeet w i t h the Union's rep r e s e n t a t i v e at l e a s t 

once each raonth t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I raeeting w i l l be f o r the Departraent and the 

Union t o share relevant inforraation and discuss t h e i r 

respective p o s i t i o n s w i t h respect to each grievance 

pending at Step I I , and attempt to araicably resolve as 

raany grievances as possible. The Departraent Head or 

the Departraent Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o reso.lve grievances during the 
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step I I raeeting. No grievances w i l l be discussed at 

more than one Step I I raeeting, unless the C i t y and the 

Union rautually agree t h a t f u r t h e r raeeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed to r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s t o otherwise process 

and respond to grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Department Head or the Department Head's designee 

w i l l n o t i f y the employee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I raeeting. 

The response t o the grievance s h a l l s t a t e the 

Departraent's p o s i t i o n w i t h respect to the grievance 

together w i t h a b r i e f stateraent of the f a c t s and 

reason (s) supporting t h a t p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Eraployer, Union and the aggrieved employee or 

eraployees. Grievances may be withdrawn without 

prejudice at any step of the grievance procedure i f 

rautually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union' or the Eraployer raay request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n notice on the 
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other w i t h i n ten (10) working days frora r e c e i p t of the 

Eraployer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s raore than one 

employee, i t may be presented by a si n g l e selected 

eraployee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Eraployer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of eraployees 

s h a l l be raade applic a b l e t o a l l of the a f f e c t e d 

eraployees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , eraployees are 

ob l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

eraployee t h a t i t could cause death or serious p h y s i c a l 

harra. The Employer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the employee does not waive 

his/her r i g h t t o process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or crders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Eraployer, but not an i n d i v i d u a l eraployee or eraployees, raay 

subrait the dispute to a r b i t r a t i o n by serving a w r i t t e n request 
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t o a r b i t r a t e t o the designated representative frora the 

Eraployer's operating departraent, w i t h copies of the request t o 

the designated law departraent representative and counsel-, f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s ' r a u t u a l l y raay 

agree, the Union s h a l l have the r i g h t to convene a raeeting w i t h 

the Employer's designated representative i n an attempt t o 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the matter to a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the raatter i n dispute 

and the r e l i e f requested. The Eraployer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the 

event the p a r t i e s are unable at such raeeting t o resolve the 

grievance, the Union and the Eraployer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Eit h e r party raay subrait the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request to a r b i t r a t e to the Federal Mediation 

and C o n c i l i a t i o n Service under the r u l e s of t h a t t r i b u n a l w i t h a 

copy to the other party. The foregoing s h a l l not prevent the 
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Eraployer and Union frora rautually agreeing t o the. s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted raust agree as a whole t o 

coraraenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those tirae l i r a i t s raust 

be by w r i t t e n consent of the Union and the Eraployer. The 

f a i l u r e of e i t h e r side t o agree t o an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Eraployer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

re q u i r e the production of p e r t i n e n t docuraents at the request of 

e i t h e r p a r t y . 

Each p a r t y s h a l l be responsible f o r corapensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 

borne by the party requesting the r e p o r t e r unless the p a r t i e s 

agree t o share such costs. 

An a r b i t r a b l e raatter raust i n v o l v e the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or â  docuraent incorporated by reference t h e r e t o . The 

provisions of t h i s Agreeraent and any other document incorporated 

by reference i n t h i s agreement s h a l l be the sole source of any 
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r i g h t s which e i t h e r p arty raay assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power t o araend, add t o , subtract from, 

or change the terms of t h i s Agreeraent, and s h a l l be authorized 

only to i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreeraent and 

apply thera t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly, on the 

evidence and arguraents presented to hira by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing-.. s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the eraployee or employees involved. Where '-timeliness 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a pre l i r a i n a r y step of the grievance procedure, or 

which would become moot due t o the length of time necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved raore e x p e d i t i o u s l y , raay be f i l e d at the option 

of the Union at Step I I or Step I I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union may request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Eraployer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 
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under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conforraance w i t h a p p l i c a b l e 

laws and r u l e s issued pursuant t h e r e t o governing . the 

disseraination of such raaterials. 

A Union re p r e s e n t a t i v e , ,a g r i e v a n t , and Union steward w i l l 

be perraitted a reasonable araount of tirae without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Departraent, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r perraission t o handle grievances on work tirae, i t 

being understood t h a t the operation of the Departraent takes 

precedence unless there i s an eraergency, but such perraission 

s h a l l not be denied unreasonably. A reasonable number of 

employees may attend the raeeting without loss of pay; such 

meetings s h a l l be set by rautual agreement by the Eraployer and 

the Union. Where the Employer d i r e c t s an employee t o report f o r 

a meeting concerning a grievance at a time when the employee i s 

not scheduled to work such tirae s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Eraployer, upon request of 

the Union re p r e s e n t a t i v e , s h a l l provide the use of a room and 

telephone, t o discuss the grievance, subject t o the Employer's 

reasonable rules f o r the Union's use of such f a c i l i t i e s . 
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C. EXPEDITED ARBITRATION 

The Eraployer and the Union raay rautually agree to subrait any 

grievance to expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l rautually select an a r b i t r a t o r 

frora a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible frora the date the p a r t i e s agreed to subrait the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant to the p a r t i e s ' agreeraent, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative frora the Eraployer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a i l raeet at le a s t q u a r t e r l y , 

or raore f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at leas t one pre-

established hearing date per raonth f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

Supplementing a l l r i g h t s and processes due employees 

covered by t h i s Agreement who may be the subject of a 
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d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g manner: 

A. The i n t e r v i e w of the eraployee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the eraployee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the eraployee's l o c a t i o n of assignraent, 

normal department l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the eraployee under 

• i n v e s t i g a t i o n s h a l l be inforraed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l - persons present during the 

i n t e r v i e w . When a forraal statement i s being taken, 

a l l questions d i r e c t e d t o the eraployee s h a l l be asked 

by and through one i n t e r v i e w e r at a tirae. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s perraitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be inforraed of the . nature of the raatters t o be 

discussed. 

F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , dismissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an inducement ' to 

provide inforraation r e l a t i n g to the matter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 
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i n t h i s Agreeraent, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the eraployee's a d m i n i s t r a t i v e r i g h t s , or 

the i m p o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay wi t h a copy of any w r i t t e n 

stateraent the eraployee has raade. 

(1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recoraraendation f o r d i s c i p l i n e i s probable against the 

employee, said employee w i l l be given the s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution may .be probable 

against said eraployee, the provisions of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

afforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i r a i n a t i o n p r i o r t o the coraraencement of the 

in t e r v i e w . An eraployee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

At the request of the employee under i n v e s t i g a t i o n , an 

employee who raay be subject to d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The eraployee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union representation 

before comraenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e presentation 
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can be obtained, provided the suspension i s not f o r an 

unreasonable tirae and the Employer does not have the 

i n t e r v i e w unduly delayed. 

J. The Employer s h a l l not corapel an eraployee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governraental agency r e l a t i n g t o 

any raatter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph exaraination s h a l l not ,be 

used against an eraployee i n any forura adverse t o the 

eraployee's i n t e r e s t s . The Eraployer w i l l not require a 

polygraph examination i f i t i s i l l e g a l to do so. I f 

an employee i s asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r to 

the a d m i n i s t r a t i o n of the exaraination. The r e s u l t s of 

any polygraph exaraination s h a l l be known to the 

eraployee w i t h i n one week. 

L. This Section s h a l l not apply t o eraployee witnesses. 

,M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e t o the raedia during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the employee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an employee i s exonerated a f t e r 

the C i t y i n i t i a l l y informed the media of the charges 

against the eraployee, the C i t y w i l l raake t h a t f a c t 

a v a i l a b l e t o the raedia where the eraployee requests i t . 

N. In the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 
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Section s h a l l be heard i n connection w i t h , and i n the 

sarae forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y actioriv, except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the eraployee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inforraation i n c l u d i n g eraployee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enuraerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Eraployer f o r any d i s c i p l i n a r y 

a c t i o n against the eraployee, or i n the case of 

proraotions or t r a n s f e r s . 

(2) (a) Notwithstanding the provisions of paragraph N 

above, at the option of the Union, a claira t h a t the 

Inspector General has v i o l a t e d the pr o v i s i o n s of t h i s 

Section raay be raised i n a suppression hearing before 

a raeraber of the perraanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union raay exercise t h i s option by 

n o t i f y i n g the eraployee's Department Head and the 

Employer's Law Departraent i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i.n accordance w i t h 

the foregoing provisions of t h i s Agreeraent. The appeal 
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s h a l l s p e c ify the p a r t i c u l a r contract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l suraraary of 

the conduct alleged t o have v i o l a t e d the Agreeraent. I t 

i s understood t h a t by ex e r c i s i n g t h i s o ption, any and 

a l l tirae l i r a i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s e l e c t i n order of r o t a t i o n one of the three 

perraanent hearing panel raerabers who are chosen as 

f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

raerabers raust be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her. s e l e c t i o n . To select the i n i t i a l panel, or 

should any member of the panel resign or be reraoved 

upon rautual agreeraent of the p a r t i e s during the l i f e 

of t h i s Agreement, the p a r t i e s w i l l raeet 'to reach 

agreeraent on new panel meraber who raust be an 

a r b i t r a t o r - l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, 

the Employer w i l l request a panel of seven (7) 

a r b i t r a t o r s from FMCS, a l l of whora raust be raerabers of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l raeet to s t r i k e naraes frc5m the l i s t , w i t h 

the Employer s t r i k i n g f i r s t , u n t i l one name remains, 

which person s h a l l be naraed t o the panel. 
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2 (c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or at such other tirae as the p a r t i e s raay 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i r a i t e d to deterraining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the merits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2(d) The panel meraber s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

eraployee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the eraployee works at the 

..police s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

eraployee has been incarcerated f o r raore than 72 hours. 

ARTICLE 12 

NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreeraent, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i m i t e d to 
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sympathy s t r i k e s and s t r i k e s t o p r o t e c t Union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 12.2 Union E f f o r t s 

The Union agrees that i t w i l l use i t s best efforts to 

prevent any acts forbidden in t h i s A r t i c l e and that in the event 

any such acts take place or are engaged in by any employee in 

the Union's bargaining unit, the Union further agrees i t w i l l 

use i t s best efforts to cause an iraraediate cessation thereof. 

I f the Union iraraediately takes a l l necessary steps in good fai t h 

to end any stoppages, s t r i k e s , picketing, intentional slowdown 

or suspension of work, including: (a) publicly disclairaing such 

action as not called or sanctioned by the Union, and (b) posting 

notices in conspicuous places which notify involved eraployees 

that the action was not called or sanctioned by the Union, in 

addition to instructing eraployees to iraraediately cease such 

a c t i v i t y , the Eraployer agrees that i t w i l l not bring action 

against the Union to establish responsibility for such 

unauthorized conduct. 

Section 12.3 D i s c i p l i n e 

The Eraployer raay terrainate the employment of or otherwise 

d i s c i p l i n e any employees who have been found to have engaged in 

any act forbidden in t h i s A r t i c l e . 

Section 12.4 No Lockout 

The Employer w i l l not, lock out bargaining u n i t employees 

durinc^ the term of t h i s Agreeraent. 

ARTICLE 13 
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DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-monthly basis to the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e to the Employer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreeraent. The Union s h a l l inderanify, defend and hold the 

Eraployer harraless against any and a l l claims, demands, s u i t s , or 

other forms of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

ac t i o n taken or not taken by the Employer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3 and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignraent furnished under any of such provisions or i n r e l i a n c e 

upon employee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union t o the Employer. 

The Employer s h a l l provide to the Local Unions w i t h i n seven 

(7) days name, address, c l a s s i f i c a t i o n , rate of salary and 

s t a r t i n g date of any new eraployee h i r e d i n t o the Local Union's 

bargaining u n i t . 

The City and the Coalition Unions w i l l create a committee 

to review and explore the f e a s i b i l i t y of using electronic 
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records and/or electronic signatures consistent with state and 

federal law which allows the City and the Union to use 

electronic authorization to v e r i f y union membership and/or 

authorize voluntary deduction of Union dues and fees from wages 

or payments for remittance to the Union. 

Section 13.2 F a i r Share 

I t i s further agreed that 30 days after the l a t e r of the 

execution of the Agreeraent or the eraployee's date of hire, the 

Employer s h a l l deduct frora the earnings of eraployees who are not 

raerabers of the Union, a raonthly araount as c e r t i f i e d by the Union 

and s h a l l rerait such deductions to the Union at the sarae time 

that the dues check-off i s reraitted. I t i s understood that the 

araount of deductions- from said non-member bargaining unit 

eraployees w i l l not exceed the regular raonthly union dues and 

represents the eraployee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract adrainistration and pursuing matters 

affecting wages, hours and other conditions of employraent. 

Section 13.3 Right of Non-Association 

Nothing in this Agreement s h a l l be inconsistent with 

Section 6 (g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are raerabers. 

Section 13.4 Condition of Employment 

Each eraployee who on the e f f e c t i v e date of t h i s Agreement 

i s a meraber of the union, and each eraployee who becoraes a raeraber 

a f t e r that date, s h a l l , as a c o n d i t i o n of eraployraent, maintain 
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his/her merabership i n the Union during the term of t h i s 

Agreeraent. 

Any present employee who i s not a raeraber of the Union 

s h a l l , as a c o n d i t i o n of employraent, be required t o pay a f a i r 

share (not t o exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n . 

A l l employees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreement and who have not raade a p p l i c a t i o n f o r raerabership s h a l l 

be required, t h i r t y (30) days a f t e r the l a t e r of the execution 

of t h i s Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the 

cost of the c o l l e c t i v e bargaining process and contract 

a d r a i n i s t r a t i o n and pursuing raatters a f f e c t i n g wages, hours and 

other conditions of eraployraent. 

ARTICLE 14 

MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Eraployer w i l l notify the Union of any change in job 

t i t l e . I f the Employer raakes any substantial change in job 

duties i t w i l l discuss such changes with the Union prior 

thereto. I f the Employer changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not permanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the rautual 

agreeraent of the Unions involved.. 

Section 14.2 Traditional Work 
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Any work which has been t r a d i t i o n a l l y perforraed by 

employees who are represented by the Union s h a l l continue t o be 

performed by said employees, except where . non-unit eraployees 

have i n the past perforraed u n i t work, or i n eraergencies, t o 

t r a i n or i n s t r u c t eraployees, t o do layout, deraonstration, 

experimental, or t e s t i n g d u t i e s , to do t r o u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where employees 

do not report t o work because of vacations, or other absences or 

tardiness, or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o coraplete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not perforra 

the work of said eraployees. For exaraple, i f an Ironworker i s on 

vacation, a Pluraber s h a l l not be assigned- as a replaceraent 

Ironworker. The Eraployer s h a l l not a r b i t r a r i l y extend the 

period of any eraergency beyond the need f o r t h a t eraergency. 

Notwithstanding the foregoing, i t i s understood that i t 

s h a l l not be a violation of t h i s Agreeraent i f the following 

functions are perforraed by merabers of raanageraent, regardless of 

whether they are also performed by the bargaining unit: (a) crew 

assignment and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipment and raaterials from vendors. Nothing 

herein s h a l l deprive members of the bargaining unit of the right 

to perforra h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit employee for the purpose of 

replacing that person with a member of raanageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 
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I n the event t h a t the Union f i l e s a grievance claiming t h a t 

the Eraployer has v i o l a t e d the terms of t h i s Agreement by 

assigning c e r t a i n work t o C i t y eraployees represented by another 

union, or where the Employer receives a grievance frora another 

union p r o t e s t i n g the assignment of work t o eraployees covered 

under t h i s Agreeraent, the Eraployer s h a l l serve w r i t t e n n o t i c e to 

the Union, and on the other a f f e c t e d union ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute'. 

In the event t h i s dispute reraains unresolved and i s 

submitted t o a r b i t r a t i o n , the provisions of A r t i c l e 11.3 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing... 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignment of the work i n dispute v i o l a t e s the Agreement 

of t h a t other union, the provisions of t h i s Section s h a l l apply 

to t h a t claira as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t t o p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claim and to present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding determine that the Eraployer's reassignraent 

of the work i n dispute v i o l a t e s the other union (s) ' Agreeraent, 

76 
24 54 995.4 



thereby r e q u i r i n g the Eraployer to coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Eraployer s h a l l have the r i g h t to invoke - a r b i t r a t i o n of 

the dispute under the p r o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11.3 of t h i s 

Agreeraent, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l select the a r b i t r a t o r . The Eraployer, the Union and -the 

other a f f e c t e d union (s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t t o f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignraent 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s d ecision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreeraent and of the c o l l e c t i v e bargaining agreeraent of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testiraony s h a l l be 

adraitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d r a i n i s t r a t i v e 

forura. 

Nothing herein s h a l l preclude a l l parties to the dispute 

frora voluntarily resolving i t at any tirae. 

Section 14.4 Deferred Compensation 
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The Eraployer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g to deferred corapensation, s h a l l 

be afforded t o a l l eraployees of the Eraployer without change 

during the terra of t h i s Agreement. 

The Employer w i l l make contributions., on a dollar-for-

dollar basis, under a 401(a) Plan (or any similar successor Plan 

agreed to by the Coalition Unions) up to the maximum to t a l 

amounts per year shown below based on amounts deferred by each 

employee i n those same years to that employee's 457 Plan, as 

follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions at l e a s t semi-annually, of the 

tot a l contributions i t has made. 

Section 14.5 Rules of Conduct Changes 

When the Employer proposes t o i n i t i a t e reasonable changes 

or a d d i t i o n s t o i t s r u l e s of conduct, which could subject 

employees to d i s c i p l i n e , the Employer s h a l l transrait four (4) 

copies of the proposed changes or addit i o n s to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Employer w i l l meet w i t h the Union w i t h i n twenty (20) calendar 

days of the r e c e i p t of the proposals to receive the Union's 

coraraents. Absent an eraergency, the Employer w i l l not implement 

i t s proposed changes or add i t i o n s u n t i l the Union has had a 
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reasonable opportunity to present i t s views and discuss the 

proposals with the Employer. No such changes or additions s h a l l 

be implemented without prior publications and notice to the 

affected eraployees. 

Section 14.6 Safety 

(a) The Employer s h a l l provide a safe and h e a l t h f u l working 

environment f o r employees covered by t h i s agreeraent i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l raaintain i n good and safe working 

c o n d i t i o n a l l equipraent necessary f o r the safe and proper 

perforraance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t s a f ety 

coraraittee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Eraployer. The purpose of the coraraittee 

s h a l l be t o discuss, exaraine and t o raake recoramendations 

concerning occupational safety and h e a l t h issues a f f e c t i n g 

eraployees. A l l recoraraendations.of the coraraittee w i t h respect t o 

safety and health issues s h a l l be subraitted i n w r i t i n g t o the 

appropriate Departraent Head w i t h a copy t o the Union and the 

Directo r of Labor Relations. The Departraent Head s h a l l proraptly 

issue a w r i t t e n response t o the comraittee concerning the 

Departraent's views regarding the coraraittee's recoraraendations. 

The p a r t i e s raay decide, from time t o time, to r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Departraent (s) responsible f o r safety raatters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 
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safety personnel w i l l raeet and confer w i t h a representative of 

the a f f e c t e d Union about such issues and report back t o the 

Committee on any decisions or recoraraendations concerning thera. 

(c) The j o i n t safety comraittee s h a l l raeet at l e a s t once a 

month, or otherwise by rautual agreement. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s 

faced w i t h an unsafe working c o n d i t i o n , the employee i s required 

to perform the task i n question unless the employee's 

perforraance of an assigned task presents the strong l i k e l i h o o d 

of s u b j e c t i n g the employee to irarainent danger of death or 

serious i n j u r y . I f the eraployee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h to perforra t h a t task and 

expose himself t o t h a t dangerous c o n d i t i o n , the employee w i l l 

not be subject t o d i s c i p l i n e . In order t o avoid d i s c i p l i n e 

under t h i s paragraph, the c o n d i t i o n must be of such a nature 

t h a t a reasonable person, under the circurastances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and irarainent danger 

of death or serious i n j u r y . In a d d i t i o n , the eraployee raust also 

have sought frora the Eraployer, and have been unable to o b t a i n , 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g to perforra the task 

i n question. 
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Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining 

Unit, Dues and Hours reports for i t s bargaining unit employees, 

which w i l l contain, at the minimum, the following information: 

Payroll Period 

Payroll Number 

Employee Number 

Name 

T i t l e Code 

Overtime dollar amount per pay period 

Gross pay per pay period 

Contact information ( i . e . , address, phone, email, i f 

available) 

Date of hire and continuous service date 

Base hourly rate 

This i n f o r m a t i o n w i l l be sent , or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion o f each pay per i o d . To 

ensure the saf e t y and s e c u r i t y o f the i n f o r m a t i o n the C i t y w i l l 

make a secured f i l e t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the 

Union t o receive the i n f o r m a t i o n . 

e n — a — r a o n t h l y — b a s i s — a — b a r g a i n i n g — u n i t — r e p o r t — e f — c u r r e n t — a c t i v e 

o r a p l o y c c o , — t h e — l i s t — t e — i n c l u d e — c r a p l o y o c — n a m e , — a d d r e s s , — s o c i a l 

s c c u r i t y — n u m b e r , — t i t l e , — p e y — s c h e d u l e , — g r a d e , — c u r r e n t — p e y — r a t e , 
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otatuo,—continuous—service d a t e , — t i m e — i n — t i t l e , — d a t e — e f — b i r t h , 

race and sex. 

i h e — E r a p l o y e r — s h a l l — a l s o — p r o v i d e — t e — t h e Union—en—a—raonthly 

basis a bargaining u n i t a c t i v i t y report ef^ current a c t i v e 

e r a p l o y e e s — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R o t i r c r a c n t s ; Career 

Service Reoignationo; Career Sorvice Diochargoo; Non-Carccr 

Service Terrainations; Loaves ef^ Absence; Suspono ions; 

Rcino t a t eraent o;—Reappointracnto;—Tranof cro—(change—ef—departraent 

end change ef p a y r o l l ) ; Appointraento (vjhich also includes 

proraotions and doraotions) ;—and Dcatho. 

E a c h — r a o n t h — t h e — E r a p l o y o r — w i l l — p r o v i d e — t e — t h e — U n i o n — t h e 

current—raonth ' s — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d — t - h e — u p d a t e d 

report—frora the proviouo raonth. 

Section 14.8 Subcontracting 

The Eraployer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or Employer who 

i s not i n compliance w i t h the area standards established under 

and pursuant t o the formula used by the United States Departraent 

of Labor i n adrainistering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given to the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

not i c e s h a l l ' be i n w r i t i n g and s h a l l contain the narae and 

address of the party who w i l l perforra the work, a d e s c r i p t i o n 

of the work t o be perforraed and any other relevant data to 

enable the Union to deterraine corapliance w i t h t h i s Section. I n 
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the event such p a r t y i s deterrained not t o be i n corapliance w i t h 

the said area standards, the Eraployer s h a l l w i t h h old payouts and 

s h a l l not .contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Employer receive a w r i t t e n and 

enforceable assurance of compliance. 

In the event t h a t the Eraployer deterraines t o subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

eraployees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

perraanent jobs which the Eraployer has declared t o be vacant i n 

the a f f e c t e d Departraent, or other departraents, as the case may 

be, i n t h a t order, provided the l a i d o f f eraployees have the then 

present a b i l i t y t o perforra the required work without f u r t h e r 

t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 

reasonable araount of o r i e n t a t i o n t o allow hira or her t o perforra 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Eraployer, the Union, and the proposed sub-contractor s h a l l raeet 

to discuss the eraployraent of eraployees subject to layoff. During 

that meeting the Employer w i l l request and urge that the sub

contractor hire l a i d off employees. 

Section 14.9 Automobile Reimbursement 

Employees who are required by the Eraployer t o use t h e i r own 

autoraobiles i n the perforraance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaxiraura of $250 per month. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 
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r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraura reimburseraent w i l l 

increase t o $350.00 per month. E f f e c t i v e February-1, 2008, the 

raaxiraura reiraburseraent w i l l increase t o $450.00 per raonth. 

E f f e c t i v e February 1, 2009, the raaxiraum reimburseraent w i l l 

increase t o $550.00 per month. Thereafter, the raaxiraum 

reimburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consuraers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Eraployees seeking mileage reimburseraent 

raust subrait t h a t request on a forra provided by the Eraployer. 

Payment f o r mileage expenses w i l l be raade on a raonthly basis. I n 

the event t h a t during the l i f e of t h i s Agreement the Eraployer 

s h a l l irapleraent f o r any group of eraployees an autoraobile expense 

reiraburseraent prograra which i s raore favorable t o eraployees than 

the p r o v i s i o n s of t h i s paragraph, upon not i c e frora the Union, 

the Eraployer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new prograra t o employees 

covered by t h i s Agreement. 

Upon request by e i t h e r p a r t y raade no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l meet t o discuss any proposed 

changes t o t h i s Section 14.9. 

Section 14.10 F i l l i n g of Permanent Vacancies 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 
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posting. Said vacancy s h a l l be posted for 14 days on the CAREERS 

website. The posting s h a l l contain at l e a s t the following 

information: job t i t l e , q u a l i f i c a t i o n s , days off, s h i f t , hours, 

work location, i f known, and rate of -pay. The posting s h a l l also 

identify the number of positions to be f i l l e d . I f the number to 

be f i l l e d changes, the Employer s h a l l promptly notify the Union. 

Prior to the commencement of the selection process, the Employer 

w i l l provide the Union with a l i s t of q u a l i f i e d bidders. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents considered during the h i r i n g process, 

including documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information summary, and hiring c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e d by the Department Head and informed of the 

reasons for non-selection. 

The successful bidder for any jobs under thi s Section s h a l l 

have an evaluation period, not to exceed si x t y (60) days, to 

demonstrate that he/she can perform the job. I f the Employer has 
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j u s t cause based on the employee's j o b performance a t any time 

d u r i n g t h a t p e r i o d t h a t the successful bidder cannot perform the 

job, then the successful bidder s h a l l be returned t o the job 

he/she h e l d j u s t p r i o r t o the awarding of the b i d , d i s p l a c i n g , 

i f necessary, any employee who has been placed i n t o s a i d j o b . 

Section 14.11 Fitness f o r Duty 

I f the Employer observes and has reasonable cause t o 

b e l i e v e the employee has a medical c o n d i t i o n or s i g n i f i c a n t 

l i m i t a t i o n t h a t prevents the employee from being able t o perform 

the e s s e n t i a l d u t i e s of the p o s i t i o n , an employee may be sent 

f o r a Fitness f o r Duty examination a t the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's ph y s i c i a n 

c e r t i f i e s t h a t the employee i s f i t f o r duty, the employee may 

e l e c t or the Employer may r e q u i r e the employee, a t the 

Employer's sole expense, t o be subject t o an independent medical 

examination ("IME") t o determine i f the employee i s f i t f o r 

duty. The Union s h a l l s e l e c t an examining independent physician 

who w i l l conduct the IME from a l i s t of a t l e a s t three 

physicians w i t h the appropriate medical s p e c i a l t y who have 

suc c e s s f u l l y completed the Ci t y ' s procurement process and are on 

a l i s t of approved vendors. The determination of the independent 

phy s i c i a n and the IME s h a l l be f i n a l and b i n d i n g . The employee 
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s h a l l execute a l l HIPAA waivers and other forms necessary i n 

order t o permit access t o a l l medical records r e l a t e d t o his/her 

c o n d i t i o n , and the C i t y s h a l l agree t o secure and maintain the 

c o n f i d e n t i a l nature of a l l medical records obtained through t h i s 

process. 

2 4 54 995.4 



ARTICLE 15 

LAYOFFS/RECALL 

Section 15.1 Layoffs/Recall 

Probationary employees w i t h more than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior employee 

i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t , 

provided the a b i l i t y , q u a l i f i c a t i o n s t o perform the required 

work, and the eraployee's job performance are equal araong the 

other eraployees i n the job. " S e n i o r i t y " s h a l l raean, f o r 

purposes of t h i s Section, the eraployee's service i n the job 

t i t l e ( t i r a e - i n - t i t l e ) City-Wide. A l a i d - o f f eraployee raay 

displace (bump) the l e a s t senior employee, i f any, i n the most 

recent lower job t i t l e the eraployee t o be l a i d o f f has held 

provided the eraployee t o be l a i d o f f has the then present 

a b i l i t y t o perforra the job t o the Eraployer's s a t i s f a c t i o n 

without f u r t h e r t r a i n i n g . 

Eraployees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f . 

ARTICLE 16 

SEPARABILITY 

Section 16.1 Separability 

In the event any e f — t h e p r o v i s i o n e of t h i s Agreeraent s h a l l 

be or becorae i n v a l i d or unenforceable by reason of any f i n a l and 

b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or State Law or 

Lcocal Ordinance now e x i s t i n g or h e r e i n a f t e r enacted, such 

i n v a l i c i i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t the reraainder of 
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the p r o v i s i o n s hereof, which s h a l l remain i n f u l l f o r c e and 

e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n s h a l l be subject 

to r e - n e g o t i a t i o n by the P a r t i e s w i t h i n a reasonable p e r i o d of 

time. The—parties—agree—be—raeet and—adopt—revised—provisions 

which vjould be—in conforraity w i t h the—law. 

ARTICLE 17 

UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Eraployer i n w r i t i n g , of the naraes 

of the Stewards i n each Departraent or area agreed upon w i t h the 

Eraployer and s h a l l n o t i f y the Eraployer proraptly of any changes. 

Stewards w i l l be permitted t o handle and process grievances 

r e f e r r e d by employees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of tirae, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors i n advance of t h e i r i n t e n t i o n 

to handle and process grievances. Supervisors raay not 

unreasonably withhold perraission t o the Stewards t o engage i n 

such a c t i v i t i e s . 

Eraployees a c t i n g as Union Stewards s h a l l not be 

di s c r i m i n a t e d acjainst nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or Departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards frora t h e i r 

job c l a s s i f i c a t i o n s or Departraents, other than i n an eraergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 
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Section 17.2 Union Rights 

The Union s h a l l have the right and responsibility to 

represent the interests of a l l eraployees in the Unit, to present 

i t s views to the City on raatters of concern, either or a l l y or in 

writing, and to consult and be consulted with, in respect to the 

forraulation, developraent and irapleraentation of po l i c i e s and 

prograras affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be permitted 

during normal working hours, t o enter Eraployer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which eraployees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l tiraes be conducted i n a 

raanner so as not t o i n t e r f e r e w i t h norraal operations. The 

Eraployer raay be able t o change or set r u l e s of access, provided 

tha t any change i n current p r a c t i c e s raust be reasonable and 

subject t o the grievance procedures. 

ARTICLE 18 

DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l raission i s t o provide 

services t o i t s c;itizens i n a safe and econoraic raanner. The 

p a r t i e s t o t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of employees, as w e l l as t h e i r morale and producti. v i t y , 

a l l of which creates an undue burden on the persons which the 
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C i t y and the eraployees under t h i s Agreeraent serve. Furtherraore, 

the econoraic cost of p r o v i d i n g health care services t o eraployees 

who abuse drugs and alcohol has put an increasing burden on the 

City's finances. 

The Eraployer and the Union raaintain a strong coraraitraent t o 

p r o t e c t people and property, and t o provide a safe working 

environraent. To t h i s end, the Eraployer has also established i t s 

c o n f i d e n t i a l Eraployee Assistance Prograra f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreeraent urge eraployees who have such 

probleras t o u t i l i z e the Prograra's services. 

To raaintain a workplace which provides a safe and health 

work environraent for a l l eraployees, the following drug and 

alcohol prograra i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and d.rug 

paraphernalia i n the possession of, or being used by, an 

eraployee on the job or the preraises of the Eraployer. 

(c) Eraployer Preraises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Eraployer as job s i t e s or work 

l o c a t i o n s and over which the Eraployer has a u t h o r i t y as Eraployer. 

(d) Eraployee: a l l persons covered by t h i s Agreeraent. 

(e) Accident: an event, r e s u l t i n g i n i n j u r y to a person 

r e q u i r i n g raedical a t t e n t i o n or causing s i g n i f i c a n t daraage to 
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property t o which an eraployee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

eraployee, i n c l u d i n g but not l i r a i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s to conclude t h a t the eraployee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any raental, 'emotional, sensory 

o r . p h y s i c a l impairment due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body component 

sample, whether by blood, breath, u r i n e , pr i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l employees must report t o work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable them t o perform t h e i r jobs i n a safe 

manner. Further, eraployees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d 'iteras or substances on or at the Eraployer's 

premises, nor s h a l l they r e p o r t t o work under the i n f l u e n c e of 

drugs and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasonable cause to believe t h a t 

an eraployee i s under the i n f l u e n c e of a p r o h i b i t e d substance, 

the Employer s h a l l have the r i g h t t o subject t h a t employee to a 

drug and .alcohol t e s t . At the Eraployer's d i s c r e t i o n , the 

eraployee raay- be placed on a d r a i n i s t r a t i v e leave w i t h pay u n t i l 

92 
2454995.4 



t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the employee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Employer w i l l terminate a l l employees who: 

( i ) '• t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs 
or alcohol while on duty and on the 
Employer's preraises; 

( i v ) are found i n possession of a l c o h o l , drugs or 
drug paraphernalia, or are found s e l l i n g or 
d i s t r i b u t i n g drugs or drug paraphernalia, on 
the Employer's premises. 

(c) A l l adverse eraployment a c t i o n taken against an 

eraployee under t h i s prograra s h a l l be subject t o the grievance 

and a r b i t r a t i o n procedures of t h i s Agreeraent. 

Section 18.4 Drug and Alcohol Testing 

(a) The Eraployer raay re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t raay be adrainistered i n the event t h a t 
two supervisors have reasonable cause t o 
believe t h a t an eraployee has reported t o 
work under the i n f l u e n c e of or i s at work 
under the i n f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t raay be required i f an employee i s 
involved i n a workplace accident or 
f i g h t i n g ; 

( i i i ) a t e s t raay be required as part of a f o l l o w -
up to counseling or r e h a b i l i t a t i o n f o r 
substance abuse f o r up t o a one year period. 

(b) Eraployees t o be tested w i l l be required to sign a 

consent forra and chain of custody forra, assuring proper 

docuraentation and accuracy. I f an employee refuses t o sign a 
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consent form a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

te r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i i l be conducted by an 

independent l a b o r a t o r y accredited by the NIDA or any successor 

agency, and raay consist of e i t h e r blood or urin e t e s t s , or both. 

The Eraployer reserves the r i g h t t o . u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory^ t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r Federal 

workplace drug t e s t i n g prograras, dated A p r i l 11, 1988 and as raay 

be araended h e r e a f t e r by the relevant agency of the Department of 

Health and Huraan Services. 

(e) I n i t i a l and confirmatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they may be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the inf l u e n c e of drugs. 

( f ) I n i t i a l and confirraatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h t h a t the test e d 

eraployee was under the inf l u e n c e of al c o h o l . 

(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Eraployer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported to the 

Commissioner of Personnel or his designee i n the manner to be 
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prescribed by the Coraraissioner. The app l i c a n t or incurabent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Coraraissioner w i l l inform the app l i c a b l e Department Head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood saraples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

-test r e s u l t i s p o s i t i v e raay e l e c t , at h i s or her expense, t o be 

ret e s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Commissioner of Personnel, provided t h a t the Employer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s m i t t i n g said saraple t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t saraple, or t o preserve such saraple, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the reraoval frora 

e l i g i b i l i t y of an app l i c a n t or personnel a c t i o n , i n c l u d i n g 

discharge, of any eraployee. 

( j ) No la b o r a t o r y repo r t or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are pa r t of a 

personnel a c t i o n under t h i s prograra, but s h a l l be placed i n a 

special locked f i l e raaintained by the Coraraissioner of Personnel, 

except as such d i s c l o s u r e raay be required by t h i s p o l i c y , law or 

ordinance. 

Section 18.5 Employee Assistance Program 
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Eraployees are encouraged t o seek help f o r a drug or alcohol 

problera before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y raatter and 

raay p a r t i c i p a t e i f they wish i n the v o l u n t a r y Eraployee 

Assistance Prograra. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i r a i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 

and training prograras and to provide expanded post-

apprenticeship and training eraployraent opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreeraent with the City of 

Chicago, the Parties s h a l l enter into a suppleraental raeraorandura 

of understanding regarding the structure, irapleraentation, 

monitcj r i. ncg and enf C5rc::eraent of th i s I n i t i a t i v e . Said raeraorandura 

shall be attached to -this Agreeraent as Appendix D. 

Section 19.2 
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The I n i t i a t i v e s h a l l g e n e r a l l y include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coramitraent by the C o a l i t i o n to f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or forraer students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreeraent. 

b. A coraraitraent by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g prograras. I n p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public School's, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

prograras and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g prograras as appropriate; and to expand post-

apprenticeship and t r a i n i n g eraployraent o p p o r t u n i t i e s . 

c;. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps t o f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and suppleraental raeraorandura attached hereto. 
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ARTICLE 20 

RATIFICATION AND TERMINATION 

The terras of t h i s Agreeraent s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance forra. The Eraployer and the 

Union w i l l cooperate t o secure this- l e g i s l a t i v e approval. 

This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a i l reraain i n f u l l force 

and e f f e c t frora said date to June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f from year to 

year unless at le a s t 60 days and not raore than 120 days p r i o r to 

the t e r r a i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d Mail, r e t u r n r e c e i p t 

requested, of a desire to araend, add t o , subtract frora or 

terrainate t h i s Agreeraent. 

In the event such noti c e of a desire t o araend, add t p , or 

subtract from the terras of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor Agreement before the 30th day of June 

f o l l o w i n g the date 'on which n o t i c e was given, t h i s Agreeraent 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to e.xtend t h i s Agreement. The notices r e f e r r e d to s h a l l be 

considered t o have been given as of the date shown on the 

postmark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of notice s h a l l be the w r i t t e n date of r e c e i p t . 
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This Agreement c o n s t i t u t e s the e n t i r e c ontract between the 

Eraployer and the Union and s e t t l e s a l l deraands and issues w i t h 

respect t o a l l matters subject t o c o l l e c t i v e bargaining. The 

Employer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 

r e f e r r e d to herein, and even though such raatter raay not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

tirae t h i s Agreeraent was'negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

v o l u n t a r y unpaid tirae o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

agreement, such a d d i t i o n a l tirae o f f s h a l l be granted t o a l l 

eraployees covered by t h i s Agreeraent. 
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ARTICLE 21 

TERM OF AGREEMENT 

This Agreeraent s h a l l be e f f e c t i v e frora the date upon which 

i t i s r a t i f i e d by the C i t y Council of the C i t y of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l reraain i n e f f e c t 

through 11:59 p.ra. on June 30, 2017 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreeraent i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n 

A r t i c l e 9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the app l i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

health care prograra raandating s i g n i f i c a n t changes 

i n health insurance b e n e f i t s t h a t becomes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 

2. The lack of achieveraent of hea l t h care cost 

containraent as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishraent and a d r a i n i s t r a t i o n 

of the Labor-Manageraent Cooperation Coraraittee on 

.health care, as defined below: 

(a) The p a r t i e s charge the LMCC wi t h the 

r e s p o n s i b i l i t y of approving Plan changes 

that w i l l r e s u l t i n s i g n i f i c a n t cost 

ccjntainraent or savings, as raeasured by a 
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p r o j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no raore than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o hea l t h care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such, cost c^ontainment or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase frora exceeding 8% as raeasured ' i n ' 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

...fail t o achieve cost containraent or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p arty may e l e c t t o reopen .negotiations as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 
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• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each p a r t y — r e s e r v e s — t h e — r i g h t — t - e — r e o p e n — t h i s 

A g r e e m e n t — i n — o r d e r — t e — n e g o t i a t e — t h e — H e a l t h — P l a n — s e t — f o r t h — i r n 

Article—9—ne—later—than—June—2 0 - ,—2011—and—Juno—2 0 - ,—2015,—er— i n 

the event the C i t y of Chicago i o awarded the 2016 Olyrapic Garacs, 

June 30, 2014. 

d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of t h i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreeraent has t h i r t y (30) days t o n o t i f y 

the other p a r t y of i t s i n t e n t t o reopen t h i s Agreement i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t t o reopen n e g o t i a t i o n s pursuant t o t h i s 

p r o v i s i o n , i t s h a l l subrait w r i t t e n n o t i c e to the other p a r t y . 

Thereafter, the p a r t i e s have n i n e t y (90) days w i t h i n which t o 

reach agreeraent on the A r t i c l e . I f the p a r t i e s f a i l t o reach 

agreement at the conclusion of that n i nety (90) day period, each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreeraent. 

Non-Prevailing Wage Rate Reopener 

Four-Year : T h i s — A g r o G r a e n t — m a y — b e — r c o p o n o d — t e — f u r t h e r 

n e g o t i a t e — t h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — t h e — o c c o n d 
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f i v e year—.terra (07/01/2012 to 06/30/2017) u n d e r — A r t i c l e 4-r 

Section— 4 - ,—in the event t h a t — ( e ^ — t h e — C i t y n o t i f i e s — t h e C o a l i t i o n 

that—it—ha-s—net—reached—a—successor—agrcoracnt—be—a—then—current 

four-year—agreement—oxpiring—en—June—3-0-7 2 0 1 1 — r e g a r d i n g — a n 

acrooo—thc-board percentage increase fe^^ other unionized 

eraployees—in—non-provailing—wage—rate—claosificationo—defined—in

t h e —^^Me—Tee—Clauoc"—by—March—4^7—2012;——fb^—bhe—Coalition 

n o t i f i e s the C i t y of i t s — i n t e n t — t o torrainatc the "Mc Too Clause" 

by March 31, 2012. 

Five-Year : T h i s — A g r o o r a c n t — m a y — b e — r e o p e n e d — b e — f u r t h e r 

n e g o t i a t e — t h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — t h e — s e c o n d 

f i v e - y e a r t-e*ra (07/01/2012 te 06/30/2017) u n d e r — A r t i c l e 4-r 

Section— 4 - ,—in the—event—that—(-a^—the C i t y n o t i f i e s — t h e C o a l i t i o n 

that—it—ha-s—net—reached—a—successor—agreeraent—be—a—then—current 

five-year—agrcoracnt—expiring—en—June—3-0-; 2012 r e g a r d i n g — a n 

across-the-board percentage increase f e r other unionized 

eraployees—in—non-pre v a i l i n g — w a g e — r a t e — c l a o o i f i c a t i o n o — d e f i n e d — i n 

the—"Mc Too Clauoc" by October—2 2 r - ,—2012;—er—fb^—the C o a l i t i o n 

n o t i f i o o — t h e C i t y o f — i b e — i n t e n t — t o tcrrainato—bhe—^44e—Too Clause" 

by October 31,2012. 

a—any—ene—ef—th-e—foregoing—events—occuro,—either—party—be 

t h i s Agreement—has .thirty—(-40-)—days—to n o t i f y the—other party of 

i r t r s — i n t e n t — t - e — r e o p e n — t h i s — A g r e e m i e n t — i n — o r d e r — t - e — n e g o t i a t e — t h e 

non-prcva i 1 i n g — w a g e — r a t e s — g o v c r . n i n g — t h e — s e c o n d — f i v e — y e a r — t e r m 
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(07/01/2012 to 06/30/2017)—oct f o r t h i n A r t i c l e — d , .Section 4. 

S h o u l d — e i t h e r — p a r t y — e l e c t — t e — r e o p e n — n e g o t i a t i o n o — p u r s u a n t — t e 

t h i s — p r o v i s i o n , i t — o h a l l — s u b r a i t — w r i t t e n — n o t i c e — t - e — t h e — o t h e r 

p a r t y — a n d — t h e — C i t y — s h a l l — n e t — b e — o b l i g a t e d — t e — r a a k e — t h e — w a g e 

adj u s t r a e n t s — s e t — f o r t h — i r n — A r t i c l e — 4 - , — S e c t i o n — 4 - . T h e r e a f t e r , — t h e 

p a r t i e s have ninety—(-40^—days w i t h i n which t o reach agrcoracnt on 

t h e — A r t i c l e . I - f — t h e — p a r t i e s — f a i l — t - e — r e a c h — a g r o c r a e n t — a t — t h e 

c o n c l u o i o n — e f — t h a t — n i n e t y — ( 90)—day—period,—each—party—reserves 

the r i g h t to reopen the e n t i r e Agreeraent. 

Other Reopener 

In the event of an eraergency, cataclysraic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

pa r t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

CITY OF CHICAGO ARCHITECTURAL AND ORNAMENTAL 
IRONWORKERS UNION LOCAL 63 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 

THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Management Cooperation Coraraittee established 

under A r t i c l e 9 t o explore and recoraraend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other governraental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and T r a i n i n g Program I n i t i a t i v e , i n c l u d i n g , but 

not l i m i t e d t o : 

a. A m u l t i - p r o j e c t labor agreeraent. 

b, A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c o n t r actors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the raaximum number of apprentices on the p r o j e c t as 

permitted under the terras and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l c o n t r a c t o r and 
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sub-contractors performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h 

the U.S. Department of Labor's Bureau of Apprenticeship and 

Tra i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive health care raodel and w i l l r e s u l t i n 

design iraproveraents, cost containraent or savings, i n c l u d i n g but 

not l i r a i t e d t o the f o l l o w i n g areas: 

• Expanded Disease Manageraent Prograra 

• HRA and Bio-raetric Screening 

• Health Fairs 

• Weight Manageraent Prograra 

• Iraaging Review Service 

• L i f e t i r a e Maxiraura 

• Subscriber Share f o r Hospital B i l l s and Co-insurance 

• Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 
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• Coraprehensive Coraraunication and Out reach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreeraent: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Meraorandura of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o araending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreeraent by the Unions t o waive sorae or a l l of the raonetary 

raake whole reraedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o araend Section 3(a) as requested 

by the Unions i n order t o conclude n e g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreeraent w i t h the C i t y t o waive 

sorae or a l l of the raonetary make whole remedies. U n t i l such an 

agreement i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be ob l i g a t e d t o implement the raonetary raake whole 

reraedies i n . t h e Award. I n a d d i t i o n , i f such an agreeraent i s not 
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reached by Deceraber 1, 2007, the p a r t i e s s h a l l subrait the issues 

of the Unions' proposed araendraent t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f frora the raonetary make whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE; FOR THE CITY OF CHICAGO; 
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CITY OF CHICAGO 
AGREEMENT WITH 

SPRINKLER FITTERS AND APPRENTICES UNION 
LOCAL NO. 281 

AGREEMENT 

This Agreeraent i s entered i n t o by and between the- C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Employer") and Local No. 281, S p r i n k l e r F i t t e r s and 

Apprentices Union ( h e r e i n a f t e r c a l l e d "the Union"), f o r the 

purpose of e s t a b l i s h i n g , through the process of c o l l e c t i v e 

bargaining c e r t a i n pro-visions covering wages, and other terms 

and conditions of eraployraent f o r the eraployees represented by 

the Union. 

I n r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Eraployer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

S p r i n k l e r F i t t e r 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees with respect t o rates of pay, wages, hours and other 

terras and conditions of employraent. The term "eraployee" as used 

herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 
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ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Eraployer, except only as they raay be subject to a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , 

powers, ahd r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the management of the 

Employer's operations and the a d m i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or raaterial changes i n 

duties or orga n i z a t i o n of the Eraployer's operations, or other 

econoraic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

promote, deraote, or r e c a l l ; t o make and enforce reasonable rules 

and r e g u l a t i o n s , to maintain order and e f f i c i e n c y ; t o schedule 

the ho.urs of work; to deterraine the services, processes, and 

extent of the Eraployer's operation, the types and q u a n t i t i e s of 

raachinery, equipment and raaterials t o be used, the nature, 

extent, d u r a t i o n , character and method of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t to contract out or subcontract; 

the r i g h t to determine the nuraber of eraployees and how they 

s h a l l be eraployed, and the q u a l i t y and q u a n t i t y of workraanship 
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and work required t o insure raaxiraura e f f i c i e n c y of operations; 

to e s t a b l i s h and enforce f a i r production standards; and t o 

deterraine the size, number and l o c a t i o n of i t s departments and 

f a c i l i t i e s . A l l of the pro v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Eraployer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreeraent. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Eraployer to 

insure equal eraployraent opportunities as required by law in a l l 

aspects of the Eraployer's personnel p o l i c i e s , and nothing in 

this Agreeraent s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that t h i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect 

a f f e c t the seniority provisions of this Agreeraent. 

Section 3.2 No Discrimination 

Neither the Eraployer nor the Union s h a l l d i s c r i r a i n a t e 

against any eraployee covered by t h i s Agreeraent i n a raanner which 

would v i o l a t e any app l i c a b l e laws because of race, c o l o r , 

r e l i g i o n , n a t i o n a l o r i g i n , age, sex, raarital s t a t u s , raental 

and/or ph y s i c a l handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 

Grievances by eraployees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 
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t h i s Agreeraent, but s h a l l not be subject to arbitration unless 

rautually agreed by the parties. 

Section 3.4 Reasonable Accommodation 

In the event the Eraployer s h a l l be required to raake a 

reasonable accoraraodation under the Araericans With D i s a b i l i t i e s 

Act ("ADA") t o the d i s a b i l i t y of an applicant or incurabent 

eraployee t h a t raay be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreeraent, the Eraployer s h a l l b r i n g t h i s raatter t o 

the a t t e n t i o n of the union. The pro v i s i o n s of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Employer's o b l i g a t i o n s under the ADA and t h i s 

Agreement, provided t h a t no incumbent eraployee s h a l l be 

displaced by such decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July 1, 20-0-17, eraployees covered by t h i s 

Agreement s h a l l continue t o receive the hourly rate being paid 

to c r a f t s or job c l a s s i f i c a t i o n s doing s i m i l a r kinds of work i n 

Cook County pursuant t o the formula c u r r e n t l y used by the United 

States Department of Labor i n adrainistering the Davis-Bacon Act 

as c u r r e n t l y being paid t o said eraployees as set f o r t h i n 

Appendix A appended to and raade a part of t h i s Agreeraent. 
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Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreeraent 

beginning in 20-0-17, through' the period ending June 30, 201:2-22, 

the wage r a t e r e f e r r e d t o i n the iraraediately preceding sec'tion 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i r a i l a r work in'Cook County pursuant t o the forraula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. In the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreeraent are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Employer adjust said 

wage rates more than one tirae i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—First—Five-
Yoaro of thio Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustraents below f o r a l l eraployees who are i n non-prevailing 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year i ^ 

• Effective 07/01/2007 1^ 01/01/2018 - 2.00% 

• Effective 01/01/2008 2.25°c 01/01/2019 - 2.25% 

Year 2-h 

• Effective 01/01/2009 3^ 01/01/2020 - 2.00% 

Year 3^ 
5. 
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• Effective 01/01/2010 •—3-% 01/01/2021 - 2.25% 

Year 4:-

• Effective 01/01/2011 • 3.25°o 01/01/2022 - 2.00% 

Year 5-^ 

•—Effective 01/01/2012 2-r^ 

Section—4^r-4 Non-Provailing—Wage—Rates—Govorning—Second—Five-
Yoar Torm (07/01/2012 to 06/30/2017) 

E f f e c t i v e — t h ^ — f o l l o w i n g — d a t e s , — t h e — C i t y — w i l l — r a a k e — t h e — w a g e 

adj uotraento—belovj—fer— a i d—craployeeo—w h e—ar^e—in—non-prevailing 

r a t e — c l a s s i f i c a t i o n s — a n d who—a^e—cither—en—the—payroll—a-s— e i—the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t o : 

Year 6-v-

• — E f f e c t i v e 01/01/2013 - 2% 

Year 7 : 

• — E f f e c t i v e 01/01/2014 •—2-% 

Year 8: 

• — E f f e c t i v e 01/01/2015 2^ 

Year 9: 

•—Effective 01/01/2016 2% 

Year 10: 

•—Effective 01/01/2017 2-^ 

"Me Too" C lause : I f a raajority o f C i t y u n i o n i z e d eraployees 

i n n o n - p r e v a i l i n g wage r a t e c l a s s i f i c a t i o n s * ' ^ r e c e i v e an a c r o s s -

t h e - b o a r d pe rcen tage i n c r e a s e i n t h e i r r e g u l a r base r a t e o f pay 
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i n any contract year higher than the increase set f o r t h above i n 

any such year, eraployees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i m i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non-prevailing wage ra t e c l a s s i f i c a t i o n s * * receive 

a lump sum payraent i n any contract year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive .the sarae lump sum payraent i n any such year. The p a r t i e s 

agree to confer regarding the ti r a i n g , araount and iraplementation 

of any wage adjustment or lurap sura payraent under t h i s Section 

p r i o r t o such adjustraent being paid. 

**Exclusive of sworn employees of the Chicago Police Department 

and uniforraed raembers of the Chicago Fire Departraent. 

Section 4.5 Retroactivity 

The increases set f o r t h i n A r t i c l e 4, Sections 4.1 and 4.3, 

are payable t o a f f e c t e d eraployees who,- as of August—2r-,—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the C i t y 

Council, are e i t h e r on the p a y r o l l , or are on approved leave, or 

are on l a y o f f w i t h r e c a l l r i g h t s , or are seasonal eraployees who 

are e l i g i b l e f o r r e h i r e , or are forraer eraployees who r e t i r e d 

e f f e c t i v e between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the C i t y Council, i n c l u s i v e . 
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Section 4.6 Out of Grade Pay 

An eraployee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perforra s u b s t a n t i a l l y a l l of - the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

c onsistent w i t h h is own tenure f o r a l l such time from the f i r s t 

day of the assignraent. The Eraployer agrees t h a t i t w i l l raake 

such assignments f o r not less than an eraployee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payment was .earned. 

The time l i m i t s for acting into higher rated jobs s h a l l not 

exceed one hundred eighty (180) days, except where a regular 

inciambent i s on leave of absence, i n which case the time l i m i t 

for acting into such position may not exceed one (1) year, and 

no individual employee can act up into that position for more 

than ninety (90) days. The time l i m i t s may be extended by mutual 

agreement of the parties. I f the one hundred eighty (180) day 

l i m i t i s extended to one (l)year due to a regular incvimbent on 

leave of absence or by mutual agreement of the par t i e s , 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent that the 

Employer continues to require the performance of the duties of 

the higher rated job beyond the time l i m i t s set forth herein. 
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the position s h a l l be treated as a "permanent vacancy" within 

the meaning of Section - of t h i s Agreement and the Employer 

s h a l l post and f i l l the job as a "permanent vacancy" subject to 

the applicable provisions of that Section, 

Section 4.7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o employees not l a t e r 

than the next regular pay day f o l l o w i n g the end of ' the 

p a y r o l l period i n which i t i s earned. A l l overtime or 

preraiura pay s h a l l be paid t o eraployees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of . an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtime and/or preraium pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the eraployee proraptly n o t i f i e s the Departraent's 

tiraekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute to the Department tiraekeeper on the' "Eraployee 

P a y r o l l I n q u i r y Forra" attached hereto as Appendix B. The 

eraployee's submission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 
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over such dispute. I f the Departraent concludes th a t there 

i s a shortage i n the eraployee's paycheck, and i f the araount 

i n question exceeds $100.00, the Departraent w i l l submit a 

suppleraental p a y r o l l t o the Comptroller to- cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the eraployee's 

coraplaint. Shortages less than $100.00 w i l l be added t o 

the eraployee's next regular pay check. 

(c) Should an eraployee not receive t h i s suppleraental check ( f o r 

a sura greater than $100.00) w i t h i n the aforeraentioned 

check/deposit advice d e l i v e r y date ' p e r i o d , the Eraployer 

w i l l pay .to the eraployee the sura, of $5.00 f o r every pay 

period • t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

eraployees, persons r e t u r n i n g frora leaves of absence 

( i n c l u d i n g but not l i m i t e d t o duty d i s a b i l i t y ) , overtirae 

earned under the City's eraergency snow reraoval prograra, and 

inaccuracies due to changes i n p a y r o l l deductions, are 

excluded from the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payment o b l i g a t i o n s 

w i t h respect to the payments r e f e r r e d t o i n th i s , paragraph 

which raay be contained elsewhere i n t h i s Agreeraent. 
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(e) I n order" t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . ' The City's merabers of the Coraraittee w i l l 

c onsist of representatives frora the Departraent of 

Personnel, the O f f i c e of Budget and . Manageraent, the 

Coraptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l s e l e c t four (4) 

representatives t o serve as raerabers of the Coraraittee. The 

Coraraittee w i l l meet not less than q u a r t e r l y , or raore 

f r e q u e n t l y as the' need may a r i s e , t o review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of rautual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreeraent. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y raay include frora tirae-to-tirae a 

r epresentative of the C o a l i t i o n at the Coraptroller's weekly 

s t a f f raeetings w i t h Departraent heads to review and address 

pending p a y r o l l i n q u i r i e s from bargaining u n i t eraployees. 

ARTICLE 5 
HOURS OF WORK 

Section 5.1 

This A r t i c l e s h a l l be to c a l c u l a t e overtirae and s h a l l not 

be a guarantee of work or hours f o r any day or week. 
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The norraal work week s h a l l consist of f i v e (5) consecutive 

8-hours days and two (2) consecutive days o f f , except where the: 

Eraployer's operations r e q u i r e d i f f e r e n t scheduling needs. The 

Eraployer w i l l n o t i f y the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one minute a f t e r 11:59 p.m. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. The normal work day s h a l l begin at' 8:00 a.ra. and end at 

4:30 p.m. as determined by the Employer. The Employer may 

change the tirae of i t s norraal work day or work week upon 

reasonable n o t i c e t o , and upon request, discussion w i t h the 

Union. 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Eraployer raay change the established s t a r t i n g tirae of the Monday 

through Friday work day f o r a departraent, bureau, work u n i t , 

crew or i n d i v i d u a l upon fourteen (14) days w r i t t e n n o t i c e t o the 

Union and a f f e c t e d eraployees, and discussion w i t h the Union. 

Said s t a r t i n g times s h a l l not be scheduled more than two (2) 

hours before the regular s t a r t i n g times c u r r e n t l y i n e f f e c t i n 

t h i s Agreement. A l l such changes, unless otherwise agreed to by 

the p a r t i e s , s h a l l be i n e f f e c t f o r a rainiraura of one (1) week, 

and s h a l l provide f o r the same s t a r t i n g times each day of t h a t 

period. No eraployee s h a l l be placed, on a s p l i t s h i f t without 

agreement by the Union. F a i l u r e t o comply w i t h t h i s p r o v i s i o n 
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s h a l l result in the payraent of appropriate premiura time to 

affected eraployees. 

Section 5.2 Overtime 

A l l work perforraed i n excess of 40 hours worked per week or 

i n excess of 8 hours worked per day when the eraployee has 40 

hours of work or excused absences; or on Saturday or Sunday as 

such when Saturday and Sunday are not p a r t of the eraployee's 

regular work week; or on the s i x t h or '- seventh consecutive day 

worked, s h a l l be paid f o r at two (2) times the regular s t r a i g h t 

tirae hourly r a t e of pay. Such overtime s h a l l be computed on the 

basis of corapleted f i f t e e n rainute segraents. Eraployees exerapt 

frora the Fair Labor Standards Act s h a l l not be" e l i g i b l e f o r 

overtirae under t h i s Section. There s h a l l be no pyraraiding of-

overtirae and/or preraiura pay. Daily and/or weekly overtirae 

and/or preraiura pay s h a l l not be paid f o r the sarae hours worked. 

A l l overtime earned under t h i s Section s h a l l be paid to 

employees, not l a t e r than the second regular payday following 

the end of the payroll period i n which i t i s earned. 

Section 5.3 Overtime Equalization 

A reasonable amount of overtime and/or preraiura tirae s h a l l 

be a c o n d i t i o n of continued employraent. Overtime and/or premiura 

tirae r e f e r r e d t o i n t h i s Agreement, s h a l l be o f f e r e d f i r s t t o 

the eraployee do.i.ng the job. A l l overtirae w i l l be d i s t r i b u t e d as 

equally as f e a s i b l e over a reasonable period of tirae among the 

13 
2454996.4 



employees w i t h i n the sarae c l a s s i f i c a t i o n and w i t h i n the sarae 

work l o c a t i o n . 

Section 5.4 Reporting Pay 

When an eraployee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainiraura of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g tirae not t o report f o r work, except f o r 

reasons beyond the Eraployer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , eraployees must advise the designated 

person w i t h i n the Department of h i s or her current telephone 

nuraber. 

I f the eraployee works raore than two (2) hours, he or she 

s h a l l receive a rainiraura of four (4) hours work or pay for that 

day. I f the eraployee works raore than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay for that day. An 

eraployee who does not coraplete a norraal eight (8) hour s h i f t 

because he or she i s sent home by the Employer s h a l l have the 

option of using a portion of accrued vacation, personal or 

compensatory tirae for that day upon notice to the Eraployer. 

Section 5.5 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a rainiraura 
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of two (2) hours pay at the appropriate overtirae r a t e frora the 

tirae t h a t they a r r i v e at t h e i r workplace. 

The terra " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an eraployee being brought back to work outside of his/her 

norraal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

eraployee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 

In the event a General Foreraan or Foreraan i s directed by 

the Eraployer to respond to eraergency c a l l s frora horae and outside 

of his or her regular working hours, he- or she w i l l be granted 

corapensatory tirae at the appropriate rate for a l l v e r i f i e d time 

spent responding to the emergency frora horae, with a rainiraura of 

15 rainutes of compensatory time to be granted in any calendar 

day on which any such eraergency responses were required, up to a 

raaxiraura of two hours of corapensatory tirae in any calendar day. 

Section 5.7 Compensatory Time 

Any banked overtime and/or compensatory time which 

employees have accvimulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out in 
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the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accumulate such time up to a maximum of 160 hours. 

Use of compensatory time s h a l l be svibject to the 

operational needs of the Employer. A l l accumulated compensatory 

time in excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at thei r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 

a) F u l l - t i r a e hourly eraployees s h a l l receive eight hours 

s t r a i g h t - t i r a e pay f o r the holidays set f o r t h below: 

1. New Year's Day 

2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Colurabus Day 
8. Thanksgiving Day 
9. Christraas Day 

b) F u l l - t i r a e s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1 . New Y e a r ' s Day 

2 . Dr . M a r t i n L u t h e r K i n g ' s B i r t h d a y 
3. Cas i ra i r P u l a s k i Day 
4. L i n c o l n ' s B i r t h d a y 
5. W a s h i n g t o n ' s B i r t h d a y 
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6. Meraorial Day 
7 . Independence Day 
8. Labor Day 
9. Colurabus Day 

10. Veterans Day 
11. Thanksgiving Day 
12. Christmas Day 

c) The b e n e f i t s set f o r t h i n (a) and (b) above s h a l l be 

paid provided the employee i s i n pay status the f u l l scheduled 

work day iraraediately preceding and the f u l l scheduled work day 

immediately f o l l o w i n g such holiday, or i s absent from work on 

one or both of those days w i t h the Eraployer's perraission; such 

perraission s h a l l not be unreasonably denied. 

d) Eraployees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreeraent. At the eraployee's 

op t i o n , the personal day raay be scheduled i n accordance w i t h . t h e 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreeraent. I f the eraployee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the eraployee and 

s h a l l not be denied by the Eraployer. I f the eraployee i s required 

or allowed to work on such designated day, the eraployee s h a l l 

receive the appropriate holiday preraiura r a t e . An eraployee raay 

e l e c t to carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees raay not ciesignate such personal day i n 
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connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the eraployee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Eraployer. New eraployees who 

coraraence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1 he/she s h a l l be paid at the ra t e of 

two (2) times (which includes holiday pay) his/her norraal hourly 

r a t e f o r a l l hours worked. 

I f the eraployee i s not required to work on calendar holiday 

s p e c i f i e d i n Section 6.1, such eraployee s h a l l be paid eight 

hours at s t r a i g h t tirae f o r such holiday. 

A l l holiday time s h a l l be considered time worked f o r the 

purposes of coraputing overtirae except where the holiday f a l l s on 

the eraployee's day o f f . 

Section 6.3 F a i l u r e to Report to Work on Scheduled Holiday 

I f an employee i s scheduled to work on a holiday and f a i l s 

t o report t o work, the eraployee s h a l l f o r f e i t his/her r i g h t t o 

pay f o r that holiday unless his/her absence i s due t o i l l n e s s , 

i n j u r y , or other emergency. 
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Section 6.4 Holiday Observance 

Except f o r eraployees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees who r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Eraployer s h a l l have the option of g r a n t i n g the 

eraployee an extra day's pay or an extra day of vacation at a 

time mutually agreed upon between the employee and the 

department head, provided the eraployee works the f u l l scheduled 

workday iraraediately preceding the f u l l scheduled workday 

iraraediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Employer f i n d s t o be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 

Eraployees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such employee's continuous service p r i o r to 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y : 

Continuous Service P r i o r to July 1 Vacation 
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Less than 6 years ' 13 days 

6 years or more, but less than 14 years 18 days 

14 years or more 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The employee d i d not have twelve (12) months of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated frora eraployraent, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) months of continuous service. 

The araount of pro r a t a vacation i s determined by d i v i d i n g 

the number of months of continuous service the f u l l - t i r a e 

employee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s raultiplied by the 

araount of paid ..yacation f o r which the eraployee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f t o the nearest 

whole number of days. Eraployees separated frora eraployraent, 

other than f o r cause, w i l l be paid on a suppleraental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-tirae employees who work at l e a s t 80 hours per month 

earn vacation on a pro rata basis c a l c u l a t e d i n accordance w i t h 
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the forraula used by the Eraployer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

eraployee was denied vacation by the employer, or (2) the 

employee i s on an approved leave of absence, or (3) the employee 

e l e c t s i n w r i t i n g t o carry over vacation days (up t o three (3) 

such vacation days of accrued and unused vacation days for 

employees with l e s s than ten (10) years of service, and up to 

f i v e (5) days of accrued and unused vacation days for employees 

w i t h ten (10) or more years o f service) f o r use i n d i v i d u a l l y or 

consecutively during the .next vacation year, provided t h a t 

n o t i c e of such e l e c t i o n s h a l l be given t o the eraployer before 

December 15 of the vacation year. Carry over days s h a l l not 

count against an employee's maximum number of single use 

vacation days provided f o r under t h i s Agreement. Such carry over 

vacation days must be scheduled in the then current year for use 

i n the next year. Cancellation or re-scheduling of carry over 

days s h a l l be controlled by the provisions set forth i n the 

Agreement under Vacation Picks , upon—rautual—agreeraent— e i—bhe 

eraployer,—which—agreeraent—shall—net—be—unreaoonably—denied—er^ 

v j i t h h c l d , and such carry over days raust be taken on or before 

Apr i - i : June 30 . of the next vacation year (or w i t h i n s i x (6) 

raonths, i n the case of an employee's r e t u r n from an approved 
« 
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leave of absence). Nothing herein s h a l l l i m i t or prohibit the 

Employer from allowing the employee to reschedule carry over 

before June 30̂ *̂ , or approving the rescheduling of carry over 

days beyond June 30*̂ .̂ Employees on duty d i s a b i l i t y s h a l l retain 

any vacation leave earned prior to being placed on duty 

d i s a b i l i t y leave, together with a l l vacation time earned during 

the period of" duty d i s a b i l i t y for the twelve (12) months 

following the date in which the person becarae disabled, and 

s h a l l be en t i t l e d to use such vacation tirae within twelve (12) 

raonths following their return to work. 

Section 7.4 

Employees who are terminated f o r cause are not e n t i t l e d t o 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d t o the amount of vacation pay i n t h e i r 

bank a t the time o f r e s i g n a t i o n . Employees s h a l l not earn 

vacation c r e d i t f o r any period during which they are on l a y o f f 

or leave of absence without pay. i n excess of 30 days (except 

where such leave was adjudged e l i g i b l e f o r duty d i s a b i l i t y ) or 

engaged i n conduct i n v i o l a t i o n of A r t i c l e 12 of t h i s Agreement. 

In the event of the death of an e l i g i b l e eraployee, the s u r v i v i n g 

widow, widower or estate s h a l l be e n t i t l e d t o any vacation pay 

to which the deceased employee was e n t i t l e d . 
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Section 7.5 

The rate of vacation pay s h a l l be computed by multiplying 

the employee's straight tirae hourly rate of pay in effect for 

the eraployee's regular job at the tirae the vacation i s being 

taken, times 8 hours per day, times the number of days' vacation 

to which the eraployee i s e n t i t l e d . Salaried employees s h a l l 

receive their regular salary in effect at the tirae the scheduled 

vacation i s taken. 

Section 7.6 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

i n the departraent, provided however, the Departraent Head s h a l l 

have the r i g h t t o determine the nuraber and scheduling of crews 

and employees who can be on vacation at any one time without 

hindering the operation of the Departraent. The Department w i l l 

not designate any time or period during the calendar year when 

e l i g i b l e eraployees would be p r o h i b i t e d from scheduling and 

t a k i n g vacation time. Eraployees s h a l l raake'vacation picks at a 

tirae and i n the manner c u r r e n t l y provided f o r by t h e i r 

Department. The Department w i l l respond t o the employees' 

request f o r s p e c i f i c vacation dates w i t h i n a reasonable period 

of time a f t e r the request i s raade, but not raore than fourteen 

(14) days frora the date the request i s received by the 

Departraent, except i n cases where the request i s raade f o r a 

vacation t o be scheduled w i t h i n fourteen (14) days. The 
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Departraent w i l l not a r b i t r a r i l y cancel an approved vacation 

s e l e c t i o n absent a severe emergency s i t u a t i o n caused by an act 

of God (e.g., snow, f l o o d , storms), a severe raanpower shortage 

which raay s e r i o u s l y hinder the Departraent's operations, or where 

an eraployee possesses a unique s k i l l indispensable t o the 

iraraediate performance of a Department's operation. Any such 

c a n c e l l a t i o n of the vacation pick s h a l l r e s u l t i n the payment of 

the vacation pay (thereby reducing the t o t a l of the employee's 

accrued vacation tirae) plus payraent to the eraployee of the 

appropriate pay r a t e f o r a l l hours worked as i f i t were a norraal 

work day, or f o r a normal work day, whichever i s greater, unless 

the employee v o l u n t a r i l y agrees t o reschedule the vacation'days 

l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an employee s h a l l 

occur only in the raost extrerae eraergencies. In the event of such 

cancellation, the Eraployer w i l l reiraburse the eraployee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Section 7.7 

Eraployees raay receive up t o f i v e s i x of t h e i r vacations 

days one or raore days(s) at a tirae as days o f f i n each year. 

Such days o f f s h a l l be scheduled pursuant t o Section 7.6 above 
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(Vacation S e l e c t i o n ) . Such days(s) o f f s h a l l be approved by the 

eraployee's supervisor and such approval s h a l l not be 

unreasonably w i t h h e l d . I f the employee seeks such days so l a t e 

i n the vacation year t h a t the employee's supervisor cannot 

reasonably grant the eraployee's request, such days s h a l l be 

scheduled by the Eraployer p r i o r t o the year-end. I f an ..employee 

schedules a week-long vacation and a h o l i d a y f a l l s w i t h i n the 

week ( f o r example, the employee works a Monday - Friday work 

week and the h o l i d a y f a l l s on Tuesday) the vacation days 

scheduled f o r the week w i l l be considered consecutive vacation 

days ( f o r example, Monday w i l l be considered consecutive with-

Wednesday, Thursday and F r i d a y ) , and the employee would not be 

charged w i t h a s i n g l e , non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on e i t h e r side of his/her r e g u l a r l y scheduled days o f f and 

then schedules a s i n g l e vacation day on the opposite side o f the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacatlion day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Employees may designate and use at t h e i r o ption up t o f i v e 

s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreement as sick days t o cover periods of bonafide medical 
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i l l n e s s or the i l l n e s s of family members, who s h a l l include (or 

may be expanded upon by the City) : (i ) mother, father, husband, 

wife, brother or s i s t e r (including blood, step or half) , son or 

daughter (including blood, step or adopted), father-in-law, 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic partner or the domestic 

partner's mother, father, son or daughter (including blood, 

half, step or adopted), provided that the employee's domestic 

partner i s registered with the Department of Human Resources. 

The Eraployer reserves the right to ask the eraployee to furnish 

proof of said i l l n e s s . An eraployee desiring to use vacation days 

as sick days under thi s provision s h a i l inforra the 

representative of the Eraployer who eraployees are told i s 

designated for such purposes of that fact at the time he/she 

c a l l s in to report an i l l n e s s . Salaried eraployees who currently 

are receiving sick days under this Agreeraent s h a l l be i n e l i g i b l e 

to use vacation days as sick days while they have available 

unused sick days. 

Section 7.8 

Any^—craployoc—ef—the—City—ef—Chicago—hired p r i o r — t e — F e b r u a r y 

l:2r-,—198 6—whe—ha-s—rcndorcd—sorvice—te—bhe—County—ef—Cook,—the 

Chicago—Park—Diotrict,—th-e—Chicago—Housing A u t h o r i t y , — t h e — F o r e s t 

P r e s e r v e — D i s t r i c t , — b h e — M e t r o p o l i t a n — S a n i t a r y — D i o t r i c t — e f — G r e a t e r 

Chicago,—the—State—e^—Illinois,—th-e—Chicaqo—Board— e i—Education, 
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bhe—City—Colleges—ef—Chicago,—Community—College—Diotrict—508 , 

the Chicago T r a n s i t A u t h o r i t y , — b h e — P u b l i c B u i l d i n g Coraraiosion of 

Chicago, b h e — C h i c a g o — U r b a n — T r a n o p o r t a t i o n — D i s t r i c t , aftd—bhe 

Regional—Transportation A u t h o r i t y , — s h a l l have—t-he—right—be—have 

bhe—period—ef—ouch—ocrvice—croditod—and—counted—fe^^—the—purpose 

ef^—coraputing—the—nurabcr—ef^—years—of service—a-s—an—eraployee—ei 

t r h e — C i t y — f e r — v a c a t i o n s , p r o v i d e d — t h a t — s u c h — s e r v i c e — h a - s — b e e n 

continuous service . However, vacation tirae a c c r u e d — w h i l e 

vjorlcing f e r another p u b l i c agency — i - s net t r a n s f e r a b l e . 

Employeeo—hired—after—February—1 2 - ,—198 6—whe—render—service—fer^ 

a n y—other—employer—a-s—otatcd—above—ohall—have—the—right—be—have 

bhe—period—e-f—ouch—oervicc—credited—and—countod—fer—bhe—purpooc 

ef—computing—bhe—nurabor—ef^—years—ef^—service—a-s—an—eraployee—ei 

bhe—City—fer—vacations,—provided—a—raa j ority—ef^—other—craployeeo 

of the Eraployer receive such c r e d i t . 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 

Continuous service raeans continuous paid eraployraent frora 

the eraployee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployraent. In a d d i t i o n , an eraployee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 
l a y o f f of 30 days or less; or 
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2. An absence where the eraployee i s adjudged 
e l i g i b l e f o r duty d i s a b i l i t y corapensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal eraployees who work a rainiraura of ei g h t y 

(80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 

f o r the tirae worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due to suspension 

(3) Unpaid leave, of absence f o r raore than 30 days or 
l a y o f f f o r more than 30 days, unless employees 
are allowed t o accumulate s e n i o r i t y under t h i s 
Agreeraent. 

(b) Seasonal eraployraent of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the tirae worked. 

(c) Seasonal employraent in excess of 120 calendar days in 

any calendar year s h a l l be credited toward continuous service. 

Section 8.3 Rociprocity 

Employeoo h i r e d p r i o r be February 12-,—.1986 whe have 

rendered oervicc be the County—ef Cook, bhe Chicago Park 

D i s t r i c t , b h e — F o r o s t — P r c o c r v e — D i s t r i c t , the—Chicago—Housing 

A u t h o r i t y , t-he Metropolitan Sanitary D i o t r i c t ef Greater 

Chicago,—the—State—ef^—Illinois,—the—Chicago—Board—ef—Education, 

City—Colleges—ef—Chicago-^—Community—College—District—508 ,—bhe 

Chicago Trano.it Authority, Public Building— Coraraiooion ei 

Chicago, t h e — C h i c a g o — U r b a n — T r a n o p o r t a t i o n D i s t r i c t a n d — t h e 
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R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y — s h a l l — h a v e — t h e — p e r i o d of—ouch 

s e r v i c e — c r e d i t e d — a n d — c o u n t e d — f e r — t h e — p u r p o s e — e f — a d v a n c e m e n t 

w i t h i n — l o n g e v i t y — s a l a r y — s c h e d u l e s . However, employees—hired 

a f t e r February 12-,—"1986 whe r e n d e r — s e r v i c e f e r a n y—other 

eraployer ao—stated above—shall have the r i g h t t o have the period 

ef such ocrvicc croditod and counted f-er the purpose ei 

advanceracnt w i t h i n l o n g e v i t y salary ocheduleo provided a 

raajority of other eraployoes—ef—the Eraployor—receive—such credit. 

Section 8.4 Break i n Service 

Notwithstanding the p r o v i s i o n s of any ordinance or r u l e t o 

the contrary, continuous service of an eraployee i s broken, the 

eraployraent r e l a t i o n s h i p i s terrainated, and the eraployee s h a l l 

have no r i g h t t o be r e h i r e d , i f the eraployee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

days without n o t i f y i n g the eraployee's authorized Eraployer 

representative unless the circurastances preclude the Eraployee, 

or soraeone on h i s behalf, frora g i v i n g such n o t i c e , does not 

a c t i v e l y work f o r the Eraployer f o r twelve (12) -raonths (except 

f o r approved f u l l tirae Union r e p r e s e n t a t i v e leaves or raedical 

.leaves of absence and duty d i s a b i l i t y leaves), or i s on l a y o f f 

f o r more than twelve (12) consecutive months i f the employee has 

less than f i v e (5) years of service at the time of the l a y o f f , 

or i s on l a y o f f f o r more than two (2) years i f the eraployee has 

f i v e (5) or raore years of service at the tirae of the l a y o f f . 
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Section 8.5 Probationary Employment 

New eraployees, hired after r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary eraployees f o r the f i r s t ei^—(-6-)-

twelve (12) raonths of t h e i r eraployment and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary employees continuing i n the service of the 

Eraployer a f t e r ei-x (r&i twelve (12) raonths s h a l l be career 

service employees and s h a l l have t h e i r s e n i o r i t y date raade 

r e t r o a c t i v e t o the date of t h e i r o r i g i n a l h i r i n g . Probationary 

eraployees raay be d i s c i p l i n e d or discharged • as e x c l u s i v e l y 

deterrained by the Eraployer and such Eraployer a c t i o n s h a l l not be 

subject t o the grievance procedures, provided t h a t , (1) a f t e r the 

f i r s t s i x (6) months of the probationary p e r i o d , i f the Employer 

intends t o impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

p r i o r t o imposing the suspension, except i n emergency or where 

the employee i s u n a v a i l a b l e , the Employer s h a l l n o t i f y the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting w i t h the Union and the employee t o discuss 

and allow the employee t o respond t o the accusations, and/or (2) 

i f the Employer, w i t h i n i t s d i s c r e t i o n , r e h i r e s a former 

employee who d i d not complete his/her probationary period w i t h i n 

one year frora the eraployee's ter.raination, and said former 

employee had served 90 days or more of his/her probationary 
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period, a l l tirae previously served in the probationary period 

s h a l l be counted for purposes of deterraining when the' said 

eraployee corapletes his/her probationary period. A probationary 

employee who has served 90 days or raore of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for eraployment in the same job t i t l e in the 

departraent frora which he/she was l a i d off, so long as he/she 

does not refuse an offer of eraployraent, and does not suffer a 

break in service under Section 8.4 of this Agreeraent. Seasonal 

employees who have worked without a break i n service or who have 

worked more than twelve (12) consecutive months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary eraployees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreeraent. Probationary emiployees s h a l l be compensated at the 

same rate as career service employees. 
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ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

a) The Eraployer s h a l l provide t o eraployees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a raajority of 

other eraployees of the C i t y under the sarae terras and conditions 

applic a b l e t o said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o eraployees and t h e i r e l i g i b l e 

dependents. 

b) Eraployees who p a r t i c i p a t e i n the Eraployer; raedical 

care plan or an HMO s h a l l raake the f o l l o w i n g c o n t r i b u t i o n s 

toward t h e i r h e a l t h care coverage, based on the a p p l i c a b l e 

percentage of t h e i r base s a l a r y , subject t o the then-applicable 

s a l a r y cap: 

i ^ eraployee raedical c o n t r i b u t i o n o are based——en a 

coraposite—1 . 6 %—ef—base—salary—fer—single,—erapioycc—and—one,—and 

f a r a i l y — l e v e l o — e f — c o v e r a g e — a e — s p c c i ficd—bolow. Fer—exaraple,— the 

c o n t r i b u t i o n s — a t — s e l e c t e d — o a l a r y — l e v e l s — p e r — p a ^ f — p e r i o d — a r e — a - & 

f o l l o w s : 

ANNUAL SINGLE 
1 noo -\ o 

EMPLOYEE+1 
1 c^n nno. 

FAMILY 
-1 nn nco 

..Jl \Xii \L\ X X . 3 Z 3 X G X . 3 1 y 1 o X , y 1 3 3 xl 

iip, con nnn 1 SO 10 00 00 
3 j3 L C- 'f ^ 3 , 3 3 3 

^0 001 
.L i^ . 3 3 

-] o o c; 
X y . 3 3 

1 0 R 
i^ i.^ . 3 3 

OA f O 
Cf ^ 3 , 3 3 X 

c An nnn 
X i.^ . \j 3 

11 1 A 
X J . 13 

O C OO 

i^ *^ . 3 3 

OO OA 
V T U , U U U 

SSO 0 00 
X 1 . X ^ 

O 1 (]0 
i . 3 . .J 3 

O O q 1 Al OS 
'-f 3 3 , 3 3 3 

$ 6 0 , 0 0 0 2 5 . 7 0 
3 iL . J X 

3 9 . 1 9 
i X . 3 3 

^ 9 . 2 6 
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$70,000 
$80,000 

29.99 46. 07 57 . 47 
34 .27 65. 68 

$89,999 38 . 55 59.21 73.89 
$90,000 + 38 . 60 59. 30 73. 95 

Salary 

S i n g l e Employee + 1 F a m i l y Cap 

J u l y 1, 2017 1.2921% 1.9854% 2.4765 $90,000 

J u l y 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

J u l y 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

J u l y 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

A l l c o n t r i b u t i o n s s h a l l be raade on a pre-tax basis and are 

payable on a per pay per i o d basis. 

•2-)- e f f e c t i v e — J u l y — 1 - , — 2 0 0 6 .eraployee—raedical—contributiono 

a-re—based—en—a—coraposite—2.0% e^-—base s a l a r y — f e r — s i n g l e , 

erapioycc—and—ono,—and—faraily—Icvclo—ef^—coverage a s — s p e c i f i e d 

below.—Fer—example,—the—contributiono—a-t—oclocted—salary—levels 

per pay period are ao—followo: 

ANNUAL SINGLE EMPLOYEE I 1 FAMILY 

Aii— c o n t r i b u t i o n s — s h a l l — b e — m a d e — e n — a — p r e - t a x — b a s i s — a n d — a r e 

payable on a per pay period basis. 

SALARY 1.2921°o 1 . 9854°o 2 . ^765°o 

r i n H n - r ^ 0 O O f l 

• 
o -] Ez n 1 

O O -3 O p S">1 fS 
UIlLlCJX i~? J)\J f U U U 

C^Of) 0 0 1 

y J_ . f ± 
^^ f 1 s 

Cf i^ 3 . LJ O 

COA OO 

Y ^ 1 ' ^ ^ 

S ^ 0 Of 
V J u ^ u u ± 
<^ AO 000 

V _L O . -L J 

^ 1 R d 

Cf i , . o i.. 

S 3 3 0 0 
V • y \ j 

SAl ^° y *3 U ^ U U U 

R n nnn 
V - i - -L « 4 

<^o a qo 
'f 3 3 . 3 y 

S A l "5 
V " -L • U 

SSI so 
V 3 U ^ U U U 

<̂  f o nnn 
^ zL 'O . J zL 

on on 
Cf X . 3 3 

SAO f A 
Cf 3 X . 3 y 

Sfl 01 
V O U / U U U 

^ 7 n nnn 
S> O . 3 U 

on aq 
Cf y . o rt 

"^7 01 
Cf 3 X . y X 

cno oo 
V f U ^ U U U 

o n nnn ^ A'^ 0 ̂  
Cf 3 1 . y X 

S f f 1 Cl 
Y 1 » ^ —> 

SP"^ 5 5 
^ u \J f U U U 

eon nnn 
4 .-.I . U / 

^ /I o / I S 

Cf 3 3 . X 3 

S'^ A AS 
Y O £^ . ^ ~J 

cno on 
1? U , U U U 

$ 1 0 0 , 0 0 0 
y T O • T 

$ 5 3 . 8 4 $ 8 2 . 7 3 $ 1 0 3 . 1 9 

33 
2454996.4 



c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Eraployer. A l l b e n e f i t s are subject t o standard 

provisions of insurance p o l i c i e s between Employers and insurance 

companies. 

d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims not be subject t o the 

grievance procedure provided f o r i n the Agreeraent between the 

Employer and the Union. 

e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be made a v a i l a b l e to q u a l i f i e d 

eraployees. The Employer may o f f e r coverage under more than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement t o the contrary. 

f ) Where both husband and w i f e or other faraily raembers 

e l i g i b l e under one f a m i l y coverage are employed by the Eraployer, 

the Eraployer s h a l l pay f o r only one faraily insurance or f a m i l y 

health plan. 

g) The current p r a c t i c e p e r m i t t i n g eraployees t o use 

vacation or other tirae due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreeraent. 
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h) Consistent w i t h the terras of the Eraployer's e x i s t i n g 

Group Health Care Plan, and the app l i c a b l e r u l e s thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30' days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 

raaxiraura of 12 weeks, subject t o the terms of the Plan and any 

other app l i c a b l e p r o v i s i o n s of t h i s Agreeraent. Eraployees who are 

rec e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued raedical coverage as provided under the terras of the 

Plan and i t s a p p l i c a b l e r u l e s . As a c o n d i t i o n of continued 

raedical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees raust raake a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terras of 

the Plan and i t s a p p l i c a b l e r u l e s . , I n the event t h a t an 

eraployee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the forra of which raay include, but i s 

not l i r a i t e d t o , a COBRA notice,, a HIPAA n o t i c e , a w r i t t e n 

•coraraunication frora the Eraployer or i t s insurance c a r r i e r , or 

sorae other s i r a i l a r advisory. 

i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be subject to an annual deductible of $35 per household. 

Eff e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

subject to an annual deductible of $75 per household. 
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Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The City of Chicago and each Coalition Union (the 

"Parties") agree to create a Joint Labor Manageraent Cooperation 

Comraittee ("LMCC") pursuant applicable state and federal law. 

The purpose of the LMCC i s to research and raake recoraraendations 

and decisions within i t s authority related to the achieveraent of 

significant and measurable savings in the cost of employee 

health care during the terra of this Agreeraent. The Parties 

s h a l l raeraorialize their intent to create th i s LMCC by executing 

an Agreeraent and Declaration of Trust ("Trust Agreeraent") 

conteraporaneously with the execution of each Coalition Union's 

co l l e c t i v e bargaining agreeraent with the City of Chicago. Said 

Trust Agreeraent s h a l l be attached to this Agreement as 

Appendix C. 

Section 9.3 

The Trust Agreeraent s h a l l address, without l i r a i t a t i o n , the 

f o l l o w i n g : 

a. Forraation of a Committee t o govern the LMCC 

co n s i s t i n g of up t o twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be 

appointed by the C o a l i t i o n Unions. 
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Appointment by the C i t y and C o a l i t i o n of a Co-

Chair and Vice-Cochair as designated i n the Trust 

Agreement. 

A u t h o r i t y of the LMCC t o make recoraraendations and 

raodifieations i n the h e a l t h plan expected t o 

r e s u l t i n savings and cost containraent. 

Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d 

p a r t i e s . 

Section 9.4 

For purposes of t h i s A r t i c l e , an "employee" s h a l l raean a 

City eraployee represented by signatory labor organizations of 

th i s Agreement. A "Coalition Union" raeans signatories to t h i s 

Agreeraent which have executed a c o l l e c t i v e bargaining agreeraent 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design 

changes that w i l l r e s u l t i n estimated savings of at l e a s t $3 

million (as calculated with respect to the Coalition Unions) by 

2020. The parties w i l l work through the LMCC to identify changes 

that w i l l r e s u l t i n the required savings. I f , prior to January 

1, 2020, the parties have not reached agreement upon the 

proposed changes, each party w i l l submit i t s offer of proposed 

changes and the amount proposed to be reduced, including the 
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methodology f o r e s t i m a t i n g the value of the proposed changes, t o 

a mutually agreed upon a r b i t r a t o r , who w i l l be l i m i t e d t o 

s e l e c t i n g e i t h e r the Ci t y ' s or the C o a l i t i o n Unions' o f f e r . The 

o f f e r selected by the a r b i t r a t o r w i l l be b i n d i n g on the p a r t i e s 

and on the LMCC. 

Section 9.6 

The C i t y agrees t o provide representatives from the 

C o a l i t i o n Unions i n f o r m a t i o n , such as the claims experience from 

the C i t y r e t i r e e h e a l t h plans, and other r e l e v a n t 

data/information so t h a t the C o a l i t i o n Unions can explore the 

f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h plan 

separate and independent from the Ci t y ' s plans t h a t could cover 

c e r t a i n C i t y r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be 

provided w i l l i n c l u d e , but not be l i m i t e d t o , a census f o r the 

cur r e n t non-Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, 

coverage t i e r ( s i n g l e , couple, f a m i l y , e t c . ) , and z i p code of 

residence, as w e l l as the claims i n f o r m a t i o n and enrollment 

counts f o r the l a s t three (3) years. The Unions agree t o execute 

any appropriate c o n f i d e n t i a l i t y agreements necessary f o r the 

release of such i n f o r m a t i o n . The p a r t i e s understand and agree 

t h a t the i d e n t i t y of any s p e c i f i c i n d i v i d u a l w i l l not be 

ascertainable from the i n f o r m a t i o n supplied. 

ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 
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In the event of a death i n an eraployee's iraraediate faraily 

such eraployee s h a l l be e n t i t l e d t o a leave of absence up t o a 

raaxiraum of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

eraployee s h a l l be e n t i t l e d t o a maxiraura of f i v e consecutive 

days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such tirae as he/she i s 

required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not to exceed eight hours per day) . Salaried 

employees s h a l l receive the leave of absence without a d d i t i o n a l 

compensation. 

The eraployee's iraraediate faraily s h a l l be defined as: 

raother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, raother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whora the eraployee i s 

a court-appointed l e g a l guardian. The Eraployer raay, at i t s 

option, require the eraployee to submit s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

employee. 
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Section 10.2 Milit a r y Leave 

Any employee who i s a raeraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perform other d u t i e s 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the eraployee 

deposits his/her railitary pay f o r a l l days corapensated by the 

Eraployer w i t h the C i t y Coraptroller. 

Any eraployee who i s a member of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s to attend a t r a i n i n g program or 

perforra other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not to exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the employee deposits his/her m i l i t a r y pay f o r a l l • days 

compensated by the Employer w i t h the C i t y Coraptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r Septeraber 11,...2001, 

s h a l l be e n t i t l e d to f u l l s alary and 'raedical b e n e f i t s , provided 

th a t paid leave s h a l l be conditioned upon .payraent of m i l i t a r y 
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pay t o the Comptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l autoraatically terrainate upon te r r a i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the eraployee's 

vacation or other leave benefits. 

Section 10.3 Jury Duty Leave/Subpoena 

An eraployee who serves on a jury or i s subject to a proper 

subpoena (except i f the eraployee i s a party to the i i t i g a t i o n ) 

s h a l l be granted a leave of absence with pay during the terra of 

such absence, provided that the eraployee deposits his jury duty 

pay with the City Coraptroller. 

Section 10.4. Sick Leave 

?%e—City—proposes—t-e—change—the—salaried—erapioycc—oick—p e t y 

provisions of the Agrcoracnt as—follows: 

Salaried—craployceo—whe—are—granted—paid—oick—leave—a-s—ef-

b h e — e x e c u t i o n — e f — t h i o — A g r e e r a e n t — s h a l l — c o n t i n u e — t - e — r e c e i v e — b h e 

sarae—oleic—leave p r o v i o i o n s — d u r i n g the—term of t h i s Agreeraent,—ae 

long—a-s—hc/shc—continued—te—work—undor—a—classification—that—was 

r e c e i v i n g — o i c k leave—at—the—execution o f — t h i o Agrcoracnt. 

Notwithotanding—bhe—foregoing, Eeffective January 1, 1998 

and thereafter, said s a l a r i e d eraployees who receive paid sick 

time s h a l l accrue sick time at the rate of one (1) day for each 

raonth of eraployraent. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : ( i ) 
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mother, f a t h e r , husband, w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g 

blood, step or adopted), f a t h e r - i n - l a w , mother-in-law, daughter-

in-law, son-in-law, grandparents or grandchildren; or ( i i ) 

domestic partner or the domestic partner's mother, f a t h e r , son 

or daughter ( i n c l u d i n g blood, h a l f , step or adopted), provided 

t h a t the employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the 

Department of Hviman Resources. I n the event an employee 

experiences a serious h e a l t h c o n d i t i o n w i t h i n the meaning of the 

Family Medical Leave Act, i - s — h o s p i t a l i z e d , upon request of the 

eraployee, the Employer w i l l raake a v a i l a b l e t o said eraployee up 

to the f u l l araount of s i c k time the employee would have accrued 

f o r the remainder of t h a t calendar year as i f he/she were 

a c t i v e l y employed, i n order t o cover the absence r e s u l t i n g from 

the h o s p i t a l i z a t i o n and recovery. Upon his/her r e t u r n t o work, 

the employee w i l l begin t o accrue s i c k time w i t h the s t a r t of 

the next calendar year. The Eraployer reserves the r i g h t t o 

require an eraployee to provide docuraentation of the i l l n e s s i n 

question. 

Section 10.5 Duty D i s a b i l i t y Leave 

Any eraployee who i s absent frora work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Eraployer w i l l 

mail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon rec e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payraent f o r e l i g i b l e employees w i l l be 
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raade twice a raonth. I f duty d i s a b i l i t y i s denied, and such 

de n i a l i s l a t e r reversed, the employee s h a l l be paid up t o date 

the araount the eraployee was e l i g i b l e t o receive. Eraployees who 

r e t u r n frora said leaves s h a l l be r e i n s t a t e d t o t h e i r forraer job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

eraployee w i t h lower s e n i o r i t y . I f the eraployee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the eraployee had not been on a leave of 

absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h the subject t o the l a y o f f , r e c a l l and break-in-

service provisions of t h i s Agreeraent. 

The Eraployer w i l l raail the i n i t i a l Duty D i s a b i l i t y payraent 

within fourteen (14) days of the Eraployer's designated raedical 

o f f i c e r being advised by the eraployee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the employee's entitleraent to Duty D i s a b i l i t y . 

Section 10.6 Personal Leave 

Non-probationary employees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Eraployer. 

S e n i o r i t y s h a l l accuraulate f o r eraployees on said leaves. 

Eraployees who r e t u r n frora said leave s h a l l be r e i n s t a t e d t o 

t h e i r forraer job c l a s s i f i c a t i o n , i f the Eraployer deterraines i t 

i s vacant or i f i t i s then occupied by an eraployee wi t h lower 
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s e n i o r i t y . I f the eraployee's forraer job i s not a v a i l a b l e 

because the employee would have been l a i d o f f i f the employee 

had not been on a leave of absence, the employee may exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreeraent. 

Bargaining u n i t employees who have completed t h e i r f i r s t 12 

months of eraployment and who have worked 1,250 hours i n the 

preceding 12 raonth period s h a l l t h e r e a f t e r be e n t i t l e d to f a m i l y 

and medical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) month period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an employee's c h i l d and t o care f o r 
the newborn c h i l d ; 

(2) f o r the placement w i t h the eraployee of a c h i l d f o r 
adoption or f o s t e r care; 

(3) t o care f o r the eraployee's spouse, c h i l d or parent 
w i t h a serious h e a l t h c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 
eraployee. 

Such leave s h a l l be without pay unless the eraployee 

deterraines .to s u b s t i t u t e accrued paid leave f o r which the 

eraployee i s e l i g i b l e . During any le'ave taken under t h i s 

A r t i c l e , fhe eraployee's health care coverage s h a l l be maintained 

and paid f o r by the employer, as i f the eraployee was working and 

s e n i o r i t y s h a l l accrue. 

Any eraployee d e s i r i n g t o take leave under t h i s Section 

s h a l l provide reasonable advance n o t i c e t o the employer on a 
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forra provided by the employer, which forra s h a l l be approved by 

the Union. Reasonable advance notice s h a l l be no l e s s than ten 

(10) days; and where advance notice cannot be provided, the 

employee s h a l l provide notice within 48 hours after the eraployee 

i s able to do so. Failure to provide the notice provided for in 

thi s Section s h a l l not affect the v a l i d i t y of the,leave where 

the eraployer has actual notice. Except as raay be s p e c i f i c a l l y 

stated in this Agreement, employees s h a l l take leave provided 

for as permitted by the provisions of the Faraily Medical Leave 

Act, including i t s rules and regulations. Eraployees s h a l l have 

a right to return to their regular assignraent and location. 

Section 10.7 Medical Leave 

Non-probationary eraployees s h a l l be granted raedical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up t o 3 months, provided said leaves s h a l l be 

renewable f o r l i k e 3-raonth periods. The Eraployer raay request 

s a t i s f a c t o r y proof of raedical leaves of absence. A f t e r the 

f i r s t year, such raedical leaves s h a l l be extended i n up t o one-

year segraents. . Eraployees on raedical leaves of absence s h a l l 

r e t u r n to work proraptly a f t e r t h e i r doctor releases thera t o 

r e t u r n t o work. 

Eraployees who r e t u r n frora said raedical leaves of absence 

proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d to t h e i r former job c l a s s i f i c a t i o n i f i t i s vacant or 
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i f i t i s then occupied by an employee of lower s e n i o r i t y . I n 

a d d i t i o n , the Eraployer w i l l r e t u r n an eraployee t o the sarae 

geographic l o c a t i o n of his or her previous job assignment f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

employee's forraer job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the eraployee had not been on a leave 

of absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in 

service p r ovisions i n t h i s Agreeraent. 

A f t e r one year on an approved raedical leave of absence, 

employees who r e t u r n to work proraptly a f t e r t h e i r doctor's 

release and who meet the f o l l o w i n g continuous service 

requireraents s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) months of such reinstateraent 

r i g h t s f o r every year of service t o a maxiraura of f i v e (5) years 

reinstateraent r i g h t s . 

An employee who does not meet the above e l i g i b i l i t y 

requirements and who returns t o work promptly a f t e r his/her 

doctor's release a f t e r more than one year on a raedical leave of 

absence, s h a l l be returned t o his/her forraer job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the eraployee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accumulate f o r employees on raedical leaves 

of absence f o r only up to one year. A f t e r one year, an employee 
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on a medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up t o 2 eraployees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

d u r a t i o n of his/her appointraent t o the Union, provided 

reasonable advance n o t i c e i n w r i t i n g i s given t o the employer. 

While on such leave t o employee s h a l l not incur a break i n 

continuous service. -An employee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 

Employees 'who r e t u r n frora Union leaves of absence s h a l l 

have the same r i g h t s as eraployees who r e t u r n frora raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during th e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 
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employed by the C i t y f o r a t l e a s t twelve (12) months before 

t a k i n g the leave and has worked a t l e a s t 1250 hours duri n g the 

12-month p e r i o d p r i o r t o the leave. E l i g i b l e employees may be 

granted the f o l l o w i n g p a i d p a r e n t a l leaves, i n conjunction w i t h 

and as p a r t of an approved FMLA leave: 

• Up t o fou r (4) weeks p a i d m a t e r n i t y leave t o a b i r t h 

mother t o recover from a non-surgical d e l i v e r y ; or 

• Up t o s i x (6) weeks p a i d m a t e r n i t y leave t o a b i r t h 

mother t o recover from a C-section d e l i v e r y ; or 

• Up t o two (2) weeks p a i d p a r e n t a l leave f o r the b i r t h 

o f a c h i l d or c h i l d r e n by an employee spouse or 

domestic pa r t n e r of the b i r t h mother; or 

• Up t o two (2) weeks p a i d p a r e n t a l leave f o r the 

adoption o f a c h i l d or c h i l d r e n by an employee or the 

spouse or domestic pa r t n e r of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid p a r e n t a l leave may be combined w i t h other earned p a i d 

t i m e - o f f , such as vacation and/or s i c k time, t o achieve the 

maximum amount of p a i d time o f f from work while t a k i n g FMLA 

leave. Notwithstanding any other p r o v i s i o n of t h i s agreement, 

p a i d p a r e n t a l leave s h a l l be granted only as p a r t of an approved 

/ FMLA leave and may not be used as i n t e r m i t t e n t leave. 

48 
2454996.4 



ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 , 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded from t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

appl i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or raore raay • be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted frora a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r becorae a r b i t r a b l e 'as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or '.Police Board appeals procedure are rautually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject to d i s c i p l i n a r y a c t i o n f o r 

any irapropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative to be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable tiraes and places and s h a l l not coraraence 

u n t i l the Union representative a r r i v e s , provided that the 

Eraployer does not have t o wait an unreasonable tirae and the 

Employer does not have t o have the i n t e r r o g a t i o n unduly delayed'. 

An eraployee raay be discharged f o r j u s t cause before the 
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Personnel or Police Board hearing, provided t h a t said eraployee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided that i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i r a i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, in s u b o r d i n a t i o n or work stoppages, the 

eraployee w i l l be given 30 days advance noti c e of discharge, and 

has seven (7) days frora r e c e i p t of the n o t i c e t o appeal. I f the 

eraployee does not f i l e an appeal w i t h i n the seven (7) day 

period, the Eraployer raay then reraove the eraployee frora the 

p a y r o l l . I f the eraployee appeals the discharge, the Personnel 

Board s h a l l be requested t o set a hearing date w i t h i n the 30-day 

notic e period and the eraployee s h a l l reraain on the p a y r o l l f o r 

the f u l l n o tice period, except i f p r i o r t o corapletion of the 30-

day n o t i c e period (1) the Hearing O f f i c e r a f f i r r a s the discharge; 

or (2) the eraployee continues the discharge hearing; or (3) the 

eraployee withdraws his appeal or otherwise engages i n conduct 

which delays the corapletion of the hearing. However, i n no 

event raay the eraployee require the eraployer to r e t a i n the 

eraployee on the p a y r o l l beyond the 30-day period. The 'Union 

s h a l l have the r i g h t t o have i t s representatives present at 

e i t h e r of the Board(s) or the grievance procedure, i n c l u d i n g 

a r b i t r a t i o n , and to a c t i v e l y p a r t i c i p a t e . 
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(c) The Eraployer w i t h i n i t s d i s c r e t i o n raay deterraine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning,. w r i t t e n 

repriraand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 

be adrainistered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a raeeting w i t h the Union and employee. The Employer i s 

not o b l i g a t e d to raeet w i t h the eraployee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable or 

i n emergency s i t u a t i o n s . 

Deraotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be p art of an employee's d i s c i p l i n e . 

I n cases of o r a l warnings, the supervisor s h a l l inforra the 

eraployee t h a t he/she i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

eraployee's iraraediate supervisor s h a l l raeet w i t h the employee and 

n o t i f y him/her of the accusations against the eraployee and give 

the eraployee an o p p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the eraployee the naraes 

of witnesses, i f any, and raake a v a i l a b l e copies of p e r t i n e n t 

docuraents the eraployee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Eraployer's f a i l u r e t o 

s a t i s f y t h i s Section s h a l l not i n and of i t s e l f r e s u l t i n a 
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r e v e r s a l of the Employer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the employee and 

the Union s h a l l be given, i n w r i t i n g , a stateraent of the reasons 

th e r e f o r e . The eraployee s h a l l i n i t i a l a copy, noting r e c e i p t 

only, which s h a l l be placed i n the eraployee's f i l e . The 

eraployee s h a l l have the r i g h t t o raake a response i n w r i t i n g 

which s h a l l become part of the employee's f i l e . 

Any record of d i s c i p l i n e may be r e t a i n e d f o r a p eriod of 

time not t o exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-raonth period. I f an eraployee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the eraployee, the Eraployer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the eraployee, 

or i n the case of proraotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Manageraent, the Employer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 30 

calendar days of the employer being raade aware of the alleged 
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r u l e v i o l a t i o n . For the purposes of t h i s Section, the terra 

"non-egregious offense" s h a l l not include i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the eraployee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n o f f t h i s n o t i c e p r o v i s i o n 

s h a l l be n u l l and void. 

In the event t h a t a discharged eraployee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or reraanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the employee's reasonable attorney's fees 

which he or she has i n c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The employee s h a l l subrait a post-appeal fee 

p e t i t i o n t o the Eraployer, which s h a l l be supported by f u l l 

docuraentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 

agree on the proper amount of the fees to be paid to the 

employee, e i t h e r p a r t y raay r e f e r the dispute t o a r b i t r a t i o n 

under the relevant provisions of t h i s agreeraent. 
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Section 11.2 Procedure For Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1 

Within 5 working days a f t e r an eraployee receives w r i t t e n 

n otice of any proposed d i s c i p l i n a r y a c t i o n , i n c l u d i n g a 

suspension f o r ten (10) days or less which i s not appealable to 

the Personnel or Police Board, or i n the case of suspensions of 

11 or raore days which raay be appealed t o a r b i t r a t i o n i n l i e u of 

the p o l i c e or Personnel Board upon the w r i t t e n request of the 

Union, the Eraployer s h a l l conduct a raeeting w i t h the Union and 

eraployee. D i s c i p l i n e s h a l l be administered as soon as possible 

a f t e r the employer has had a reasonable o p p o r t u n i t y t o f u r t h e r 

i n v e s t i g a t e the raatter as appropriate. I f d i s c i p l i n a r y a c t i o n i s 

taken a f t e r the raeeting or f u r t h e r i n v e s t i g a t i o n , the eraployer 

raay request i n w r i t i n g to the departraent head f o r review of said 

d i s c i p l i n a r y a c t i o n on a forra provided by the Employer. Said 

request f o r review s h a l l be i n w r i t i n g and submitted w i t h i n 

three' (3) working days of r e c e i p t of w r i t t e n n o t i c e of 

d i s c i p l i n e . Said review form s h a l l be p r i n t e d on the back of or 

attached t o the notice or d i s c i p l i n e together w i t h i n s t r u c t i o n s 

f o r appeal. The f a i l u r e to submit a w r i t t e n request f o r review 

of d i s c i p l i n a r y a c t i o n w i t h i n three (3) working days of r e c e i p t 

of n otice of d i s c i p l i n a r y a c t i o n w i l l preclude the employee's 

r i g h t to review. 
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step 2 

Within three (3) working days or any mutually agreed upon 

extension a f t e r the departraent head or designee receives the 

eraployee's request f o r review, the department head or designee 

s h a l l conduct a meeting t o review the suspension. F a i l u r e t o 

conduct said raeeting i n three (3) days w i l l r e s u l t i n autoraatic 

advanceraent t o Step 3 and the Union- s h a l l so n o t i f y the 

Eraployer. At the raeeting, the Departraent w i l l give the basis 

f o r i t s a c t i o n and the eraployee and Union r e p r e s e n t a t i v e , i f 

any, w i l l be heard and provided the o p p o r t u n i t y t o ask 

questions. The departraent head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the raeeting, 

except where both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s 

required. The absence of such agreeraent or f a i l u r e to decide 

and coraraunicate such decision w i l l r e s u l t i n autoraatic 

advanceraent to Step 4 and the Union s h a l l so n o t i f y the 

Employer. A copy of such decision s h a l l be sent t o the employee 

and the Union. 

Step 3 

Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held between the departraent head or designee 

and the employee and the Union re p r e s e n t a t i v e t o discuss the 

r e s u l t s of the i n v e s t i g a t i o n . Said raeeting s h a l l be conducted 

w i t h i n f i v e (5) working days of the close of the Step 2 raeeting, 
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unless otherwise agreed by the p a r t i e s . The departraent head or 

designee s h a l l render a w r i t t e n decision w i t h i n two (2) working 

days of the second meeting. A copy of such decision s h a l l be 

sent t o the eraployee and the Union. I f the p a r t i e s f a i l t o raeet 

w i t h i n f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working' days, the appeal s h a l l 

autoraatically proceed t o Step 4 and the Union s h a l l so n o t i f y 

the Eraployer. Except where otherwise i n d i c a t e d , the tirae l i r a i t s 

set f o r t h herein are to encourage the prorapt reviews of said 

d i s c i p l i n a r y a c t i o n and f a i l u r e t o coraply w i t h these tirae l i m i t s 

w i l l not a f f e c t the v a l i d i t y of the said d i s c i p l i n a r y a c t i o n . 

This procedure s h a l l be the employee's exclusive reraedy f o r a l l 

said d i s c i p l i n a r y a c t i o n , i n c l u d i n g suspension f o r ten (10) days 

or less, or f o r suspensions of 11 days through 30 days which raay 

be appealed t o a r b i t r a t i o n i n l i e u of the Personnel or Police 

Board upon the writt'en request of the Union. 

Step 4 

I f the raatter i s not settled in Steps 2 or 3, the Union raay 

subrait the matter to arbitration under -the terras of th i s 

Agreeraent. The rules governing procedure for arbitration s h a l l 

be the sarae as in 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o visions of Section 11.1 and 

11.2 above, a d i f f e r e n c e , complaint or dispute ( h e r e i n a f t e r 
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c a l l e d a grievance) between the Eraployer and the Union or any of 

the eraployees of the Eraployer i t represents, a r i s i n g out of the 

circurastances or conditions of eraployraent, "shall be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s ' agreed t h a t the tirae l i r a i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or raatter not i n 

corapliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said tirae l i m i t a t i o n s are extended by w r i t t e n 

agreeraent of both p a r t i e s t o t h i s Agreement. 

F a i l u r e of the Eraployer to answer a grievance w i t h the tirae 

l i m i t s herein s h a l l perrait the Union t o advance the case t o the 

next step. The Union w i l l be informed of and allowed t o be i n 

attendance at a l l grievance or d i s c i p l i n a r y hearings. The Union 

s h a l l send w r i t t e n n o t i c e t o the Departraent Head n o t i f y i n g 

hira/her of autoraatic advanceraent t o the next Step. 

Before a forraal grievance i s i n i t i a t e d , the eraployee may 

discuss the matter w i t h his/her iraraediate supervisor. I f the 

problera i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - Iraraediate Supervisor 

A. The employee or the Union s h a l l put the grievance i n 

w r i t i n g on the form to be supplied by the Employer 

upon request, but i n the absence of such a form, 
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eraployee or the Union raay subrait the grievance i n 

l e t t e r forra, w i t h i n twelve working days of e i t h e r the 

employee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and part of the 

Agreeraent i s i n ' v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and .the requested 

reraedy, and subrait the grievance t o the employee's 

iraraediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning that sarae 

issue w i t h the eraployer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the employee s h a l l have the 

r i g h t t o raake an appeal i n w r i t i n g to the Departraent 

Head or the Departraent Head designee w i t h i n seven (7) 

working days a f t e r the date of r e c e i p t of the decision 

or the date i t was clue under Step I , by the IramedLate 

supervisor. The name of the Department Head des.ignee 
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s h a l l be posted f o r eraployees i n areas where eraployee 

notices are norraally posted and subraitted t o the 

Union. F a i l u r e to post and so n o t i f y the union w i l l 

perrait iraraediate advanceraent t o a r b i t r a t i o n unless 

corrected w i t h i n two (2) working days of n o t i c e of 

f a i l u r e t o post. 

B. The Departraent Head or the Department Head's designee 

s h a l l meet w i t h the Union's re p r e s e n t a t i v e at l e a s t 

once each raonth t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The purpose of the 

Step I I raeeting w i l l be f o r the Departraent and the 

Union t o share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o amicably resolve as 

raany grievances as possible. The Departraent Head or 

the Departraent Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I raeeting. No grievances w i l l be discussed at 

raore than one Step I I meeting, unless the C i t y and the 

Union rautually agree t h a t f u r t h e r raeeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s t o otherwise process 
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and respond to grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Departraent Head or the Departraent Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the completion of the Step I I meeting. 

The response t o 'the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f stateraent of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 

D. Any settleraent at Step I or I I s h a l l be binding upon 

the Eraployer, Union and the aggrieved eraployee or 

eraployees. Grievances may be withdrawn' without 

p r e j u d i c e at any Step of the grievance procedure i f 

mutually agreed. 

E. I f the grievance i s not s e t t l e d at the second Step, 

the Union 'or the Eraployer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Eraployer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s raore than one 

eraployee, i t may be presented by a s i n g l e selected 

eraployee representative b f the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d to the Eraployer at 
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step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of eraployees 

s h a l l be raade applicable t o a l l of the a f f e c t e d 

eraployees w i t h i n t h a t group. 

' G. Even though a grievance has been f i l e d , eraployees are 

o b l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Employer, except where , the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

employee t h a t i t could cause death or serious p h y s i c a l 

harra. The Eraployer agrees t h a t by f o l l o w i n g 

instructions or orders the eraployee does not waive 

his/her right to process the grievance. Refusal to 

follow instructions or orders s h a l l be cause for 

d i s c i p l i n e . 

Step I I I - Arbitration 

I f the raatter i s not s e t t l e d i n Step I I the Union or the 

Eraployer, but not an i n d i v i d u a l employee or eraployees, raay 

subrait the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e to the designated r e p r e s e n t a t i v e frora the 

Eraployer's operating department, wit h copies of the request t o 

the designated law departraent representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 
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Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s rautually raay 

agree, the Union s h a l l have the r i g h t to convene a raeeting w i t h 

the Eraployer's designated representative i n an atterapt to 

resolve the grievance p r i o r to any f u r t h e r a c t i o n being taken t o 

advance the matter t o a r b i t r a t i o n . At such raeeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the raatter i n dispute 

and the r e l i e f requested. The Eraployer w i l l respond t'o the 

grievance i n w r i t i n g by g i v i n g the reasons 'which i t contends 

support i t s p o s i t i o n w i t h respect to the grievance. In the 

event the p a r t i e s are unable at such raeeting t o resolve the 

grievance, the Union and the Eraployer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Ei t h e r p a r t y may submit the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the rul e s of t h a t t r i b u n a l w i t h a 

copy to the other party. The foregoing s h a l l not prevent the 

Eraployer and Union frora rautually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s subraitted raust agree•as a whole to 

commencement of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s must 

be by w r i t t e n consent of the Union and the Eraployer. The 
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f a i l u r e of e i t h e r side t o agree t o an extension of tirae s h a l l 

not be disclosed to the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Eraployer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

require the production of p e r t i n e n t docuraents at the request of 

e i t h e r p a r t y . 

Each pa r t y s h a l l be responsible f o r corapensating i t s own 

representative and witnesses. The cost of a t r a n s c r i p t s h a l l be 

borne by the p a r t y requesting the r e p o r t e r unless the p a r t i e s 

agree t o share such costs. 

An a r b i t r a b l e raatter raust i n v o l v e the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreeraent or a docuraent incorporated by reference t h e r e t o . The 

provisions of t h i s Agreeraent and any other document incorporated 

by reference i n t h i s agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y may assert i n a r b i t r a t i o n . Questions 

of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l ' have no power to amend, add t o , subtract frora, 

or change the terras of t h i s Agreeraent, and s h a l l be authorized 

only to i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreeraent and 

apply thera to the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 
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evidence and arguraents presented t o hira by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The.decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g ' the employee or employees involved. Where t i m e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a p r e l i m i n a r y step of the grievance procedure or 

which would become raoot due t o the length of tirae necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved raore e x p e d i t i o u s l y , raay be f i l e d at the opt i o n 

of the grievant/Union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union raay request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

frora the Eraployer and s u b s t a n t i a l l y p e r t i n e n t to the grievance 

under consideration. Such request s h a l l • not be unreasonably 

denied, and i f granted s h a l l be i n conforraance w i t h a p p l i c a b l e 

laws and rul e s issued pursuant t h e r e t o governing the 

disseraination of such ma t e r i a l s . 

A Union representative, a gr i e v a n t , and Union steward w i l l 

be permitted a reasonable amount of time without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 
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t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Department, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r permission t o handle grievances on work tirae, i t 

being understood t h a t the operation of the Departraent takes 

precedence unless there i s an emergency, but such permission 

s h a l l not be denied unreasonably. A reasonable nuraber of 

eraployees raay attend the raeeting without loss of pay; such 

raeetings s h a l l be set by rautual agreeraent by the Employer and 

the Union. Where the Employer d i r e c t s an employee t o report f o r 

a raeeting concerning a grievance at a time when the eraployee i s 

not scheduled t o work such tirae s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Eraployer, upon request of 

the Union representative, s h a l l provide the use of a roora and 

telephone, t o discuss the grievance, subject t o the Eraployer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Eraployer and the Union raay mutually agree to submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l rautually s e l e c t an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hea.ring s h a l l be scheduled as e a r l y as_ 

possible from the date the p a r t i e s agreed to subrait the 
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grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and • the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreeraent, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s to the dispute. 

D. .MANAGEMENT OF ARBITRATION DOCKET 

A representative frora the Eraployer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l raeet at l e a s t q u a r t e r l y , 

or raore f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at lea s t - one pre-

established hearing date per raonth f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

Suppleraenting a l l r i g h t s and processes due eraployees 

covered by t h i s Agreeraent who raay be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n ' by the Inspector General, the' 

int e r v i e w w i l l be conducted i n the f o l l o w i n g raanner: 

A. The in t e r v i e w of the eraployee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the eraployee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 
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B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the eraployee's l o c a t i o n of assignraent, 

norraal departraent l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r to an i n t e r v i e w , the eraployee under 

i n v e s t i g a t i o n s h a l l be inforraed of the person i n 

charge of the i n v e s t i g a t i o n , ' the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a forraal statement i s being taken, 

a l l questions d i r e c t e d t o the eraployee s h a l l be asked 

by and through one i n t e r v i e w e r at a tirae. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s perraitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be inforraed of the nature of the raatters t o be 

discussed. 

F. An eraployee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent t o 

provide inforraation r e l a t i n g to the raatter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 
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reading of the employee's a d m i n i s t r a t i v e r i g h t s , or 

the impo s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

stateraent the eraployee has raade. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recoraraendation f o r d i s c i p l i n e i s probable against the 

employee, said eraployee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution raay be probable 

against said employee, the pro v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and • said eraployee w i l l be 

afforded h is c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i r a i n a t i o n p r i o r t o the comraenceraent of the 

in t e r v i e w . An eraployee w i l l not be read his/her 

a d r a i n i s t r a t i v e and Miranda r i g h t s during the same 

in t e r v i e w . 

I . At the request of the employee under i n v e s t i g a t i o n , an 

eraployee who raay be subject to d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union re p r e s e n t a t i o n 

before comraenceraent of the i n t e r v i e w . The 
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i n t e r r o g a t i o n s h a l l be suspended u n t i l r e p r e s e n t a t i o n 

can be obtained, provided the suspension i s not f o r an 

unreasonable time and the Employer does not have the 

i n t e r v i e w unduly delayed. 

J. The Eraployer s h a l l not corapel an eraployee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governraental agency r e l a t i n g t o 

any raatter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an eraployee i n any forura 'adverse t o the 

eraployee's i n t e r e s t s . The Eraployer w i l l not r e q u i r e a 

polygraph examination i f i t i s i l l e g a l t o do so. I f 

an employee i s 'asked t o take a polygraph exaraination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d r a i n i s t r a t i o n of the exaraination. The r e s u l t s of 

any polygraph exaraination s h a l l be known t o the 

eraployee w i t h i n one week. 

L. This Section s h a l l not apply to employee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e to the raedia during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Eraployer and the eraployee has the o p p o r t u n i t y t o 

respond thereto. I f an eraployee i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the raedia of the charges 
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against the eraployee, the C i t y w i l l raake t h a t f a c t 

a v a i l a b l e to the raedia where the eraployee requests i t . 

N. ,. In the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

sarae forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the eraployee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inforraation i n c l u d i n g eraployee 

stateraents t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enuraerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Eraployer f o r any d i s c i p l i n a r y 

a c t i o n against the eraployee, or i n the case of 

proraotions or t r a n s f e r s . 

(2) (a) Notwithstanding the provisions of paragraph N 

above, at the option of the Union, a claim t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section raay be raised i n a suppression hearing before 

a meraber of the permanent hearing panel l i s t e d herein. 
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r a t h e r than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s option by 

n o t i f y i n g the employee's Department Head and the 

Eraployer's Law Departraent i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing p r o v i s i o n s of t h i s Agreement. The appeal 

s h a l l s p e c ify the p a r t i c u l a r c ontract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together wi t h a f a c t u a l sumraary of 

the conduct alleged t o have v i o l a t e d the Agreeraent. I t 

i s understood t h a t by ex e r c i s i n g t h i s o p t i o n , any and 

a l l tirae l i r a i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s w i l l , 

s e lect i n order of r o t a t i o n one of the three permanent 

hearing panel merabers who are chosen as f o l l o w s . To 

be e l i g i b l e f o r service on t h i s panel, members must be 

w i l l i n g to convene a suppression hearing w i t h i n t h i r t y 

(30) days of r e c e i v i n g n o t i c e of his or her s e l e c t i o n . 

To select the i n i t i a l panel, or should any raeraber of 

the panel resign or be reraoved upon mutual agreeraent 
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of the p a r t i e s during the l i f e of t h i s Agreement, the 

p a r t i e s w i l l raeet t o reach agreeraent on new panel 

raeraber who must be an a r b i t r a t o r l i s t e d w i t h the 

Federal Mediation and C o n c i l i a t i o n Service. I f no 

agreement can be reached, the Eraployer w i l l request a 

panel of seven (7) a r b i t r a t o r s frora FMCS, a l l of whora 

must be members of the National Academy of 

A r b i t r a t o r s . Thereafter, the p a r t i e s w i l l meet t o 

s t r i k e names frora the l i s t , w i t h the Eraployer s t r i k i n g 

f i r s t , u n t i l one narae reraains, which person s h a l l be 

naraed t o the panel. 

2(c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or at such other time as the p a r t i e s may 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i m i t e d t o deterraining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the raerits of any underlying d i s c i p l i n e .. or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2 (ci) The panel member s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 
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p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y .proceeding i n v o l v i n g the 

employee i n question. 

P. Notwithstanding any 'other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the employee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

eraployee has been incarcerated f o r raore than 72 hours. 

ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 

The Union agrees that during the l i f e of t h i s Agreeraent, 

there s h a l l be no s t r i k e s (including, but not limited to 

syrapathy s t r i k e s and s t r i k e s to protect Union or th i r d party 

conduct), work stoppages, slowdowns, picketing, delays of work 

of any kind. 

Section 12.2 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s t o 

prevent any acts -forbidden i n t h i s A r t i c l e and t h a t i n the event 

any such acts take place or are engaged i n by any employee or 

group of eraployees i n the Union's bargaining u n i t , the Union 

f u r t h e r agrees i t w i l l use i t s best e f f o r t s t o cause an 

iraraediate cessation thereof. I f the Union iraraediately takes a l l 

necessary steps i n good f a i t h t o end any stoppages, s t r i k e s , 
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picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclaiming such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to imraediately cease such a c t i v i t y , the Eraployer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 

The Eraployer raay terrainate the eraployraent of or otherwise 

d i s c i p l i n e any eraployee or eraployees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the terra of t h i s Agreeraent. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 

The Employer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

from the p a y r o l l checks of a l l employees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l remit 

such deductions on a semi-monthly' basis to the Union. 

A u t h o r i z a t i o n . f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n notice to the Employer and the Union during 
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the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreement. The Union s h a l l inderanify, defend and hold the 

Employer harraless against any and a l l claims, demands, s u i t s or 

other forms of l i a b i l i t y , i n c l u d i n g daraages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

a c t i o n taken or not taken by the Employer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignraent furnished under any of such provisions or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union t o the Eraployer. 

The Eraployer s h a l l provide to the Union w i t h i n t h i r t y (30) 

days narae, address, c l a s s i f i c a t i o n , rate of salary and s t a r t i n g 

date of any new eraployee h i r e d i n t o the Union's bargaining u n i t . 

The City and the Coalition Unions w i l l create a committee 

to review and explore the f e a s i b i l i t y of using electronic 

records and/or electronic signatures consistent with state and 

federal law which allows the City and the Union to use 

electronic authorization to v e r i f y union membership and/or 

authorize voluntary deduction of Union dues and fees from wages 

or payments for remittance to the Union. 

Section 13.2 

I t i s f u r t h e r agreed that 30 days a f t e r the l a t e r of the 

execution of the Agreeraent or the employee's date of h i r e , the 
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Eraployer s h a l l deduct from the earnings of eraployees who are not 

raerabers of the Union, a monthly amount' as c e r t i f i e d by the Union 

and s h a l l remit such deductions to the Union at the sarae tirae 

that the dues check-off i s reraitted. I t i s understood that the 

araount of deductions frora said non-raeraber bargaining unit 

eraployees w i l l not exceed the regular raonthly union dues and 

represents the eraployee's f a i r sha.re cost of the c o l l e c t i v e 

bargaining process, contract adrainistration and pursuing raatters 

affecting wages, hours and other conditions of employment. 

Section 13.3 

Nothing in this Agreement s h a l l be inconsistent with 

Section 6(g) of the I l l i n o i s Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are raerabers. 

Section 13.4 

Each eraployee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a meraber of the Union, and each eraployee who becoraes a raeraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of employment, raaintain 

his/her merabership i n the Union during the term of t h i s 

Agreement. 

Any present employee who i s not a member of the Union 

s h a l l , as a condi.tion of employment, be required t o pay a f a i r 

share (not to exceed the amount of Union dues) of the cost of 
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the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n . 

A l l eraployees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreeraent and who have not raade a p p l i c a t i o n f o r raerabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n 

and pursuing raatters a f f e c t i n g wages, hours and other conditions 

of employraent. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Eraployer w i l l n o t i f y the Union of any change i n job 

t i ' t l e . I f the Eraployer raakes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Eraployer changes a job t i t l e without 

substantially changing the duties of the job, the Union w i l l 

retain i t s existing j u r i s d i c t i o n over the new job t i t l e . The 

Employer w i l l not perraanently assign bargaining unit work to the 

j u r i s d i c t i o n of another bargaining unit without the mutual 

agreement of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y perforraed by 

eraployees who are represented by the Union s h a l l continue t o be 

performed by said eraployees, except where non-unit eraployees 

have i n the past perforraed u n i t work, or i n emergencies, t o 
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t r a i n or i n s t r u c t employees, to do layout, demonstration, 

experimental, or t e s t i n g d u t i e s , t o do troubleshooting or where 

special knowledge i s required, provided however, where eraployees 

do not report t o work because of vacations, or other absences or 

tardiness, or f o r personal reasons during the course of the day, 

or because a l l of the eraployees are or w i l l be occupied w i t h 

assigned d u t i e s , or to coraplete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not perform 

.the work of said employees. For exaraple, i f a s p r i n k l e r i s on 

vacation, a carpenter s h a l l not be assigned as a replaceraent 

s p r i n k l e r . The Eraployer s h a l l not a r b i t r a r i l y extend the period 

of any eraergency beyond the need f o r t h a t eraergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n of t h i s Agreement i f the f o l l o w i n g 

functions are performed by merabers of raanageraent, regardless of 

whether they are also perforraed by the bargaining u n i t : (a) crew 

assignraent and scheduling; (b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; 

(d) ordering of equipment and materials frora vendors. Nothing 

herein s h a l l deprive merabers of the bargaining u n i t of the r i g h t 

t o perform h i s t o r i c a l and t r a d i t i o n a l u n i t work; nor s h a l l the 

C i t y l a y - o f f a bargaining u n i t eraployee f o r the purpose of 

replacing t h a t person w i t h a meraber of manageraent. 
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Section 14.3 J u r i s d i c t i o n a l Disputes 

In the event t h a t the Union f i l e s a grievance clairaing t h a t 

the Eraployer has v i o l a t e d the terras of t h i s Agreeraent by 

assigning c e r t a i n work t o ' C i t y employees represented by another 

union, or where the Eraployer receives a grievance frora another 

union p r o t e s t i n g the assignraent of work to employees covered 

under t h i s Agreement, the Eraployer s h a l l serve w r i t t e n n o t i c e to 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

I n the event t h i s dispute reraains unresolved and i s 

subraitted t o a r b i t r a t i o n , the provisions of A r t i c l e 11.3 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Eraployer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n that event, the other 

a f f e c t e d union(s) s h a l l pursue a claira against the Eraployer t h a t 

the reassignraent of the work i n dispute v i o l a t e s the Agreeraent 

of t h a t other union, the provisions of t h i s Section s h a l l apply 

to that claim as w e l l . A l l p a r t i e s to the dispute s h a l l have 
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the r i g h t to p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claira and to present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding deterraine t h a t the Eraployer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer to comply wit h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r ovisions s h a l l apply. 

The Eraployer s h a l l have the r i g h t to invoke a r b i t r a t i o n of 

the dispute under the provisions of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11.3 of t h i s 

Agreeraent, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l select the a r b i t r a t o r . The Eraployer, the Union and the 

other a f f e c t e d union(s) s h a l l be p a r t i e s to t h a t proceeding, and 

s h a l l have the r i g h t to f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant provisions of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreement of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 
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t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of th a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 

Nothing herein s h a l l preclude a l l parties to the dispute 

frora voluntarily resolving i t at any tirae. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g t o deferred corapensation', s h a l l be 

afforded t o a l l eraployees of the Eraployer without change during 

the term of t h i s Agreement. 

•The Employer w i l l make contributions, on a dol l a r - f o r -

dollar basis, under a 401(a) Plan (or any similar successor Plan 

agreed to by the Coalition Unions) up to the maximum t o t a l 

amounts per year shown below based on amounts deferred by each 

employee in those same years to that employee's 457 Plan, as 

follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the Unions at l e a s t semi-annually, of the 

to t a l contributions i t has made. 

Section 14.5 Rules of Conduct Changes 
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When the Eraployer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

'Employees to di s c i p l i n e , the Employer s h a l l transrait four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Eraployer w i l l meet with the Union within twenty (20) calendar 

days of the receipt of the proposals to receive the Union's 

coraraents. Absent an emergency, the Eraployer w i l l not impleraent 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Employer. No such changes or additions s h a l l 

be irapleraented without prior publication and notice to the 

affected Eraployees. 

Section 14.6 Safety 

(a) . The Eraployer s h a l l provide a safe and h e a l t h f u l ' working 

environraent f o r employees covered by t h i s Agreement i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and state occupational safety 

and health laws, and s h a l l maintain i n good and safe working 

c o n d i t i o n a l l equipment necessary f o r the safe and proper 

perforraance of the job. 

(b) In furtherance of those e f f o r t s , a j o i n t s a f ety 

coraraittee s h a l l be established which s h a l l be composed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Eraployer. The purpose of the committee 
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s h a l l be t o discuss, examine and t o make recoraraendations 

concerning occupational safety and health issues a f f e c t i n g 

eraployees. A l l recoraraendations of the coraraittee w i t h respect t o 

safety and h e a l t h issues s h a l l be subraitted i n w i r i t i n g t o the 

appropriate Departraent Head w i t h a copy to- the Union and the 

•Director of Labor Relations. The Departraent Head s h a l l promptly 

issue a w r i t t e n response t o the comraittee concerning the 

Department's views regarding the comraittee's recoraraendations. 

The p a r t i e s raay decide, frora time t o time, t o r e f e r c e r t a i n 

s a fety issues and concerns to the personnel of the a f f e c t e d 

Department(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 

safety personnel w i l l raeet and confer w i t h a r e p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and re p o r t back t o the 

Coraraittee on any decisions or recoraraendations concerning them. 

(c) The j o i n t safety comraittee s h a l l meet at l e a s t once a 

month, or otherwise by mutual agreeraent. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s 

faced w i t h an unsafe working c o n d i t i o n , the eraployee i s required 

to perforra the task i n question unless the 'employee's 

performance of an assigned task' presents the strong l i k e l i h o o d 

of s u b j e c t i n g the employee to imminent danger of death or 

serious i n j u r y . I f the eraployee, wi t h no reasonable a l t e r n a t i v e , 

refuses i n good f a i t h t o perforra t h a t task and expose himself t o 
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that dangerous condition, the employee w i l l not be subject to 

dis c i p l i n e . In order to avoid d i s c i p l i n e under thi s paragraph, 

the condition raust be of such a nature that a reasonable person, 

under the circurastances, would conclude that there i s a rea l , 

substantial and irarainent danger of death or serious injury. In 

addition, the employee must also have sought from the Eraployer, 

and have been unable to obtain, correction of the situation 

before refusing to perforra the task in question. 

Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimum, the following information: 

Payroll Period 

Payroll Nvimber 

Employee Nvimber 

Name 

T i t l e Code 

Overtime dollar amount per pay period 

Gross pay per pay period 

Contact information ( i . e . , address, phone, email, i f 

available) 

Date o f h i r e and c o n t i n u o u s s e r v i c e d a t e 

Base h o u r l y r a t e 
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This information w i l l be sent or provided to the Union 

e l e c t r o n i c a l l y following the conclusion of each pay period. To 

ensure the safety and security of the information the City w i l l 

make a secured f i l e transfer protocol (SFTP) available to the 

Union to receive the information. 

e n — a — r a o n t h l y — b a s i s — a — b a r g a i n i n g — u n i t — r e p o r t — e f — c u r r e n t — a c t i v e 

craployceo,—the—list—te-—include—erapioycc—narae,— a d dress,—social 

s e c u r i t y — n u r a b o r , — t i t l e , — p e y — s c h e d u l e , — g r a d e , — c u r r e n t — p a y — r a t e , 

s t a t u s , — c o n t i n u o u s — s e r v i c e — d a t e , — t i r a e — i n — t i t l e , — d a t e — e f — b i r t h , 

race and sex. 

The—Eraployer—shall—also—provide—t-e—the—Union—en—a—raonthly 

b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — e f — c u r r e n t — a c t i v e 

e r a p l o y e e s — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R o t i r c r a c n t s ; Career 

Service Resignations; Career Service Discharges ; Non-Career 

Service Terrainations; Lcavos ef Absence; Suspensions; 

Reinstatoracnto;—Reappointracnto;—Tranof oro—(change—ef^—departraent 

and change ef p a y r o l l ) ; Appointracnto (which also includco 

proraotions—and doraotions);—and Deaths. 

Each—raonth—bhe—Eraployor—wiii—provido—t-e—the—Union—the 

current—raonth ' o—bargaining—unit—activity—report' and—the—updated 

report—frora the—previous—raonth. 

Section 14.8 Subcontracting 

The Eraployer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, c o n t r a c t o r or employer who 
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i s not i n compliance wi t h the area standards established under 

and pursuant to the formula used by the United States Department 

of Labor i n administering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

notic e s h a l l be i n w r i t i n g and s h a l l contain the name and 

address of the pa r t y who w i l l perform the work, a d e s c r i p t i o n of 

the work to be performed and any other relevant data to enable 

the Union to deterraine corapliance w i t h t h i s Section. I n the 

event such p a r t y i s determined not t o be i n compliance w i t h the 

said area standards, the Employer s h a l l w i t h h o l d payouts and 

s h a l l not contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Employer receive a w r i t t e n and 

enforceable assurance of compliance. 

In the event t h a t the Eraployer determines t o subcontract 

u n i t work under t h i s Agreement, and as a r e s u l t bargaining u n i t 

eraployees would be l a i d o f f by the proposed subcontracting, the 

Employer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

perraanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Departraent, or other departraents, as the xcase may 

be, i n that order, provided the l a i d o f f eraployees have the then 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g . However, the employee s h a l l be provided w i t h a 
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reasonable araount of o r i e n t a t i o n t o allow hira or her t o perforra 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor s h a l l raeet 

to discuss the eraployraent of employees subject to layoff. During 

that meeting the Eraployer w i l l request and urge that the sub

contractor hire l a i d off eraployees. 

Section 14.9 Automobile Reimbursement 

Eraployees who are required by the Employer t o use t h e i r own 

automobiles i n the perforraance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaximum of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreeraent, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the raaxiraura reiraburseraent w i l l 

increase t o $350.00 per raonth. E f f e c t i v e February 1, 2008, the 

raaxiraum reiraburseraent w i l l increase, t o $450.00 per month. 

E f f e c t i v e February 1, 2009, the maxiraura reiraburseraent w i l l 

increase t o $550.00 per raonth. Thereafter, the raaxiraura 

reiraburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Eraployees seeking raileage reiraburseraent 

raust subrait t h a t request on a form provided by the Employer. 
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Payraent f o r raileage expenses w i l l be made on a raonthly basis. In 

the event t h a t during the l i f e of t h i s Agreement the Employer 

s h a l l irapleraent f o r any group of eraployees an automobile expense 

reimburseraent program which i s raore favorable t o employees than 

the p r o visions of t h i s paragraph, upon not i c e from the Union, 

the Eraployer w i l l raeet and discuss w i t h representatives o'f the 

Union the possible a p p l i c a t i o n of said new prograra to eraployees 

covered by t h i s Agreeraent. 

Upon request by e i t h e r p a r t y raade no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l raeet to discuss any proposed 

changes t o t h i s Section 14.9. 

Section 14.10 F i l l i n g of Permanent Vacancies 

The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 

provided to the Union at l e a s t 72 hours prior to the electronic 

posting. Said vacancy s h a l l be-posted for 14 days on the CAREERS 

website. The posting s h a l l contain at l e a s t the following 

information: job t i t l e , q u a l i f i c a t i o n s , days off, s h i f t , hours, 

work location, i f known, and rate of pay. The posting s h a l l also 

identify the number of positions to be f i l l e d . I f the number to 

be f i l l e d changes, the Employer s h a l l promptly notify the Union. 

Prior to the commencement of the selection process, the Employer 

w i l l provide the Union with a l i s t of qu a l i f i e d bidders. 
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Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of docviments considered during the hir i n g process, 

including documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information summary, and hir i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such documents to the Union. Bidders who are not selected s h a l l 

be so not i f i e d by the Department Head and informed of the 

reasons for non-selection. 

The successful bidder for any jobs under t h i s Section s h a l l 

have an evaluation period, not to exceed s i x t y (60) days, to 

demonstrate that he/she can perform the job. I f the Employer has 

j u s t cause based on the employee's job performance at any time 

during that period that the successful bidder cannot perform the 

job, then the successful bidder s h a l l be returned to the job 

he/she held j u s t prior to the awarding of the bid, displacing, 

i f necessary, any employee who has been placed into said job. 

Section 14.11 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 
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l i m i t a t i o n t h a t prevents the employee from being able t o perform 

the e s s e n t i a l d u t i e s of the p o s i t i o n , an employee may be sent 

f o r a Fitness f o r Duty examination a t the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's phy s i c i a n 

c e r t i f i e s t h a t the employee i s f i t f o r duty, the employee may 

e l e c t or the Employer may r e q u i r e the employee, a t the 

Employer's sole expense, t o be svibject t o an independent medical 

examination ("IME") t o determine i f the employee i s f i t f o r 

duty. The Union s h a l l s e l e c t an examining independent ph y s i c i a n 

who w i l l conduct the IME from a l i s t of a t l e a s t three 

physicians w i t h the appropriate medical s p e c i a l t y who have 

su c c e s s f u l l y completed the C i t y ' s procurement process and are on 

a l i s t of approved vendors. The determination of the independent 

physician and the IME s h a l l be f i n a l and bin d i n g . The employee 

s h a l l execute a l l HIPAA waivers and other forms necessary i n 

order t o permit access t o a l l medical records r e l a t e d t o his/her 

c o n d i t i o n , and the C i t y s h a l l agree t o secure and maintain the 

c o n f i d e n t i a l nature of a l l medical records obtained through t h i s 

process. 
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ARTICLE 15 
LAYOFFS/RECALL 

Section 15.1 

Probationary eraployees w i t h raore than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior eraployee 

i n the a f f e c t e d job c l a s s i f i c a t i o n i n the departraent s h a l l be 

l a i d o f f f i r s t , provided the a b i l i t y , q u a l i f i c a t i o n s to perforra 

the required work, and the eraployee's job performance are equal 

among the other employees i n the job., i n the departraent. 

" S e n i o r i t y " s h a l l raean, f o r purposes of t h i s Section, the 

eraployee's continuous service i n Bargaining Unit t i t l e ( s ) . 

Employees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

In the event any e i — t h e provisione of thi s Agreement s h a l l 

be or becorae inva l i d or unenforceable by reason of any f i n a l and 

binding court decision, as well as any Federal or State Law or 

Local Ordinance now existing or hereinafter enacted, such 

i n v a l i d i t y or unenforceability s h a l l not affect the reraainder of 

the provisions hereof, which s h a l l remain in f u l l force and 

effect. The i n v a l i d or unenforceable provision s h a l l be subject 

to re-negotiation by the Parties within a reasonable period of 
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time . T%e—p a r t i e s — a g r e e — t e — m e e t — a n d — a d o p t — r e v i s e d — p r o v i s i o n o 

vjhich vjould be—in—conforraity w i t h the—law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Eraployer i n w r i t i n g , of the names 

of the Stewards i n each departraent or area agreed upon w i t h the 

Eraployer and s h a l l n o t i f y the Eraployer proraptly of any changes. 

Stewards w i l l be perraitted to handle and process grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 

procedure during norraal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of tirae, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors i n advance of t h e i r i n t e n t i o n 

t o handle and process grievances. Supervisors may not 

unreasonably withhold perraission t o the stewards to engage i n 

such a c t i v i t i e s . 

Employees a c t i n g as Union Stewards s h a l l not be 

di s c r i m i n a t e d against nor be t r a n s f e r r e d frora t h e i r job 

c l a s s i f i c a t i o n s or departments because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards frora t h e i r 

job c l a s s i f i c a t i o n s or departraents, other than i n an eraergency, 

W'ill be- discussed wi t h the Union i n advance of any such 

t r a n s f e r s . 
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Section 17.2 

The Union s h a l l have the right and responsibility to 

represent the interests of a l l eraployees in the Unit, to present 

i t s views to the City on raatters of concern, either o r a l l y or in 

writing, and to consult and be consulted with, in respect to the 

formulation, development and irapleraentation of po l i c i e s and 

prograras affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be perraitted 

during norraal working hours, t o enter Eraployer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not t o i n t e r f e r e w i t h normal operations. The 

Employer may be able t o change or set r u l e s of access, provided 

t h a t any change i n current p r a c t i c e s must be reasonable and 

subject t o the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l raission i s t o provide 

services to i t s c i t i z e n s i n a safe and econoraic raanner. The 

p a r t i e s to t h i s Agreeraent recognize that drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 
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safety of eraployees, as w e l l as t h e i r raorale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

C i t y and the eraployees covered by t h i s Agreement serve. 

Furthermore, the economic cost of p r o v i d i n g h e a l t h care services 

to eraployees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. . 

The Eraployer and the Union raaintain a strong coramitraent t o 

p r o t e c t people and property, and to provide a safe working 

environraent. To t h i s end, the eraployer has also established i t s 

c o n f i d e n t i a l Employee Assistance Program f o r employees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreeraent urge employees who have such 

probleras t o u t i l i z e the Program's services. 

To raaintain a workplace which provides a safe and health 

work environraent for a l l eraployees, the following drug and 

alcohol program i s also established. 

Section 18.2 Definitions 

(a) AlQohol,: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, 

an eraployee on the job or the preraises of the 

Emiployer. 
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(c) Eraployer Preraises: a l l property, f a c i l i t i e s , land, 

buildings., s t r u c t u r e s , autoraobiles, trucks and other 

vehicles owned, leased or used by the Employer as job 

s i t e s or work l o c a t i o n s and over which the Employer 

has a u t h o r i t y as employer. 

(d) Eraployee: a l l persons covered by t h i s Agreeraent. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g raedical a t t e n t i o n or causing s i g n i f i c a n t 

daraage t o property t o which an eraployee c o n t r i b u t e d as 

a d i r e c t or i n d i r e c t cause. 

( f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

eraployee, i n c l u d i n g but not l i r a i t e d t o noticeable 

irabalance, incoherence and d i s o r i e n t a t i o n , which would 

lead a person of ordinary s e n s i b i l i t i e s t o conclude 

t h a t the eraployee i s under the i n f l u e n c e of drugs 

and/or a l c o h o l . 

(g) Under the Influence: any raental, eraotional, sensory 

or p h y s i c a l irapairraent due t o the use -of drugs or 

al c o h o l . 

(h) Test: the t a k i n g and analysis of any body coraponent 

sample, whether by blood, breath, urine, or i n any 

other s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose 

of i d e n t i f y i n g , raeasuring or q u a n t i f y i n g the presence 
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or absence of drugs, alcohol or any raetabolite 

thereof. 

Section 18.3 Disciplinary Action 

(a) A l l eraployees raust report to work i n a ph y s i c a l 

c o n d i t i o n t h a t w i l l enable thera t o perforra t h e i r jobs 

i n a safe raanner. Further, eraployees s h a l l not use, 

possess, dispense or receive p r o h i b i t e d iteras' or 

substances on or at the Eraployer's preraises, nor s h a l l 

they report t o work under the i n f l u e n c e of drugs 

and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Eraployer has reasonable cause t o 

believe t h a t an eraployee i s under the i n f l u e n c e of a 

p r o h i b i t e d substance, the Eraployer s h a l l have the 

r i g h t t o subject t h a t eraployee t o a drug and alcohol 

t e s t . At the Eraployer's d i s c r e t i o n , the eraployee raay 

be placed on a d r a i n i s t r a t i v e leave w i t h pay u n t i l t e s t 

r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove 

negative, the employee s h a l l be r e i n s t a t e d . In a l l 

other cases, the Employer w i l l terrainate a l l eraployees 

who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse to cooperate wit h cesting procedures; 
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( i i i ) are found t o be under the i n f l u e n c e of drugs or 
alcohol while on duty and on the Eraployer's 
preraises; and 

( i v ) are found i n possession of a l c o h o l , drugs or drug 
paraphernalia, or are found s e l l i n g or 
d i s t r i b u t i n g drugs or drug paraphernalia, on the 
Employer's premises. 

(c) A l l adverse eraployment a c t i o n taken against an 

eraployee under t h i s prograra s h a l l be subject t o the 

grievance and a r b i t r a t i o n procedures of t h i s 

Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The employer raay require drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two 
supervisors have reasonable cause to believe than 
an eraployee has •reported t o work under the 
i n f l u e n c e of or i s at work under the i n f l u e n c e of 
drugs or a l c o h o l . 

( i i ) a t e s t raay be required i f an eraployee i s involved 
i n a workplace accident or f i g h t i n g ; and 

( i i i ) a t e s t raay be required as part of a follow-up t o 
counseling or r e h a b i l i t a t i o n f o r substance abuse 
f o r up t o a one year period. 

(b) Eraployees t o be t e s t e d w i l l be required t o sign a 

consent forra and chain of custody forra, assuring 

proper docuraentation and accuracy. I f an eraployee 

refuses t o sign a consent form a u t h o r i z i n g the t e s t , 

he or she w i l l be subject to t e r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent labo r a t o r y accredited by the NIDA or any 
9.7 
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successor agency, and raay consist of e i t h e r blood or 

urine t e s t s , or both. The Eraployer reserves the r i g h t 

to u t i l i z e a breathalyzer to t e s t f o r the presence of 

alco h o l , i n l i e u of other c l i n i c a l t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n the NIDA guidelines f o r 

fe d e r a l workplace drug t e s t i n g prograras, dated A p r i l 

1, 1988 and as raay be araended hereafter by the 

relevant agency of the Department of Health and Human 

Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the 

NIDA guidelines (and as they may be araended) s h a l l be 

regarded as " p o s i t i v e , " and s h a l l presuraptively 

e s t a b l i s h t h a t the test e d eraployees was under the 

infl u e n c e of drugs. 

( f ) I n i t i a l and confirraatory (or breathalyzer) t e s t 

r e s u l t s which raeet or exceed the l e v e l of blood 

alcohol established i n the I l l i n o i s Motor Vehicle Act 

as l e g a l i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h 

t h a t the tested employee was under the infl u e n c e of 

alco h o l . 

(g) The cost of i n i t i a l and conf irm.atory testi.ng w i l l be 

borne by the Employer. 

98 
2454996.4 



(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Comraissioner of Personnel or h i s designee i n the 

manner t o be prescribed by the Comraissioner. The 

appl i c a n t or incumbent s h a l l be n o t i f i e d of the t e s t 

r e s u l t s i n w r i t i n g . The Comraissioner w i l l inforra the 

applicabl e department head of any eraployee who t e s t s 

p o s i t i v e f o r alcohol or drugs, who i n t u r n w i l l 

i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 

above. 

(1) A l l urine or blood saraples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any 

p o r t i o n not used i n the t e s t w i l l be preserved by 

s c i e n t i f i c a l l y r e l i a b l e raeans f o r one (1) year 

f o l l o w i n g the t e s t . Any eraployee whose t e s t r e s u l t i s 

p o s i t i v e may e l e c t , at his or her expense, t o be 

ret e s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y 

t o the Commissioner of Personnel, provided t h a t the 

Employer's t e s t i n g l a b o r a t o r y s h a l l arrange f o r 

t r a n s r a i t t i n g said saraple to the second l a b o r a t o r y . 

P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be conclusive 

as to the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t saraple, or to preserve such 

saraple, t o allow f o r r e t e s t i n g , s h a l l not a f f e c t the 
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removal frora e l i g i b i l i t y of an applicant or personnel 

a c t i o n , i n c l u d i n g discharge, of any employee, 

( j ) No labo r a t o r y report or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are part of 

a personnel a c t i o n under t h i s program, but s h a l l be 

placed i n a special locked f i l e maintained by the 

Commissioner of Personn'el, except as such d i s c l o s u r e 

may be required by t h i s p o l i c y , law or ordinance. 

Section 18.5 Employee Assistance Program 

Eraployees are encouraged t o seek help f o r a drug or alcohol 

problera before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y matter and 

raay p a r t i c i p a t e i f they wish i n the vo l u n t a r y Eraployee 

Assistance Prograra. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Prograra I n i t i a t i v e ( " I n i t i a t i v e " ) i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i r a i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates oE CPS and/or C i t y Colleges i n Union apprenticeship 

and t r a i n i n g prograras and t o provide e.xpanded pos.t-
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apprenticeship and training employraent opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreeraent with the City of 

Chicago, the Parties s h a l l enter into a suppleraental raeraorandura 

of understanding regarding the structure, irapleraentation, 

raonitoring and enforcement of this I n i t i a t i v e . Said raeraorandura 

s h a l l be attached to t h i s Agreeraent as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coraraitraent by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or forraer students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreeraent. 

b. A coraraitraent by the C o a l i t i o n and the C i t y to 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g prograras. In p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 
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prograras and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g prograras as appropriate; and to expand post-

apprenticeship and t r a i n i n g eraployraent o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps t o f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and suppleraental meraorandura attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreeraent s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance forra. The Eraployer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t from said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l autoraatically renew i t s e l f frora year t o 

year unless at lea s t 60 days and not raore than 120 days p r i o r to 

the terraination date or anniversary thereof, e i t h e r p arty gives 

w r i t t e n notice to the other by C e r t i f i e d Mail, r e t u r n r e c e i p t 

requested, of a desire t o araend, add t o , subtract frora, or 

terrainate t h i s Agreeraent. 

In the event such notice of a desire to araend, add to, or 

subtract from the terms of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 
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n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which no t i c e was given, t h i s Agreeraent 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreeraent. The notices r e f e r r e d t o s h a l l be 

considered t o have been given as of the date shown on the 

postraark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of no t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreeraent c o n s t i t u t e s the e n t i r e contract between the 

Eraployer and the Union and s e t t l e s a l l deraands and issues w i t h 

respect t o a l l raatters subject t o c o l l e c t i v e bargaining. The 

Eraployer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such raatter raay not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

tirae t h i s Agreement was negotiated or signed. 

In the event the C i t y of Chicago agrees to or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

voluntary unpaid tirae o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreeraent, such a d d i t i o n a l tirae o f f s h a l l be granted t o a l l 

eraployees covered by t h i s Agreeraent. 
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ARTICLE 21 
TERM OF AGREEMENT 

This Agreeraent s h a l l be effective from the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l remain in effect 

through 11:59 p.m. on June 30, 2017 2022. 

Health Plan Reopener 

Each pa r t y reserves , the r i g h t t o reopen t h i s Agreeraent i n 

order to f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the applicab l e l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

h e a l t h care prograra raandating s i g n i f i c a n t changes 

i n h e a l t h insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 

2. The lack of achievement of health care cost 

containraent as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishraent and a d r a i n i s t r a t i o n 

of the Labor-Manageraent Cooperation Coraraittee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC with the 

r e s p o n s i b i l i t y of approving Plan changes 

th a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containraent or savings, as raeasured by a 

projected increase of costs f o r any 
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i n d i v i d u a l plan of no raore than 8% i n Fi s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when compared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containraent or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l raake such adjustments to the 

Plan as are necessary, i n c l u d i n g but not 

l i m i t e d t o adjustments i n deductibles, co-

pays and co-insurance, t o prevent" the cost 

increase from exceeding 8% as raeasured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as st a t e d i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y may e l e c t to reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• -Structure of the LMCC; 

• Coraposition of the 'LMCC; 
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• Funding of the LMCC. 

provided,—however,—each—party—reserves—the—right—te—reopen—this 

A g r e e m e n t — i n — o r d e r — t e — n e g o t i a t e — b h e — H o a l t h — P l a n — s e t — f o r t h — i n 

Article—9—ne—later—than—June—3^-^^—2011—and—June—3^-7—2015,—er—in 

i he—event—fehe—City of Chicago—ie—awarded tho—2016 Olympic Caracs, 

Juno 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

either party to this Agreeraent has t h i r t y (30) days to notify 

the other party of i t s intent to reopen thi s Agreeraent in order 

to negotiate the Health Plan set forth in A r t i c l e 9. Should 

either party elect to reopen negotiations- pursuant to this 

provision, i t s h a l l subrait written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreeraent on the A r t i c l e . I f the parties f a i l to reach 

agreement at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreement. 

Non-Prevailing Wage Rate Reopener 

Four-Year: This—Agreement—m a y—be—reopened—t-e—further 

negotiate—the—non-prevailing—wage—ra tcs—governing—t-he—occond 

i-ivG year . terra (07/01/2012 fee 06/30/2017) under' Article hr 
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Section 4.4, i n — f e h e — e v e n t — t h a t (-â  fehe—City—notifies—the 

C o a l i t i o n — t h a t ' i t has—net—reached—a—successor—agroeraont—fee—a 

then current four-year—agrcoracnt—expiring—en—Juno—3-0-7 2011 

regarding—-an—across-the-board—porccntagc increase f e r — o t h e r 

u n i o n i z e d — c r a p l o y c o s — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a o s i f i c a t i o n o 

defined in—tl^e—"Mo Too Clauoc"—by March—3i-7—2012;—e^—fb^—bhe 

C o a l i t i o n — n o t i f i e s — t h e — C i t y — e i — i t e — i n t e n t — f e e — t e r r a i n a t e — f e h e — ^ ^ M e 

Too Clause" by March 31., 2012. 

Five-Year : This—Agreeraent—m a y—be—reopened—t-e—further 

negotiate—fehe—non-provailing—wage—rates—governing—fehe—second 

f i v e - y e a r feer^B (07/01/2012 te 06/3"0/2017) u n d e r — A r t i c l e 4-r 

Section—4.4, i n — - f e h e — e v e n t — t h a t (-â  t h e — C i t y — n o t i f i o o — f e h e 

Coalition—that—H—ha-s—net—reached—a—oucceosor—agreeraent—fee—a 

t h e n — c u r r e n t f i v e - y e a r — a g r c o r a c n t — e x p i r i n g — o n June—3-0-7 2012 

regarding—an—across-the-board—percentage increase f e r — o t h e r 

u n i o n i z e d — e r a p l o y e e s — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the "Mc Too Clauoc" by October 31,—2 012;—er—(-b^—fehe 

Coalition—notifies—fehe—City—ei—O - s—intent—fee—terminate—fehe—^^Me 

Too Clause" by October 31, 2012. 

i i — a n y — e n e — e i — t - h e — f o r e g o i n g — e v e n t s — o c c u r o , — e i t h e r — p a r t y t o 

t h i s AgrcGracnt has thirty—(-3-0-)—days t o n o t i f y — t h e other p a r t y of 

it - s — i n t e n t — t e — r e o p e n — t h i s — A g r e e r a e n t — a n — o r d o r — f e e — n e g o t i a t o — t h e . 

non-prcva i 1 ing—wage—rates—governing—fei^e—second—five-year—terra 

(07/01/2012 to 06/30/2017)—oct f o r t h i n A r t i c l e 1,—Section 4.^1. 

107 
2454996.4 



S h o u l d — e i t h e r — p a r t y — e l e c t — f e e — r e o p e n — n e g o t i a t i o n s — p u r o u a n t — t e 

t h i s — p r o v i s i o n , i - t — s h a l l — s u b r a i t — v j r i t t c n — n o t i c e — f e e — t h e — o t h e r 

p a r t y — a n d — f e h e — C i t y — s h a l l — n e f e — b e — o b l i g a t e d — t - e — m a k e — t h e — w a g e 

adj u o t r a c n t s — s e f e — f o r t h — i n — A r t i c l e — 4 , Section—4.4. Thereafter, 

fei^e p a r t i o o have ninety ( 90) days vj i t h i n ' — w h i c h fee——reach 

a g r o c r a e n t — e n — t h e — A r t i c l e . i i — t h e — p a r t i e s f a i l — t e — r o a c h 

agrocraent—at—fehe—conclusion—ei—fehafe—ninety—(-9#^—day period,—ea-eh 

party rcoervco the right to reopen the entire Agreeraent. 

Other Reopener 

. I n the event of an emergency,'' cataclysmic event or other 

s i m i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreement. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed thi s document as of 

the day of , 22202- 2018. 

CITY OF CHICAGO SPRINKLER FITTERS AND APPRENTICES 
UNION, LOCAL NO. 281 

By; 

[EMS:LOCAL-281] 

By; 
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LABOR NEGOTIATIONS BETWEEN 

THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and Tr a i n i n g Prograra I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of oppor-tunities t o increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Manageraent Cooperation Coraraittee established 

under A r t i c l e 9 t o explore and recoraraend the consideration of 

such o p p o r t u n i t i e s t o the C i t y and other 'governraental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and Tr a i n i n g Prograra I n i t i a t i v e , i n c l u d i n g , but 

not l i r a i t e d t o : 

a. A raulti-project labor agreement. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c ontractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the raaxiraura nuraber of apprentices on the project, as 

perraitted under the terras and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreeraent(s); and ( i i ) a l l co n t r a c t o r and 

sub-contractors perforraing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship prograra r e g i s t e r e d w i t h 
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the U.S. Department of Labor's Bureau of Apprenticeship and 

Tr a i n i n g . 

FOR COUPE: FOR THE C I T Y OF CHICAGO; 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreement: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC to evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive h e a l t h care model and w i l l r e s u l t i n 

design iraproveraents, cost containment or savings, i n c l u d i n g but 

not l i m i t e d t o the f o l l o w i n g areas: 

Expanded Disease Management Prograra 

HRA and Bio-raetric Screening 

Health Fairs 

Weight Manageraent Prograra 

Iraaging Review Service 

Li f e t i r a e Maxiraura 

Subscriber Share f o r Hospital B i l l s and Co-insurance 

Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 
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• Coraprehensive Coramunication and Outreach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO; 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r to t h i s Agreeraent: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 200,7 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Tearasters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Meraorandura of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o araending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreeraent by the Unions t o waive sorae or a l l of the raonetary 

raake whole reraedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order t o conclude ne g o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreeraent wit h the C i t y to waive 

some or a l l of the'monetary raake whole reraedies. U n t i l such an 

agreeraent i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be ob l i g a t e d t o irapleraent the raonetary make whole 

reraedies i n the Award. In a d d i t i o n , i f such an agreeraent i s not 
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reached by Deceraber 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed araendraent t o Section 3(a) to r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f frora the raonetary raake whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE; FOR THE CITY OF CHICAGO; 
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AGREEMENT 

This Agreeraent i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and The United Order of Araerican B r i c k l a y e r s and 

Stone Masons, Local 21 ( h e r e i n a f t e r c a l l e d "the Union"), f o r the 

purpose of e s t a b l i s h i n g , through the process of c o l l e c t i v e 

bargaining c e r t a i n p r o v i s i o n s covering wages, and other terras 

and conditions of employraent f o r the employees represented by 

the Union. 

In r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Eraployer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l - employees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 
B r i c k l a y e r 

B r i c k l a y e r (Sub-Foreman) 
Sewer B r i c k l a y e r 

Sewer B r i c k l a y e r (Sub-Foreman) 
Foreman of Sewer B r i c k l a y e r s 

Foreraan of B r i c k l a y e r s 
Mason Inspector 

Supervising Mason Inspector 
(Supervisor of U t i l i t i e s and Construction 

Inspection) 
Chief Mason Inspector 

General Foreraan of B r i c k l a y e r s 

.The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

eraployees w i t h respect t o rates of pay, wages, hours and other 



terras and conditions of eraployraent. The terra "eraployee" as used 

herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d t o the contrary. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Eraployer, except only as they raay be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreeraent. Araong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or r e l a t e d t o the management of the 

Employer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or or g a n i z a t i o n of the Eraployer's operations, or other 

econoraic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

proraote, deraote, or r e c a l l ; to raake and enforce reasonable rules 

and r e g u l a t i o n s , t o raaintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o deterraine the services, processes, and 

extent of the Eraployer's operation, the types and q u a n t i t i e s of 

raachinery, equipment and mat e r i a l s t o be used, the nature, 

extent, d u r a t i o n , character and raethod of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t to contract out or subcontract; 

the r i g h t t o determine the nuraber of eraployees and how they 



s h a l l be eraployed, and the q u a l i t y and q u a n t i t y of workraanship 

and work required t o insure raaxiraura e f f i c i e n c y of operations; 

to e s t a b l i s h and enforce f a i r production standards; and t o 

determine the size, nuraber and l o c a t i o n -of i t s departraents and 

f a c i l i t i e s . A l l of the provisions of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Eraployer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreeraent. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Eraployer to 

insure equal eraployraent opportunities as required by law in a l l 

aspects of the Eraployer's personnel p o l i c i e s , and nothing in 

this Agreeraent s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that this A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect the 

seniority provisions of thi s Agreeraent. 

Section 3.2 No Discrimination 

Neither the Eraployer nor the Union s h a l l discrirainate against 

any eraployee covered by t h i s Agreeraent in a manner which would 

violate any applicable laws because of race, color, religion, 

national origin, age, sex, raarital status, raental and/or 

physical- handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievance of Alleged Violation 

Grievances by employees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 



t h i s Agreeraent, but s h a l l not be subject to arbitration unless 

rautually agreed by the parties. 

Section 3.4 Reasonable Accommodation 

In the event the Eraployer s h a l l be required t o make a 

reasonable accoraraodation under the Araericans With D i s a b i l i t i e s 

Act ("ADA") to the d i s a b i l i t y of an applicant or incurabent 

eraployee that'raay be i n c o n f l i c t w i t h the r i g h t s of an employee 

under t h i s Agreeraent, the Eraployer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the Union. The provisions of A r t i c l e 11 of 

t h i s Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Eraployer's o b l i g a t i o n s under the ADA and t h i s 

Agreement and the employee's r i g h t s under t h i s Agreeraent, 

provided t h a t no incumbent eraployee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July 1, 20-0-17, eraployees covered by t h i s 

Agreeraent s h a l l continue t o receive the hourly r a t e being paid 

to c r a f t s or job c l a s s i ' f i e a t i o n s doing s i r a i l a r kinds of work i n 

Cook County pursuant t o the forraula c u r r e n t l y used by the United 

States Departraent of Labor i n adrainistering the Davis-Bacon Act 

as c u r r e n t l y being paid t o said eraployees as set f o r t h i n 

Appendix A appended t o and raade a part of t h i s Agreeraent. 



Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreeraent 

beginning in 20-0-17, through the period ending June 30, 20i2-22, 

the wage ra t e r e f e r r e d t o i n the iraraediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i m i l a r work i n Cook County pursuant t o the formula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreeraent are established at an e f f e c t i v e date l a t e r than 

July 1, then such r a t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Eraployer adjust said 

wage rates more than one tirae i n any,calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—Firot—Five-
Yoaro of t h i s Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustraents below f o r a l l employees who are i n non-prevailing 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 

• Effective 07/01/2007 1% 01/01/2018 - 2.00% 

• Effective 01/01/2008 2.25°c 01/01/2019 - 2.25% 

Year 2: 

• Effective 01/01/2009 2% 01/01/2020 - 2.00% 



Year 3: ''• 

• Effective 01/01/2010 2^ 01/01/2021 - 2.25% 

Year 4^ 

• Effective 01/01/2011— 3.25°o 01/01/2022 - 2.00% 

Year 5: 

• — E f f e c t i v e 01/01/2012 3 ^ ^ 

Section—4^-4 Non-Prevailing—Wage—Rates—Governing—Second—Five-
Year Torm (07/01/2012 to 06/30/2017) 

E f f e c t i v e — t h e — f o l l o w i n g — d a t e s ,— t h e—City—will—make—the—wago 

adj uotracnts—below—fe^^—a-li—eraployees—whe—ar^e—in—non-prevailing 

rate c l a s s i f i c a t i o n s and vjho arc e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t o : 

Year 6:- --' 

•—Effective 01/01/2013 2%-

Year 7: 

•—Effective 01/01/2014 2% 

Year 8: 

•—Effective 01/01/2015 2%-

Year 9: 

•—Effective 01/01/2016 2%-

Year 10: 

•—Effective 01/01/2017 2% 

"Me Too" Clause: I f a m a j o r i t y of C i t y unionized employees 

i.n non-prevailing wage rate c l a s s i f i c a t i o n s * ' * receive an across-



the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreeraent s h a l l have t h e i r wage adjustraent set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i r a i l a r l y , i f a m a j o r i t y of C i t y unionized 

employees i n non-prevailing wage r a t e c l a s s i f i c a t i o n s * * receive 

a lurap sura payraent i n any contract year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the same lurap sura payraent i n any such year. The p a r t i e s 

agree t o confer regarding the ti r a i n g , amount and iraplementation 

of any wage adjustraent or lurap sura payraent under t h i s Section 

p r i o r to such adjustraent being paid. 

**Exclusive of sworn eraployees of the Chicago Police Departraent 

and uniforraed merabers of the Chicago Fire Department. 

Section 4.4 Retroactivity 

The increases set f o r t h i n A r t i c l e 4, Sections 4.1 and 4.3, 

are payable t o a f f e c t e d eraployees who, as of August—2-7—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the' C i t y 

Council, are e i t h e r on the p a y r o l l , or are on approved leave, or 

are on l a y o f f w i t h r e c a l l r i g h t s , or are seasonal eraployees who 

are e l i g i b l e f o r r e h i r e , or are former employees who r e t i r e d 



effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the City Council, inclusive. 

Section 4.5 Inspectors 

Inspectors eraployed Under t h i s Agreeraent s h a l l receive the 

Foreraan's r a t e of pay provided f o r i n the Agreement(s) r e f e r r e d 

t o i n Sections 4.1 and 4.2 above. 

Section 4.6 Out of Grade Pay 

An employee covered by t h i s Agreeraent who i s d i r e c t e d t o 

and does perforra s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 

u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

consistent w i t h h i s own tenure f o r a l l such tirae frora the f i r s t 

day of the assignraent. The Eraployer agrees t h a t i t w i l l raake 

such assignraents f o r not less than an eraployee's f u l l work day. 

Such payraent s h a l l be raade on the next regular payday or as soon 

t h e r e a f t e r as i s ' possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payraent was earned. 

The time li m i t s for ouch individual aooignmonto to acting into 

higher-rated jobs s h a l l not exceed one hundred eighty (180) days 

be—ninety—( 90)—days, except where a regular incurabent i s on 

leave of absence, in which case the tirae lirait for acting into 

such position may not exceed one (1) year be—s-ix—(-6-)—raontho and 

no individual employee can act into that position for more than 

ninety (90) days. The tirae liraits raay be extended by mutual 

agreement of the parties. I f the one hundred eighty (180) day 



time l i m i t i s extended to one year due to a regular incxambent on 

leave of absence or by mutual agreement of the parties, 

individual employees s h a l l not act into higher rated jobs for 

more than ninety (90) days per employee. To the extent the 

Eraployer continues to require the perforraance of the duties of 

the higher-rated job beyond the time lir a i t s set forth herein, 

the assignment position s h a l l be treated as a "perraanent 

vacancy" within the raeaning of Section 14.10 of this Agreement— 

and the employer s h a l l be subject to the applicable posting and 

f i l l the job as a "permanent vacancy" STibject to the applicable 

provisions of that Section. 

Section 4.7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o eraployees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l p e riod i n which i t i s earned. A l l overtirae or 

preraiura pay s h a l l be paid t o eraployees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 
r 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e araount of the 

a r b i t r a t o r ' s fee. 

(b) In the event an eraployee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtirae and/or premiura pay t o which he/she i s 



e n t i t l e d , the Departraent w i l l c o r r e c t t h a t shortage 

provided the employee proraptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Eraployees s h a l l subrait a p a y r o l l 

dispute t o the Department tiraekeeper on the "Eraployee 

P a y r o l l I n q u i r y Forra" attached hereto as Appendix B. The 

eraployee's submission of such Form s h a l l t o l l the p e r i o d 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Department concludes t h a t there 

i s a shortage i n the eraployee's paycheck, and i f the araount 

i n question exceeds $100.00, the Departraent w i l l subrait a 

•suppleraental p a y r o l l t o the Comptroller t o cover the 

shortage, and w i l l issue the employee a check i n t h a t 

' amount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the eraployee's 

complaint. Shortages less than $100.00 w i l l be 'added t o 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s supplemental check ( f o r 

a sura greater than $100.00) w i t h i n the aforeraentioned 

check/deposit advice d e l i v e r y date period, the Eraployer 

w i l l . pay to the eraployee the sura of $5.00 f o r every pay. 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

emplcjyees, pe.rsons r e t u r n i n g frora leaves of absence 
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( i n c l u d i n g but not l i r a i t e d . t o duty d i s a b i l i t y ) , overtirae 

earned under the C i t y ' s eraergency snow reraoval prograra, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded frora the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payraent o b l i g a t i o n s 

w i t h respect to the payraents r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement. 

In order t o provide a basis . f o r ongoing discussion 

concerning the. City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by' the 

C o a l i t i o n . The City's raerabers of the Committee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Manageraent, the 

Coraptroller and the D i r e c t o r of Labor Relations. -The 

C o a l i t i o n , as ' i t s h a l l deterraine, s h a l l select four (4) 

representatives t o serve as raembers of the Committee. The 

Comraittee w i l l meet not less than q u a r t e r l y , or more 

f r e q u e n t l y as the need may a r i s e , to review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of rautual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreement. In a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y raay include frora tirae-to-tirae a 

r epresentative of the C o a l i t i o n at the Coraptroller's weekly 
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s t a f f raeetings w i t h Departraent heads t o review and address 

pending p a y r o l l i n q u i r i e s frora bargaining u n i t eraployees. 

ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 

This A r t i c l e s h a l l be t o c a l c u l a t e overtirae and s h a l l not 

be a guarantee of work or hours f o r any day or week. 

The norraal work week s h a l l consist of f i v e (5) consecutive 

eight (8) hour days and two (2) consecutive days o f f , except 

where the Eraployer's operations require d i f f e r e n t scheduling 

needs. The Eraployer w i l l n o t i f y the Union of these exceptions. 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one minute a f t e r 11:59 p.m. 

Saturday) Sunday and ending at 12:00 midnight the f o l l o w i n g 

Sunday. The normal work day s h a l l begin at 8:00 a.ra. and end at 

4:30 p.m. as determined by the Eraployer. 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Employer may change the established s t a r t i n g time of the Monday 

through Friday work day f o r a department, bureau, work u n i t , 

crew or i n d i v i d u a l upon fourteen (14) days w r i t t e n n o t i c e t o the 

Union and a f f e c t e d employees, and discussion w i t h the Union. 

Said s t a r t i n g times s h a l l not be scheduled raore than two (2) 

hours before the regular s t a r t i n g tiraes c u r r e n t l y i n e f f e c t i n 

t h i s Agreeraent. A l l such changes, unless otherwise agreed t o by 

the p a r t i e s , s h a l l be i n e f f e c t f o r a rainimum of one (1) week, 

and s h a l l provide f o r the same s t a r t i n g tiraes each day of that 

period. No emiployee s h a l l be placed on a s p l i t s h i f t without 
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agreeraent by the Union. Failure to coraply with t h i s provision 

s h a l l result in the payraent of appropriate preraium tirae to 

affected eraployees. 

Section 5.2 Overtime 

A l l work perforraed in excess of 40 hours worked per week; 

or in excess of 8 hours worked per day when the eraployee has 40 

hours of work or excused absences; or on Saturday as such, when 

Saturday i s not part" of the employee's regular work week; or on 

the sixth consecutive day worked, s h a l l be paid for at one and 

one-half (1 1/2) times the regular straight time hourly rate of 

pay. A l l work performed on Sunday, when Sunday i s not part of 

the employee's regular work week; or the seventh consecutive day 

worked, s h a l l be paid for at two (2.) tiraes the regular hourly 

rate of pay. Such overtirae s h a l l be coraputed on the basis of 

corapleted f i f t e e n rainute segments. Eraployees exerapt frora the 

Fair Labor Standards Act s h a l l not be e l i g i b l e for overtirae 

under this Section. There s h a l l be no pyraraiding of overtirae 

and/or preraiura pay. ' Daily and/or weekly overtirae and/or premiura 

pay s h a l l not be paid for the sarae hours worked. A l l overtime 

earned under t h i s Section s h a l l be paid to employees, not l a t e r 

than the second regular payday following the end of the payroll 

period i n which i t i s earned. 

Section 5.3 Overtime Distribution 

(a) Overtirae and/or preraiura tirae r e f e r r e d to i n t h i s 

Agreement s h a l l be o f f e r e d f i r s t t o the employee performing the 

job and t h e r e a f t e r by s e n i o r i t y t o the most senior employee i n 

the c l a s s i f i c a t i o n at the work l o c a t i o n being given the 
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o p p o r t u n i t y t o work, provided the eraployee has the present 

a b i l i t y t o perforra the work t o the s a t i s f a c t i o n of the Eraployer 

without f u r t h e r t r a i n i n g . A reasonable araount of overtirae s h a l l 

be a c o n d i t i o n of continued eraployment, provided however, t h a t 

i n the event such o f f e r s of overtirae are not accepted by such 

eraployees, the Eraployer raay raandatorily assign such overtirae by 

reverse s e n i o r i t y . 

(b) Eraployees in the c l a s s i f i c a t i o n at the work location who 

have been given the option to work the overtime and/or premiura 

time, whether the option was accepted or rejected, w i l l not be 

afforded the option to work subsequent overtime and/or preraium 

time u n t i l a l l employees in the c l a s s i f i c a t i o n at the work 

location have been reasonably afforded the opportunity to work 

the overtime and/or preraium time, subject to the same provision 

as in Section 5.3(a). 

Section 5.4 Reporting Pay 

When an employee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the eraployee s h a l l receive a rainiraura of two (2) hours 

work or pay at the eraployee's regular s t r a i g h t tirae hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o his 

or her normal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Eraployer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , eraployees raust advise the designated 

person w i t h i n the Departraent of h i s or her current telephone 

nuraber. 

I f the employee works more than two (2) hours, he or she 

s h a l l receive a minimum of four (4) hours work or pay f o r th a t 
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day. I f the employee works raore than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay for that day. An 

eraployee who does not coraplete a norraal eight (8) hour s h i f t 

because he or she i s sent horae by the Eraployer s h a l l have the 

option of using a portion of accrued vacation, personal or 

corapensatory tirae for that day upon notice to the Eraployer. 

Section 5.5 C a l l - i n Pay 

Except as otherwise agreed i n w r i t i n g , eraployees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a rainiraura 

of two (2) hours pay at the appropriate overtirae r a t e frora the 

tirae t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an eraployee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.6 Emergency C a l l Pay 

In the event a General Foreman or Foreraan i s directed by 

the Eraployer to respond to emergency c a l l s from hpme and outside 

of his or her regular working hours, he or she w i l l be granted 

corapensatory tirae at the appropriate rate for a l l v e r i f i e d tirae 

spent responding to the emergency frora horae, with a miniraura of 

15 minutes of corapensatory tirae to be granted in any calendar 

day on which any such emergency responses were required, up to a 

maxirau.mi of two hours of corapensatory time in any calendar day. 

Section 5.7 Compensatory Time 
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Any banked overtime and / or compensatory time which 

employees have accumulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees in the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period in which i t i s earned or 

may accumulate such time up to a maximiim of 160 hours. 

Use of compensatory time s h a l l be subject to the 

operational needs of the Employer. A l l accumulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be paid to employees i n the 

form of cash at thei r current rate of pay. Nothing herein s h a l l 

be construed as to allow the Employer to force an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 Current Holidays 

a) F u l l - t i m e hourly eraployees s h a l l receive e i g h t hours 

s t r a i g h t - t i m e pay f o r the holidays set f o r t h below: 

1. New Year's Day 

2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Meraorial Day 
5. Independence Day 
6. Labor Day 
7. Columibus Day 
8. Thanksgiving Day 
9. Christraas Day 
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b) F u l l - t i r a e s a l a r i e d eraployees s h a l l receive the f o l l o w i n g 

days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Meraorial Day 
7. Independence Day 
8 . Labor Day. 
9. Colurabus Day 

10. Veterans Day 
11. Thanksgiving Day 

12. Christraas Day 

c) Eraployees covered by t h i s Agreeraent i n c l u d i n g 

probationary eraployees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreement. At the eraployee's 

option, the personal day raay be scheduled i n accordance with, the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreeraent. I f the eraployee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the eraployee and 

s h a l l not be denied by the Eraployer. I f the eraployee i s required 

or allowed to work on such designated day, the eraployee s h a l l 

receive the appropriate holiday preraiura r a t e . An employee raay 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Employees raay not designate such personal day i n 

connection wj.th an e x i s t i n g holiday. Good Friday, or a vacation 
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schedule unless requested by the employee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Employer. New employees who 

coraraence work f o r the Eraployer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

d) The b e n e f i t s set f o r t h i n (a), (b) and (c) above s h a l l be 

paid provided the eraployee i s i n pay status the f u l l scheduled 

work day imraediately preceding and the f u l l scheduled work day 

iraraediately f o l l o w i n g such holiday, or i s absent from work on 

one or both of those days w i t h the Eraployer's perraission; such 

perraission s h a l l not be unreasonably denied. 

Section 6.2 Payment for Holiday 

I f an eraployee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section- 6.1 he/she s h a l l be paid at the rate of 

two (2) tiraes (which included holiday pay) his/her normal hourly 

r a t e f o r a l l hours worked. 

I f the eraployee i s not required t o work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such employee s h a l l be paid 

eight (8) hours at s t r a i g h t tirae f o r such holiday. 

A l l holiday tirae s h a l l be considered tirae worked f o r the 

purposes of coraputing overtirae except where the holiday f a l l s on 

the eraployee's day o f f . 

Section 6.3 Failure to Report to Work on Scheduled Holiday 

I f an eraployee i s scheduled t o work on a holiday and f a i l s 

t o report to work, the eraployee s h a l l f o r f e i t his/her r i g h t to 
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pay f o r t h a t holiday unless his/her absence i s due t o i l l n e s s , 

i n j u r y , or other eraergency. 

Section 6.4 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For eraployees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an eraployee's vacation 

period the Employer s h a l l have the opt i o n of gra n t i n g the 

employee an extra day's pay or an extra day of vacation at a 

time rautually agreed upon between the eraployee and the 

department head, provided the employee works the f u l l scheduled 

workday iraraediately preceding and the f u l l scheduled workday 

iraraediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Employer f i n d s to be v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An employee w i l l earn the f o l l o w i n g amounts of paid 

vacation, based on such employee's continuous service p r i o r t o 

July ] , f o l l o w i n g his/her January 1 e l i g i b i l i t y . 
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Continuous 

Service p r i o r t o July 1 Vacation 

Less than 6 years 13 days 

6 or more, but less 

than 14 years 18 days 

14 years or more 23 days 

a f t e r 24 years 24 days 

a f t e r 25 years ' 25 days 

Section 7.2 Pro Rata Vacation 

An employee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The eraployee d i d not have twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated from employraent, other than 

f o r cause, during a calendar year i n which the employee d i d .not 

have twelve (12) months of continuous service. 

The araount of pro r a t a vacation i s determined by d i v i d i n g 

the nuraber of raonths of continuous service the f u l l - t i r a e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s m u l t i p l i e d 'by the 

amount of paid vacation f o r which the employee i s e l i g i b l e i n 

Section 7.1 above. Any f r a c t i o n i s rounded o f f to the nearest 

whole nuraber of days. Eraployees separated frora eraployraent, 

other than f o r cause, w i l l be paid on a suppleraental p a y r o l l as 

soon 'as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-tirae eraployees who work at l e a s t 80 hours per raonth 

earn vacation on a pro rata basis c a l c u l a t e d i n accordance w i t h 
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the formula used by the Eraployer i n accordance w i t h past 

p r a c t i c e . 

Section 7.3 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

employee was denied vacation by the employer, or (2) the employee 

i s on an approved leave of absence, or (3) the employee e l e c t s i n 

w r i t i n g t o carry over vacation days (up t o three (3) ouch 

vacation days of accrued and unused vacation days f o r employees 

w i t h less than ten (10) years of se r v i c e , and up t o f i v e (5) days 

of accrued and unused vacation days f o r employees w i t h ten (10) 

or more years of service) f o r use i n d i v i d u a l l y or consecutively 

during the next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given t o the eraployer before Deceraber 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximum noamber of s i n g l e use vacation days provided 

f o r under t h i s Agreement. Such carry over vacation days raust be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

Ca n c e l l a t i o n or re-scheduling o f c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks , upon—rautual—agrocraent— e i—the—eraployor,—which 

agrcoracnt—shall—net—be—unreasonably denied or withheld, and such 

carry over 'days raust be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) months, i n the case of an 
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eraployee's r e t u r n frora an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30^^, or approving 

the rescheduling of c a r r y over days beyond June 30*^. Employees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

to being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation time earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) months f o l l o w i n g the date i n which the person became 

disabled, and s h a l l be e n t i t l e d t o use such vacation time w i t h i n 

twelve (12) months f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 Employees Laid-off or Discharged 

Employees who are terminated for cause are not e n t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay i n th e i r 

bank at the time of resignation. Eraployees s h a l l not earn 

vacation credit for any period during which they are on layoff 

or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of th i s Agreeraent. 

In the event of the death of an e l i g i b l e employee, the surviving 

widow, widower or estate s h a l l be entitled to any vacation pay 

to which the deceased eraployee was entitled. 

Section 7.5 Rate of Vacation Pay 

The r a t e of vacation pay s h a l l be coraputed by raultiplying 

the eraployee's s t r a i g h t tirae hourly rate of pay i n e f f e c t f o r 
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the eraployee's regular job at the tirae the vacation i s being 

taken, tiraes 8 hours per day, tiraes the nuraber of days vacation 

to which the employee i s en t i t l e d . Salaried eraployees s h a l l 

receive their regular salary in effect at the tirae the scheduled 

vacation i s taken. 

Sectioh 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Departraent Head s h a l l have the r i g h t t o 

deterraine the nuraber and scheduling of crews and eraployees who 

can be on vacation at any one time without hindering the 

operation of the Department. The Department w i l l not designate 

any tirae or period during the calendar year when e l i g i b l e 

eraployees would be p r o h i b i t e d from scheduling and t a k i n g 

vacation tirae. ^ 

Employees s h a l l make vacation picks at a time and i n the 

raanner c u r r e n t l y provided -'for by t h e i r Department. The 

Department w i l l respond t o the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s raade, but not raore than fourteen (14) days frora the 

date the request i s received by the Departraent, except i n cases 

where the ' request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l .not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe emergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storras), 

a severe raanpower shortage which raay s e r i o u s l y hinder the 

Departraent's operations, or where an employee possesses a unique 

s k i l l indispensable t o the iraraediate perforraance of a 

23 



Departraent's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payraent of the vacation pay (thereby 

reducing the t o t a l of the employee's accrued vacation time) plus 

payment t o the employee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a norraal work day, or f o r a norraal 

work day, whichever i s greater, unless the employee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved- vacation requests which would 

result in serious provable f i n a n c i a l loss to an eraployee s h a l l 

occur only in the raost extreme eraergencies. In the event of such 

cancellation, the Employer w i l l reimburse the eraployee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Soction 7.7 Reciprocity With Other Agencioa 

Any employee e i the C i t y Chicago h i r e d p r i o r be 

February 13, 1986—whe—ha^s—rendered—oervicc—be—the—County—ef-

Cook,—bhe—Chicago—Park—District,—the—Chicago—Housing—Authority, 

b h e — F o r e o t — P r c o c r v e — D i s t r i c t , — t h e — M e t r o p o l i t a n — S a n i t a r y — D i o t r i c t 

ef^—Greater—Chicago,—the—State—ef^—Illinois,—bhe—Chicago—Board of 

Education, bhe C i t y Collcgeo ef Chicago, Coraraunity College 

D i s t r i c t — 5 0 8 , — t h e Chicago T r a n s i t Authority,—bhe—Public B u i l d i n g 

Coraraiosion ef^ Chicago, t-he Chicago Urban Transportation 

D i s t r i c t , — a n d — t h e — R e g i o n a l — T r a n o p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

t - h e — r i g h t — b e — h a v e — b h e — p e r i o d — e f — s u c h — s e r v i c e — c r e d i ted—a-nd 

c o u n t o d — f e r — t h e — p u r p o s e — e f — c o m p u t i n g — t i ^ e — n u m b e r — e f — y e a r s — e f -

s o r v i c e — a e — a n — e m p l o y e e — — t h e — C i t y — f e r — v a c a t i o n s , — p r o v i d e d — t h a t 
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s u c h — s e r v i c e — h a e — b e e n — c o n t i n u o u o — s e r v i c e . However,—vacation 

t i r a e — a c c r u e d — w h i l e — v j o r I c i n g — f e r — a n o t h e r — p u b l i c — a g e n c y — i - s — n e b 

t r a n s f e r a b l e . E r a p l o y e e s — h i r e d — a f t e r — F e b r u a r y — 1 2 - , 198 6—whe 

render—ocrvicc—fer—any—other—oraploycr as—otatcd—above—shall—have 

b h e — r i g h t — t - e — h a v o — b h e — p e r i o d — e f — s u c h — s e r v i c e — c r e d i t e d — a n d 

counted—fer—bhe—purpooc—of coraputing—the—nuraber—ef—years—ef^ 

oervicc—a-s—an—oraploycc—ef^—bhe—City—fer—vacations,—provided—a 

raajority of other employees of the Employer receive such credit. 

Section 7.7 Non-Consecutive Vacation Days 

Eraployees may receive up to five s i x (6) of their vacations 

days one or more day(s) at a time as days off in each' year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

employee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the eraployee seeks such days so late 

in the ' vacation year that the eraployee's supervisor cannot 

reasonably grant the eraployee's request, such days s h a l l be 

scheduled by the Eraployer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 

charged with a single, non-consecutive vacation day CWF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on either side of his/her regularly scheduled days off and 
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then schedules a s i n g l e vacation day on the opposite side of the 

r e g u l a r l y scheduled days o f f , then the s i n g l e day s h a l l be 

considered consecutive w i t h the other vacation days and the 

employee s h a l l not be charged w i t h a s i n g l e vacation day. 

Nothing herein s h a l l l i m i t or p r o h i b i t the Employer from 

approving a d d i t i o n a l s i n g l e vacation days. 

Eraployees raay designate and use at t h e i r o p t i o n up to f i v e 

-f-§̂  s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as sick days t o cover periods of bonafide medical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l include (or 

may be expanded upon by the C i t y ) : (i)mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

p a r t n e r i s r e g i s t e r e d w i t h the Depar-tment of Human Resources. 

The Employer reserves the r i g h t t o ask the employee t o f u r n i s h 

proof of said i l l n e s s . An eraployee d e s i r i n g t o use vacation days 

as s i c k days under t h i s p r o v i s i o n s h a l l inform the 

representative of the Eraployer who eraployees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the tirae he/she 

c a l l s i n t o report an i l l n e s s . Salaried eraployees who c u r r e n t l y 

are r e c e i v i n g sick days uncier t h i s Agreement s h a l l be i n e l i g i b l e 

t o use vacation days as sick days while they have a v a i l a b l e 

unused si.ck days. 
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ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service raeans continuous paid eraployraent frora 

the eraployee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid employraent. I n a d d i t i o n , an eraployee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one year or less or 

l a y o f f of 30 days or l e s s ; or 

2. An absence where the eraployee i s adjudged e l i g i b l e 

f o r duty d i s a b i l i t y corapensation. 

Section 8.2 "Interruption i n Service 

(a) Non-seasonal eraployees who work a rainimum of e i g h t y 

(80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 

f o r the tirae worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) Unpaid leaves of absence f o r raore than 30 days or 
l a y o f f f o r more than 30 days, unless eraployees are 
allowed to accumulate s e n i o r i t y under t h i s 
Agreeraent. 

(b) Seasonal eraployraent of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the tirae worked. 
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(c) Seasonal eraployraent i n excess of 120 days i n any 

calendar year s h a l l be credited toward continuous service. 
Soction 8.3 Rociprocity 

Eraploycco h i r e d p r i o r to February 13,—198 6 vjho have 

rcndorcd oervicc t o the County of Coolc,—the Chicago Park 

D i o t r i c t , — t h e — F o r e s t — P r c o c r v e — D i o t r i c t , — t h e Chicago Houoing 

A u t h o r i t y , — t h e Metropolitan Sanitary D i s t r i c t of,Greater . 

Chicago,—the Stato of I l l i n o i o , — t h e Chicago Board of Education, 

C i t y Collcgco of Chicago,—Coraraunity College Diotrict—508,—bhe 

Chicago Tranoit A u t h o r i t y , — P u b l i c B u i l d i n g Coraraiosion of 

Chicago,—the Chicago Urban Tranoportation D i o t r i c t and the 

Regional Tranoportation A u t h o r i t y s h a l l have the period of ouch 

s e r v i c e — c r e d i t e d and counted f o r the purpoae of advanceracnt 

w i t h i n l o n g e v i t y oalary schedules. However,—eraployees h i r e d 

lifter—February—1 2 - ,—198 6 who—rondcr service—for. any other 

eraployer as—otatcd above s h a l l have the r i g h t t o have the period 

of such—ocrvicc—credited and counted f o r the purpooc of 

advanceracnt w i t h i n l o n g e v i t y salary schcdulco provided a 

m a j o r i t y of other eraployoco—ef—bhe—Eraployor—receive—such—credit. 

Section 8.4 Break in Service 

Notwithstanding the provisions of any ordinance or r u l e t o 

the contrary, continuous service of an employee i s broken, the 

employment r e l a t i o n s h i p i s terminated, and the eraployee s h a l l 

have no r i g h t to be r e h i r e d , i f the eraployee q u i t s , i s 
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discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the employee',s authorized Employer 

representative unless the circurastances preclude the Eraployee, 

or soraeone on his behalf, frora giving such notice, does not 

actively work for the Eraployer for twelve (12) raonths (except 

for approved f u l l tirae Union representative leaves or raedical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for raore than twelve (12) consecutive months i f the employee has 

less than five (5) years of service at the time of the layoff, 

or i s on layoff for more than two (2) years i f the eraployee has 

five (5) or more years of service at the time of the layoff. 

Section 8.5 Probationary Employment 

New eraployees, h i r e d a f t e r r a t i f i c a t i o n o f t h i s Agreement, 

w i l l be regarded as probationary eraployees f o r the f i r s t twelve 

(12) eirx—(r€2j- raonths of t h e i r employraent and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees co n t i n u i n g i n the service of the 

Eraployer a f t e r twelve (12) -sarx f4) raonths s h a l l be career 

service eraployees and s h a l l have their seniority date raade 

retroactive to the date of the i r original hiring. Probationary 

eraployees raay be disciplined or discharged as exclusively 

deterrained by the Eraployer and such Eraployer action s h a l l not be 

subject to the grievance procedures, provided that, (1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 
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the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Employer, within i t s discretion, rehires a former 

eraployee who did not coraplete his/her probationary period within 

one year frora the eraployee's terraination, and said former 

eraployee had served 90 days or raore of his/her probationary 

period, a l l tirae previously served in the probationary period 

s h a l l be counted for purposes of determining when the said 

eraployee completes his/her probationary period. A probationary 

employee who has served 90 days or more of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for employment in the same job t i t l e in the 

department from which he/she was l a i d off, so long as he/she 

does not refuse an offer of eraployraent, and does not suffer a 

break in service under Section 8.4 of thi s Agreeraent. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cumulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed si x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be returned 
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to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary eraployees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreeraent. Probationary eraployees s h a l l be corapensated at the 

sarae r a t e as career service eraployees. 

Section 8.6 F i l l i n g of Permanent Vacancies 

The Eraployer s h a l l deterraine i f there i s a perraanent 

vacancy t o be f i l l e d and at any tirae before said vacancy s h a l l 

be f i l l e d . 

The Employer w i l l post vacancy vacancies e l e c t r o n i c a l l y on 

the City of Chicago CAREERS website. A copy of the posting w i l l 

be provided to the Union at l e a s t 72 hours prior to the 

electronic posting. Said vacancies s h a l l be posted 

announcements for fourteen (14) days on the CAREERS WEBSITE. 

The posting s h a l l contain at l e a s t the following information: 

job t i t l e , q u a l i f i c a t i o n s , days off, s h i f t , hours, work 

location, i f known, and the rate of pay. The posting s h a l l also 

identify the number of positions to be f i l l e d . I f the nvimber to 

be f i l l e d changes, the Employer s h a l l promptly notify. Prior to 

the commencement of the selection process, the employer w i l l 

provide the Union with a l i s t of q u a l i f i e d bidders 

T % e — E r a p l o y e r — s h a l l — p o s t — v a c a n c i e s — f e r — f o u r t e e n — ( 1 4 )—days 

and—the—Union—shall—be—provided—a—copy—ef^—said—posting—ne—later 

t h a n — t h e — f i r s t — d a y of pooting. 

31 



.Qualified bargaining u n i t eraployees s h a l l be given an equal 

o p p o r t u n i t y t o b i d on equal rated jobs i n another departraent or 

h i r e r rated vacancies Citywide which are declared vacant by the 

Eraployer. The Employer s h a l l select the raost q u a l i f i e d 

a p p l i c a n t . I n raaking s e l e c t i o n s Bargaining Unit applicants s h a l l 

be given preference over non-bargaining u n i t applicants unless 

non-bargaining u n i t applicants have deraonstrably greater s k i l l 

and a b i l i t y t o perforra the work. Where bargaining u n i t 

a pplicants are r e l a t i v e l y equally q u a l i f i e d , the Eraployer s h a l l 

select the most senior employee of those applying. The Employer 

s h a l l deterraine whether eraployees are " r e l a t i v e l y equally 

q u a l i f i e d . " " S e n i o r i t y " s h a l l raean, f o r purposes of t h i s 

Section, the eraployee's continuous service i n the Bargaining 

Unit. 

Prior to notifying the successful bidder/applicant, 

the Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information summary, and hir i n g c r i t e r i a 

rating form. I f requested, the Employer w i l l furnisl) copies of 

such docoiments to the Union. Bidders who are not selected s h a l l 
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be so n o t i f i e s by the Depar-bnent Head and i n f o r m a t i o n of the 

reason f o r non-selection. ' 

The successful bidder f o r any jobs under t h i s Section s h a l l 

have an eval u a t i o n period, not to exceed s i x t y (60) days, t o 

deraonstrate t h a t he or she can perforra the job. I f the Employer 

has j u s t cause based upon the employee's job performance at any 

tirae during t h a t p eriod t h a t the successful bidder cannot 

perforra the job,- then the successful bidder s h a l l be returned t o 

the job he/she held j u s t p r i o r t o the awarding of the b i d , 

d i s p l a c i n g , i f necessary, any eraployee who has been placed i n t o 

said job. 

Section 8 .7 Transfer Within a Depar-bment 

Eraployees w i t h i n a department who desire a change i n s h i f t , 

day(s) o f f or l o c a t i o n of t h e i r job assignment s h a l l request 

such change i n w r i t i n g on a forra t o be provided by the Eraployer. 

Eraployees raay f i l e such requests i n Deceraber f o r the period 

beginning i n January and continuing through June of the 

f o l l o w i n g year and i n June f o r the period beginning i n July and 

continuing through Deceraber. Eraployees f i l l i n g raultiple 

requests and accepting a t r a n s f e r s h a l l only be allowed a s i n g l e 

t r a n s f e r i n the s i x (6) raonth period. 

Employees s h a l l receive a copy of a l l requests f i l e d w i t h 

r e c e i p t noted on the copy. A l i s t of such request from each 
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department s h a l l be provided t o the Union by January 30 and July 

30 of each year. 

When f i l l i n g a vacancy, the Employer s h a l l s e l e c t the most 

senior eraployee i n the job c l a s s i f i c a t i o n i n the departraent who 

has such a request on f i l e , provided the eraployee has the 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g a f t e r a reasonable araount of o r i e n t a t i o n . 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Eraployer s h a l l provide to eraployees and t h e i r 

e l i g i b l e dependents Group Health, Vision Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a raajority of 

other eraployees of the C i t y under the same terms and conditions 

applica b l e t o said other eraployees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost t o employees and t h e i r e l i g i b l e 

dependents. 

(b) Employees who participate in the Eraployer; raedical 

care plan or an HMO s h a l l raake the following contributions 

toward their health care coverage based on the applicable 

percentage of thei r base salary (not including overtime) limited 

by the salary cap: 

Single Employee +1 Family Salary Cap 

July 1, 2017 1.2921% 1.9854% 2.4765% $90,000 

July 1, 2018 1.7921% 2.4854% 2.9765% $100,000 
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Jan. 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

Jan. 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

2rhj erapioycc—raedical—contributions—are—based—en—a 

coraposite—1 . 6 %—e-f—base—salary—fer—single,—oraploycc—and 

one,—a-nd—faraily—levelo—ef^—coverage—a-s—specified below. 

For - exaraple, b h e — c o n t r i b u t i o n s a-t s e l e c t e d — s a l a r y 

l e v e l s per pay period are as—follows: 

ANNUAL 
O 7\ T 7\ p Y 

SINGLE 
-| n o o - ] 0 

EMPLOYEE 1 1 — 
1 cn n-jo 

FAMILY 
1 070^9-X . 3 Z 3 X G X . 3 1 y 1 G X . y 1 3 3 G 

rir^ -t-n ^ ' ^ f i onn 1 ^ SO 1 0 00 nn 
<^ 0 001 

X Z . 3 3 

-] O Q C 

X y . 3 3 

10 IS 
iL i., . 3 3 

"•A f'\ 
V ̂  U / U U X 

<^ AO 000 
X Z . O 3 

11 1 A 
X y . 1 3 

Of oo 
iLH . 3 3 

OO OA 
*! U / UUU 

<̂  R 0 nnn 
X 1 . X ^ 

Ol AO 

i., 3 . 3 3 

O O q 1 

^ ^ m \J -3. 

A l OR 
V O U/ UUU 

<^ao 000 
Z X . H i.. 

OC n n 

3 z . y X 

•3 n AO 
*1 ± . u o 
il 0 V O U UUU 

^70 noo 
Z 3 . 13 

o n n n 

3 y . y 

A f 01 S7 Al 
V ' ^ f UUU 

t o f) n 0 0 
£ y . J y 

OA o n 

^ 3 . 3 1 

S'^ f f 
V O U / U U U 
C; O O OOO 

3 ^ . i.. 1 

P SS 
- 3 i , . 3 3 

SO '~> A n o o n 

y 0 i7 , 1? 1? I? 

$90,000 1 
3 3 . 3 3 

38.60 
3 y . z *i 

59.30 
/ o • o _? 

—73.95 

Aii—contributions—shall—be—raade—en—a—pre-tax—basis—and—are-

payable on a per pay period basis. 

-(-2-) e f f e c t i v e July— h - ,—2006—erapioycc—raedical—contributiono 

ere—based—en—a—coorapooite—2.0%—ef^—base—salary f o r 

single, oraploycc and one, and faraily levels ei 

covorago a-s s p e c i f i e d bolow. Fer example, the 

c o n t r i b u t i o n s — a t — s e l e c t e d — s a l a r y l e v e l s — p e r pay poriod 

ere—ae—follows: 

ANNUAL SINGLE EMPLOYEE+1 ;—FAMILY 
SALARY 1. 2921% 1.9854% 2.^765% 
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Under $30,000 
*''n nm '^1 f 

-74 
1 COA 

-28 
o o 

$27.65 
con nf Cf ^ 3 , 3 3 X 

SAO 000 
Cf X 3 . 

CO-] 

-L ^ 

S A 
Cf iL H . 

COO n Q 
Cf 3 3 . y 3 

SAl 
y 4 , U CJ W 

'^SO 000 
Cf Z X . 

CO f 

3 4 

no 
Cf 3 3 . 

SAl 
3 y 

-5 f 

Cf *i X . Z o 

SSI SO 
Cf 3 3 , VJ U U 

SfO 000 
V .i. "O . 

coo 
y A. 

•5 0 

9 T J- . 

SAO 
3 3 . 

f A 

Cf 3 X . 3 y 

Sfl 01 
f 3 3 , 3 3 3 

SIO 000 
y o ̂  . 
'S'^1 fO 

Cf H y . 

SSI 
3 *5 

Ql 
Cf 3 X . y X 

cno oo 
V 1 3 , 3 3 3 

S80 oon 
Cf 3 1 . 

S A'^ 
3 y 

01 
Cf 3 1 . 

C f f 
y X 

1 o 
Cf 1 iL . Z 3 

COO CC 
s ^ 3 3 , 3 3 3 

SOO 000 
Cf t 3 . 

S A° 
\J t 

A R 
Cf 3 3 . 

Sl A 
X w 

A S 
Cf 3 Z . 3 3 

c n o 0 7 
Cf y 3 , 3 3 3 

$100,000 
V " o . 

$53. S4 
' f i t . ri 3 

^ 
Cf y iL . 0 1 

$103.1 

A l l contribu'tions s h a l l be made oh a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

subject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

subject t o an annual de d u c t i b l e of $75 per Employee "(one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject t o standard 

p r o v i s i o n s of insurance p o l i c i e s between Eraployers and insurance 

companies. 

(d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject to 

the grievance procedure provided f o r i n the Agreement between 

the Employer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) shal-l be raade a v a i l a b l e to q u a l i f i e d 

employees. The Employer raay o f f e r coverage under raore than one 

HMO. The employee's option of s e l e c t i n g an HMO i s subject to 
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conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement t o the contrary. r 

(f) Where both husband and wife or other faraily raembers 

e l i g i b l e under one faraily coverage are eraployed by the Eraployer, 

the Eraployer s h a l l pay f o r only one faraily insurance or faraily 

h ealth plan. 

(g) The current p r a c t i c e p e r m i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreeraent. 

(h) Consistent w i t h the terras of the Eraployer's e x i s t i n g 

Group Health Care Plan, and the app l i c a b l e r u l e s thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued medical coverage f o r a 

maxiraura of 12 weeks, subject to the terras of the Plan and any 

other appli c a b l e p r o v i s i o n s of t h i s Agreeraent. Eraployees who are 

rec e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued raedical coverage as provided under the terras of the 

Plan and i t s applic a b l e r u l e s . As a c o n d i t i o n of continued 

medical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees must make a l l i n d i v i d u a l medical 

c o n t r i b u t i o n s as req.uired under t h i s A r t i c l e and the terras of 

the Plan and i t s a p p l i c a b l e r u l e s . I n the event t h a t an 

eraployee loses coverage under the Plan, he or she w i l l be 

provided no t i c e thereof, the form of which raay include, but i s 
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not l i r a i t e d t o , a COBRA not i c e , a HIPAA n o t i c e , a w r i t t e n 

coramunication frora the Eraployer or i t s insurance c a r r i e r , or 

sorae other s i r a i l a r advisory. 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree to create maintain a J o i n t Labor Manageraent 

Cooperation Coraraittee ("LMCC") pursuant t o appl i c a b l e s t a t e and 

fed e r a l Law. The purpose of the LMCC i s to research and raake 

recommendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achievement of s i g n i f i c a n t and measurable savings i n the 

cost of eraployee h e a l t h care during the terra of t h i s Agreeraent. 

The Parties s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreeraent and Declaration of Trust ("Trust 

Agreeraent") contemporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 

of Chicago. Said Trust Agreement s h a l l be attached t o t h i s 

Agreement as Appendix C. 

Section 9.3 

The Trust Agreeraent s h a l l adcjress, without l i r a i t a t i o n , the 

fo l l o w i n g : 

(a) Forraation of a Coraraittee to govern the LMCC c o n s i s t i n g 

of up to twenty (20) Trustees, h a l f of the Trustees s h a l l be 
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appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointraent by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreeraent. 

(c) A u t h o r i t y of the LMCC t o raake recoraraendations and 

raodifieations i n the hea l t h plan expected t o r e s u l t i n savings 

and cost containment. 

(d) Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of thi s A r t i c l e , an "eraployee" s h a l l mean a 

City eraployee represented by signatory labor organizations of 

this Agreeraent. A "Coalition Union" raeans signatories to t h i s 

Agreeraent which have executed a c o l l e c t i v e bargaining agreement 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design changes 

that w i l l r e s u l t i n estimated savings of at l e a s t $3 millio n (as 

calculated with respect to the Coalition Unions bargaining 

units) by 2020. The parties w i l l work through the LMCC to 

identify changes that w i l l r e s u l t i n the required savings. I f , 

prior to January 1, 2020, the parties have not reached agreement 

upon the proposed changes, each party w i l l submit i t s offer of 

proposed changes and the amount proposed to be reduced. 
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including the methodology for estimating the value of the 

proposed changes, to a mutually agreed upon arbitrator, who w i l l 

be limited to selecting either the City's or Coalition Unions 

offer. The offer selected by the arbitrator w i l l be binding on 

the parties and on the LMCC. 

Section 9.6 

The City agrees to provide representatives from the 

Coalition Unions information, such as thie claims experience from 

the City r e t i r e e health plans, and other relevant 

data/information so that the Coalition Unions can explore the 

f e a s i b i l i t y of establishing t h e i r own r e t i r e e health plan 

separate and independent from the City's plans that could cover 

certain City r e t i r e e s i n the future. Such information to be 

provided w i l l include, but not be limited to, a census for the 

current non-Medicare r e t i r e e s including the birthdate, gender, 

coverage -tier (single, couple, family, e t c . ) , and zip code of 

residence, as well as the claims information and enrollment 

counts for the l a s t three (3) years. The Unions agree to execute 

any appropriate con f i d e n t i a l i t y agreements necessary for the 

release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the i n f oirmation supplied. 
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ARTICLE 10 
LEAVES OF ABSENCE 

Section 10.1 Bereavement Pay 

In the event of a death i n an eraployee's iraraediate f a r a i l y , 

such eraployee s h a l l be e n t i t l e d t o a leave of absence up t o a 

raaxiraura of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

eraployee s h a l l be e n t i t l e d t o a raaxiraum of f i v e consecutive 

days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such tirae as she/he i s 

required to be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed e i g h t hours per day) . Salaried 

eraployees s h a l l receive the leave of absence without a d d i t i o n a l 

corapensation. 

The employee's iraraediate faraily s h a l l be defined as: 

raother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-la'w, s i s t e r - i n -

law, b r o t h e r - i n - l a w , grandparents, grandchildren, court 

appointed l e g a l guardian, and a person f o r whom the employee i s 

a court-appointed l e g a l guardian. The Eraployer raay, at i t s 

option, require the eraployee t o subra.it s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

eraployee. 
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Section 10.2 Milit a r y Leave 

Any eraployee who i s a raeraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g prograra or perforra, other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not to exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the eraployee 

deposits his/her railitary pay f o r a l l days corapensated by the 

Eraployer w i t h the C i t y Coraptroller. Any eraployee who i s a 

member 'of the National Guard of the United States or of the 

State of I l l i n o i s and who i s ordered by the appropriate 

a u t h o r i t i e s to attend a t r a i n i n g program or perform other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed f i f t e e n (15) calendar 

days i n any calendar year, provided t h a t the eraployee deposits 

his/her m i l i t a r y pay f o r a l l days compensated by the Employer 

with the C i t y Coraptroller. Any r e s e r v i s t c a l l e d f o r a c t i v e duty 

on or a f t e r Septeraber 11, 2001, s h a l l be e n t i t l e d t o f u l l s alary 

and . raedical b e n e f i t s , provided t h a t paid leave s h a l l be 

conditioned upon payraent of railitary pay t o the Coraptroller. The 

r i g h t t o t h i s a d d i t i o n a l paid leave s h a l l autoraatically 

terrainate upon t e r m i n a t i o n of a c t i v e duty. 

Said paici leaves of absence s h a l l not reduce the employee's 

vacation or other leave b e n e f i t s . 



Section 10.3 Jury Duty Leave/Soabpoena 

An eraployee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the eraployee i s a p a r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the terra of 

such absence, provided t h a t the eraployee deposits h i s j u r y duty 

pay w i t h the C i t y Coraptroller. 

Section 10.4 Sick Leave 

Salaried—craployceo—whe—are—granted—paid—sick—leave—en—the 

execution—ef—thio—Agroeraont—shall—continue—t-e—receive—the—oarae 

oick—leave—provisions—during—bhe—terra of—this—Agreeraent,—se—long 

a - B — h e / o h o — c o n t i n u e s — b e — w o r k — u n d e r — a — c l a o o i f i c a t i o n — t h a t — w a s 

receiving—sick—leave—a-t—bhe—execution—ef^—thio—Agreeraent. Thio 

p r o v i s i o n — w i l l — n e t — a f f e c t — a n y — a c c u r a u l a t e d — s i c k — l e a v e — c r a p l o y e e o 

may—have—a-t—bhe—execution—ef^—this—Agroeraont. An—craployoc—shall 

have—the—option to—uee—up—t-e—six—days—ef^—sick—leave—per—year—fer^ 

the i l l n e s s of an iraraediate—faraily raeraber. 

Notwithotanding—bhe—foregoing, E e f f e c t i v e January 1, 1998 

and thereafter, said s a l a r i e d eraployees who receive paid sick 

tirae s h a l l accrue sick tirae at the rate of one (1) day for each 

raonth of eraployraent. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 

blood, step or half) , son or daughter (including blood, step or 
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adopted), f a t h e r - i n - l a w , mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic p a r t n e r or 

the domestic partner's mother, f a t h e r , son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic p a r t n e r i s r e g i s t e r e d w i t h the Department of 

Hoiman Resources. I n the event an eraployee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

Ac t , i - s — h o s p i t a l i z e d , upon request of the eraployee, the Eraployer 

w i l l raake a v a i l a b l e t o said eraployee up t o the f u l l araount of 

s i c k tirae the eraployee would have accrued f o r the reraainder of 

t h a t calendar year as i f he/she were a c t i v e l y eraployed, i n order 

to cover the absence r e s u l t i n g frora the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n and—rocovory. Upon his/her r e t u r n t o 

work, the eraployee w i l l begin t o accrue s i c k tirae w i t h the s t a r t 

of the next calendar year. The Eraployer reserves the r i g h t t o 

require an eraployee t o provide docuraentation of the i l l n e s s i n 

question. 

Section 10.5 Duty D i s a b i l i t y Leave 

"Any eraployee who i s absent frora work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

raail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payraent f o r e l i g i b l e employees w i l l be 

made twice a raonth. I f . duty d i s a b i l i t y i s denied, and such 

denial i s l a t e r reversed, the- eraployee s h a l l be paid up t o date 

the amount the employee was e l i g i b l e to receive. Eraployees who 
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r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r former job 

c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the employee's former job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the employee would have 

been l a i d o f f i f the eraployee had not been on a leave of 

absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h the subject t o the l a y o f f , r e c a l l and break-in-

service p r ovisions of t h i s Agreeraent. 

The Employer w i l l raail the i n i t i a l Duty D i s a b i l i t y payraent 

w i t h i n fourteen (14) days of the Employer's designated medical 

o f f i c e r being advised by the eraployee or h i s physician of the 

occurrence of a j o b - r e l a t e d i n j u r y , provided t h a t there i s no 

dispute as t o the eraployee's enti t l e r a e n t t o Duty D i s a b i l i t y . 

Section 10.6 Personal Leave 

Non-probationary eraployees raay apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accumulate f o r eraployees on said leaves. 

Eraployees who r e t u r n frora said leave s h a l l be r e i n s t a t e d t o 

t h e i r forraer job c l a s s i f i c a t i o n , i f the Eraployer deterraines i t 

i s vacant or i f i t i s then occupied by an eraployee w i t h lower 

s e n i o r i t y . I f the eraployee's former job i s not a v a i l a b l e 

because the eraployee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the eraployee raay exercise 

s e n i c r i t y .rights i n accordance w i t h and subject tp the l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreeraent. 
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Bargaining u n i t employees who have completed t h e i r f i r s t 12 

raonths of eraployraent and who have worked 1,250 hours i n the 

preceding 12 raonth period s h a l l t h e r e a f t e r be e n t i t l e d t o faraily 

and raedical leave f o r a period of up t o twelve (12) work.-.weeks 

during any twelve (12) raonth period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an eraployee's c h i l d and to care f o r 
the newborn c h i l d ; 

(2) f o r the placeraent w i t h the eraployee of a c h i l d f o r 
adoption or f o s t e r care; • 

(3) t o care f o r the eraployee's spouse, c h i l d or parent 
w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious h e a l t h c o n d i t i o n a f f e c t i n g the 
eraployee. 

Such leave s h a l l be without pay unless the employee 

determines t o s u b s t i t u t e accrued paid leave f o r which the 

employee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the employee's health care coverage s h a l l be maintained 

and paid f o r by the eraployer, as i f the eraployee was working and 

s e n i o r i t y s h a l l accrue. 

Any eraployee d e s i r i n g to take leave under t h i s Section 

s h a l l provide- reasonable advance not i c e to the eraployer on a 

form provided by the employer, which form s h a l l be approved by 

the Union. Reasonable advance not i c e s h a l l be no less than ten 

(10) days; and -where advance n o t i c e cannot be provided, the 

employee s h a l l provide n o t i c e w i t h i n 48 hours a f t e r the employee 
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i s able to do so. Failure to provide the notice provided for in 

thi s Section s h a l l not affect the v a l i d i t y of the leave where 

the eraployer has actual notice. Except as raay be s p e c i f i c a l l y 

stated in th i s Agreeraent, eraployees s h a l l take leave provided 

for as perraitted by the provisions of the Faraily Medical Leave 

Act, including i t s rules and regulations. Eraployees s h a l l have 

a right to return to their regular assignraent and location. 

Section 10.7 Medical Leave 

Non-probationary employees s h a l l be granted raedical leaves 

of absence upon request. Said raedical leaves of absence s h a l l 

be granted f o r up t o 3 raonths, provided said leaves s h a l l be 

renewable f o r l i k e 3-raonth periods. The Eraployer raay request 

s a t i s f a c t o r y proof of raedical leaves of absence. A f t e r the' 

f i r s t year, such raedical leaves s h a l l be extended i n up t o one-

year segraents. Eraployees on medical leaves of absence s h a l l 

r e t u r n t o work promptly a f t e r t h e i r doctor releases thera t o 

r e t u r n t o work. 

Eraployees who r e t u r n frora said raedical leaves of absence 

proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d t o t h e i r forraer job c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s , then occupied by an eraployee of lower s e n i o r i t y . In 

a d d i t i o n , the Eraployer w i l l ret.urn an employee to the sarae 

geographic l o c a t i o n of his or her previous job assignment f o r a 

period of up t o one year a f t e r the s t a r t of the leave. I f the 

eraployee's forraer job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the emiployee had not been on a leave 
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of absence, the eraployee raay exercise s e n i o r i t y r i g h t s 'in 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in-

service provisions i n t h i s Agreeraent. 

A f t e r one year on an approved raedical leave of absence, 

employees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 

release and who raeet the f o l l o w i n g ' continuous service 

requirements s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g formula: three (3) months of such reinstatement 

r i g h t s f o r every year of service to a maxiraura of f i v e (5) years 

reinstatement r i g h t s . 

An employee who does not raeet the above e l i g i b i l i t y 

requireraents and who returns t o work proraptly a f t e r his/her 

doctor's release a f t e r raore than one year on a raedical leave of 

absence, s h a l l .be returned to his/her former job c l a s s i f i c a t i o n 

i f .the job i s vacant. I f not, the employee w i l l be placed on a 

l i s t f o r reinstateraent. 

S e n i o r i t y s h a l l accumulate f o r eraployees on raedical leaves 

of absence f o r only up t o one year. A f t e r one year, an eraployee 

on a raedical leave 'of absence s h a l l r e t a i n , but not accuraulate, 

s e n i o r i t y . 

Section 10.8 Union Leave 

The Eraployer s h a l l grant request f o r leaves ĉ f absence f o r 

up t o 2 eraployees f o r the purpose of service as a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

duration of his/her appointment to the Union, provided 
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reasonabie advance n o t i c e i n w r i t i n g i s given t o the employer. 

While on such leave t o employee s h a l l not incur a break i n 

continuous service. An eraployee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an eraployee. 

Eraployees who r e t u r n frora Union leaves of absence s h a l l 

have the sarae r i g h t s as eraployees who r e t u r n frora raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during t h e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

An employee wishing to take paid parental leave must apply 

and be e l i g i b l e for Family Medical Leave Act (FMLA) leave. An 

employee i s e l i g i b l e for FMLA leave i f he or she has been 

employed by the City for at l e a s t twelve (12) months before 

taking the leave and has worked at l e a s t 1250 hours during the 

12-month period prior to the leave. E l i g i b l e employees may be 

granted the following paid parental leaves, i n conjunction with 

and as part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h 

mother to recover from a non-surgical delivery; or 
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• Up to s i x (6) weeks paid maternity leave to a b i r t h 

mother to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h 

of a c h i l d or children by an employee spouse or 

domestic partner of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the 

adoption of a c h i l d or children by an employee or the 

spouse or domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

time-off, such as vacation and/or sick time, to achieve the 

maximoim amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of t h i s agreement, 

paid parental leave s h a l l be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 



ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 Disciplinary Action 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g discharge, s h a l l be 

excluded frora t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

appl i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or raore raay be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases' which are converted frora a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r becorae a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An employee who i s subject t o d i s c i p l i n a r y a c t i o n 

f o r any irapropriety or cause has the r i g h t to ask f o r and 

receive a Union r e p r e s e n t a t i v e t o be present at any 

i n t e r r o g a t i o n s or hearings p r i o r t o being questioned. The 

i n t e r r o g a t i o n s h a l l take place at reasonable tiraes and places 

and s h a l l not coraraence u n t i l the Union represent'ative a r r i v e s , 

provided t h a t the Eraployer does not have to wait an unreasonable 

tirae and the Eraployer does not have t o have the i n t e r r o g a t i o n 

unduly delayed. An eraployee raay be discharged f o r j u s t cause 

before the Personnel or Police Board hearings, provided t h a t 

said employee s h a l l be guaranteed, upon a request, a f u l l 
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hearing before said Board i n accordance w i t h the said Board's 

r u l e s . I t i s f u r t h e r provided t h a t i n the event of non-

egregious offenses, not t o include v i o l e n t ,acts, c r i r a i n a l acts, 

d r i n k i n g alcohol or t a k i n g i l l e g a l drugs on the job, 

ins u b o r d i n a t i o n or work stoppages, the eraployee w i l l be given 30 

days advance noti c e of discharge, and has seven (7) days frora 

r e c e i p t of the notice t o appeal. I f the eraployee does not f i l e 

an appeal w i t h i n the seven (7) day period, the Eraployer raay then 

reraove the eraployee frora the p a y r o l l . I f the eraployee appeals 

the discharge, the Personnel Board s h a l l be requested t o set a 

hearing date w i t h i n the 30 day n o t i c e period and the eraployee 

s h a l l reraain on the p a y r o l l f o r the f u l l n o t i c e period, exce.pt 

i f p r i o r to completion of the 30 day n o t i c e period, (1) the 

Hearing O f f i c e r a f f i r r a s the discharge; or (2) the eraployee 

continues the discharge hearing; or (3) the eraployee withdraws 

his appeal or otherwise engages i n conduct which delays the 

corapletion of the hearing. However, i n no event raany the 

eraployee re q u i r e the Employer t o r e t a i n the employee on the 

p a y r o l l beyond the 30 day period. The Union s h a l l have the 

r i g h t to have i t s representatives present at e i t h e r of the 

Board(s) or the grievance procedure, i n c l u d i n g a r b i t r a t i o n and 

to a c t i v e l y p a r t i c i p a t e . 

(c) The Eraployer w i t h i n i t s d i s c r e t i o n raay deterraine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

repriraand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the employee's p r i o r record. Such d i s c i p l i n e s h a l l 
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be administered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable o p p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a raeeting w i t h the Union and eraployee. The Eraployer i s 

not o b l i g a t e d to raeet w i t h the eraployee and Union p r i o r t o 

t a k i n g d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable or 

i n eraergency s i t u a t i o n s . 

Deraotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be p a r t of an eraployee's d i s c i p l i n e . 

I n cases of o r a l warnings, -the supervisor s h a l l inforra the 

employee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

eraployee's iraraediate supervisor s h a l l raeet w i t h the eraployee and 

n o t i f y hira/her of the accus.ations against the employee and give 

the employee an o p p o r t u n i t y -to answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the eraployee the naraes 

of witnesses, i f any, and raake a v a i l a b l e copies of p e r t i n e n t 

docuraents the eraployee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Eraployer's f a i l u r e t o 

s a t i s f y Section 11.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

reversal of the Eraployer's d i s c i p l i n a r y a c t i o n or cause the 

Eraployer t o pay back pay t o the eraployee. I n the event 

d i s c i p l i n a r y a c t i o n i s taken, the eraployee and the Union s h a l l 

be given, i n w r i t i n g , a stateraent of the reasons t h e r e f o r e . The 

eraployee s h a l l i n i t i a l a copy, no t i n g r e c e i p t only, which s h a l l 

be placed i n the eraployee's f i l e . The eraployee shall'^ have the 

r i g h t to raake a response i n w r i t i n g which s h a l l become part of 

the eraployee's f i l e . 
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Any record of d i s c i p l i n e may be r e t a i n e d f o r a period of 

time not to exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at l e a s t two s u b s t a n t i a l l y s i r a i l a r offenses during 

said 18-raonth period. I f an eraployee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the eraployee, the Eraployer s h a l l not 

use said record of the d i s c i p l i n e a c t i o n against the eraployee, 

or i n the case of proraotions or t r a n s f e r s . 

I n any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Manageraent, the Eraployer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 30 

calendar days of the eraployer being raade aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the term 

"non-egregious offense" s h a l l not include i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the eraployee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be nul.l and void. 

I n the event t h a t a discharged employee appeals an adverse 

decision of tho Personnel or Police Board to the C i r c u i t Court 

of Cook County, ĉ r t h e r e a f t e r t o the Appellate Court of 
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I l l i n o i s , and the decision of the Personnel or Police board i s 

reversed or reraanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the eraployee's reasonable attorney's fees 

which he or she has i n c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d , before the Personnel or 

Police Board. The employee s h a l l submit a post-appeal fee 

p e t i t i o n t o the Eraployer, which s h a l l be supported by f u l l 

docuraentation of the work perforraed, the hours expended, and the 

rates paid by the eraployee. Should the p a r t i e s be unable t o 

agree on the proper araount of the fees t o be paid t o the 

eraployee, e i t h e r p a r t y raay r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r o v i s i o n s of t h i s agreement. 

Section 11.2 Procedure for Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1 Within f i v e (5) working days a f t e r an eraployee 

receives w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y a c t i o n , 

i n c l u d i n g a suspension f o r ten (10) days or less which i s not 

appealable t o the Personnel or Police Board, or i n the case of 

suspensions of 11 or raore days which raay be appealed t o 

a r b i t r a t i o n i n l i e u of the Police or Personnel Board upon the 

w r i t t e n request of the Union, the Eraployer s h a l l conduct a 

raeeting w i t h the Union and employee. 

Step 2 Within thr e e ' (3) working days or any rautually agreed 

upon extension a f t e r the departraent head or designee receives 

the eraployee's request f o r review, the departraent head or 

designee s h a l l conduct a raeeting to review the suspension. 
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F a i l u r e to conduct said raeeting i n three (3) days w i l l r e s u l t 

i n autoraatic . advanceraent to Step 3 and the Union s h a l l so 

n o t i f y the Eraployer. At the raeeting, the Departraent w i l l give 

the basis f o r i t s a c t i o n and the employee and union 

representative, i f any, w i l l be heard and provided the 

opportunity to ask questions. The department head or designee 

s h a l l render a w r i t t e n decision w i t h i n two (2) working days of 

the meeting, except where both p a r t i e s agree a f u r t h e r 

i n v e s t i g a t i o n i s required. The absence of such agreeraent or 

f a i l u r e t o decide and communicate such decision w i l l r e s u l t i n 

automatic advancement t o Step 4 and the Union s h a l l so n o t i f y 

the Employer. A copy of such deci s i o n s h a l l be sent 'to the 

eraployee and the Union. 

Step 3 Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held between the departraent head or designee 

and the eraployee and the Union representative t o discuss the 

r e s u l t s of the i n v e s t i g a t i o n . Said meeting s h a l l be conducted 

w i t h i n f i v e (5) working days of the close of the Step 2 

meeting, unless otherwise agreed by the p a r t i e s . The 

department head or designee s h a l l render a w r i t t e n decision 

w i t h i n two (2) working days of the second raeeting. A copy of 

such decision s h a l l be sent t o the eraployee and the Union. I f 

the p a r t i e s f a i l t o raeet w i t h i n f i v e ' (5) working days or a 

w r i t t e n decision i s not subraitted w i t h i n two (2) working days, 

the appeal s h a l l a u t o m a t i c a l l y proceed t o Step 4 and the Union 

s h a l l so n o t i f y the Employer. Except where. otherwise 

in d i c a t e d , the tirae l i m i t s set f o r t h herein are t o encourage 
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the prompt reviews of said d i s c i p l i n a r y a c t i o n and f a i l u r e t o 

coraply w i t h these time l i r a i t s w i l l not a f f e c t the v a l i d i t y of 

the said d i s c i p l i n a r y a c t i o n . This procedure s h a l l be the 

exclusive .reraedy f o r a l l d i s c i p l i n a r y a c t i o n , i n c l u d i n g 

suspension f o r 10 days or less, or f o r suspensions of 11 days 

through 30 days which raay be appealed t o a r b i t r a t i o n i n l i e u 

of the Personnel or Police Board upon the w r i t t e n request of 

the Union. 

Step 4 I f the matter i s not settled in Steps 2 or 3, the 

Union raay submit the raatter to arbitration under the terras of 

this Agreeraent. The rules governing procedure for arbitration 

s h a l l be the sarae as in 11.3 Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Eraployer and th'e Union or any of 

the eraployees of the Eraployer i t represents, a r i s i n g out of the 

circurastances or' conditions of eraployraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 

There s h a l l be no i n t e r r u p t i o n of the operation of t h e 

Eraployer. I t i s agreed t h a t the tirae l i r a i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or matter not i n 

compliance there w i t h s h a l l be considered the subject of a 

grievance unless said time l i r a i t a t i o n s are extended by' w r i t t e n 

agreeraent of both p a r t i e s to t h i s Agreeraent. 
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F a i l u r e of the Eraployer t o answer a grievance w i t h i n the 

tirae l i r a i t s herein s h a l l perrait the Union t o advance the case t o 

the next step. The Union w i l l be inforraed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e t o the Departraent Head n o t i f y i n g 

hira/her of advancement to the next Step. 

Before a forraal grievance i s i n i t i a t e d , the eraployee raay 

discuss the raatter with his/her immediate supervisor. I f the 

problem i s not resolved in discussion, the following procedure 

s h a l l be used to adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR 

A. The employee or the Union s h a l l put .the grievance i n 

w r i t i n g on the form t o be supplied by the Employer 

upon request, but i n the absence of such a forra, 

eraployee or the Union raay subrait the grievance i n 

l e t t e r forra, w i t h i n twelve working days of e i t h e r the 

eraployee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The eraployee or 

the Union w i l l i n d i c a t e what Section and part of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

remedy, and submit the grievance t o the eraployee's 

iraraediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance more than 
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twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t sarae 

issue w i t h the Eraployer. 

B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the union i n w r i t i n g of the dec i s i o n . 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the eraployee s h a l l have the 

r i g h t t o raake an appeal i n w r i t i n g t o the Departraent 

Head or the Departraent Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , " by the 

iraraediate supervisor. The narae of the Departraent 

Head's designee s h a l l be posted f o r eraployees i n areas 

where employee notices are norraally posted and 

subraitted t o the Union. F a i l u r e t o post and so n o t i f y 

the union w i l l perrait iraraediate advanceraent t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of noti c e of f a i l u r e t o post.. 

B. The Departraent Head or the Department Head's 'designee 

s h a l l raeet w i t h the Union's rep r e s e n t a t i v e at l e a s t 

once each raonth t o discuss a l l pending grievances t h a t 

have been advanced bo Step I I . The .purpose of the 
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step I I raeeting w i l l be f o r the Departraent and the 

Union t o share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect t o each grievance 

pending at Step I I , and attempt t o amicably resolve as 

many grievances as possible. The Departraent Head or 

the Departraent Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I raeeting. No grievances w i l l be discussed at 

raore than one Step I I meeting, unless the C i t y and the 

Union mutually agree t h a t f u r t h e r raeeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the C i t y and 

the Union frora t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Departraent Head or the Departraent Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 

copy to the Union of his/her decision w i t h i n seven (7) 

working days of the corapletion of the Step I I meeting. 

The response to the grievance s h a l l s t a t e the 

Department's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f stateraent of the f a c t s and 

reason(s) supporting t h a t p o s i t i o n . 
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D. Any settlement at Step I or I I s h a l l be binding upon 

the Eraployer, Union and the aggrieved eraployee or 

eraployees.' Grievances craay be withdrawn without 

prejudice at any step of the grievance procedure i f 

rautually agreed. 

E. I f the grievance i s not s e t t l e d at the second step, 

the Union or the Eraployer may request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Employer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s raore than one 

eraployee, i t raay be presented by a s i n g l e selected 

employee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of eraployees 

s h a l l be raade a p p l i c a b l e t o a l l of the a f f e c t e d 

eraployees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , eraployees are 

o b l i g a t e d to f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

eraployee t h a t i t could cause death or serious p h y s i c a l 

harra. The Eraployer agrees t h a t by f o l l o w i n g 
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instructions or orders the eraployee does not waive 

his/her right to process the grievance. Refusal to 

follow instructions or orders s h a l l be cause for 

di s c i p l i n e . 

Step I I I - ARBITRATION 

I f the matter i s not s e t t l e d i n Step I I the Union or the 

Eraployer, but not an i n d i v i d u a l employee or employees, may 

submit the dispute to a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e to the designated r e p r e s e n t a t i v e from the 

Eraployer's operating departraent, w i t h copies of the request to 

the designated law departraent r e p r e s e n t a t i v e and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s rautually raay 

agree, the Union s h a l l have the r i g h t to convene a raeeting w i t h 

the Eraployer's designated representative i n an attempt t o 

resolve the grievance p r i o r to any f u r t h e r a c t i o n being taken t o 

advance the matter to a r b i t r a t i o n . At such meeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the matter i n dispute 

and the r e l i e f requested. The Eraployer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect to the grievance. In the 
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event the p a r t i e s are unable at such raeeting to resolve the 

grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Either p a r t y may subrait the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request t o a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the r u l e s of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Eraployer and Union frora rautually agreeing•to the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s submitted raust agree as a whole t o 

coraraenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s raust 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side to agree t o an extension of time s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r to s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Eraployer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

require the production of p e r t i n e n t docuraents at the request of 

e i t h e r party. Each pa r t y s h a l l be responsible f o r compensating 

i t s own representative and witnesses. The cost of a t r a n s c r i p t 
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s h a l l be borne by the party requesting the r e p o r t e r unless the 

p a r t i e s agree t o share such costs. 

An arbitrable matter must involve the meaning and 

application or interpretation of a s p e c i f i c provision of t h i s 

Agreeraent or a docuraent incorporated by reference thereto. The 

provisions of th i s Agreeraent and any other docuraent incorporated 

by reference " in th i s agreeraent s h a l l be the sole source of any 

rights which either party raay assert in arbitration. Questions 

of a r b i t r a b i l i t y s h a l l be decided by the arbitrator. The 

arbitrator s h a l l have no power to araend, add to, subtract from, 

or change the terras of th i s Agreeraent, and s h a l l be authorized 

only to interpret the existing provisions of t h i s Agreeraent and 

apply them to the s p e c i f i c facts of the grievance or dispute. 

The decision of the arbitrator s h a l l be based wholly on the 

evidence and arguments presented to hira by the parties in the 

presence of each other. No arbitration hearing s h a l l be held 

unless both parties are present. The decision of the arbitrator 

"shall be f i n a l and binding on a l l parties to the dispute, 

including the employee or employees involved.'- Where timeliness 

i s in dispute, i t s h a l l be decided by the arbitrator. 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a preli m i n a r y , step of the grievance procedure or 

which would becorae m.oot due to the length of tirae necessary t o 
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exhaust the grievance steps, or which the Union believes which 

would be resolved raore expeditiously, raay be f i l e d at the option 

of the grievant/union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union raay request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

frora the Eraployer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conforraance w i t h a p p l i c a b l e 

laws and rul e s issued pursuant t h e r e t o governing the 

disseraination of such m a t e r i a l s . 

A Union rep r e s e n t a t i v e , a g r i e v a n t , and Union steward w i l l 

be perraitted a reasonable araount of tirae without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Departraent, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r permission t o handle grievances on work time, i t 

being understood th a t the operation of the Department takes 

precedence unless there i s an eraergency, but such perraission 

s h a l l not be, denied unreasonably. A reasonable nuraber of 

employees may attend the meeting without loss of pay; such 

meetings s h a l l be set by mutual agreeraent by the Employer and 
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the Union. Where the Eraployer d i r e c t s an eraployee t o re p o r t f o r 

a raeeting concerning a ^grievance at a tirae when the employee i s 

not scheduled to work such time s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Eraployer, upon request of 

the Uni.on representative, s h a l l provide the use of a roora and 

telephone, t o discuss the grievance, subject t o the Eraployer's 

reasonable rules f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Employer and the Union may rautually agree t o subrait any 

grievance to expedited a r b i t r a t i o n . Pursuant to expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l rautually s e l e c t an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o submit- the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing briefs.^ Pursuant t o the p a r t i e s ' agreeraent, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' ~ s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative frora the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y . 
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or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per raonth f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

. Suppleraenting a l l r i g h t s and processes due eraployees 

covered by t h i s Agreeraent who raay be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g raanner: 

A. The i n t e r v i e w of the eraployee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the employee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 
r 

take place at the eraployee's l o c a t i o n of assignraent, 

norraal departraent l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r to an i n t e r v i e w , the eraployee under 

i n v e s t i g a t i o n s h a l l be inforraed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a forraal stateraent i s being taken, 

a l l questions d i r e c t e d to the eraployee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 
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D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s p ermitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be informed of the nature of the matters t o be 

discussed. 

F. An eraployee under i n v e s t i g a t i o n ' s h a l l not be 

threatened w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent t o 

provide inforraation r e l a t i n g t o the raatter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the eraployee's a d m i n i s t r a t i v e r i g h t s , or 

the imp o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An eraployee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

stateraent the employee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recomraendation f o r d i s c i p l i n e i s probable against the 

eraployee, said employee w i l l be given tho s t a t u t o r y 

a d m i n i s t r a t i v e proceedings r i g h t s p r i o r • t o the 

ccjmmencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s that c r i r a i n a l prosecution raay be probable 
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against said eraployee, the p r o v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

afforded his c o n s t i t u t i o n a l ' r i g h t s concerning s e l f -

i n c r i r a i n a t i o n p r i o r t o the coraraenceraent of the 

i n t e r v i e w . An eraployee w i l l not be read his/her 

a d r a i n i s t r a t i v e and Miranda r i g h t s during the sarae 

i n t e r v i e w . 

I . At the request.of the eraployee under i n v e s t i g a t i o n , an 

eraployee who raay be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The eraployee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union r e p r e s e n t a t i o n 

before coraraenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e p r e s e n t a t i o n 

can be obtained, provided the suspension i s not f o r an 

unreasonable tirae and the Eraployer does not have the 

i n t e r v i e w unduly delayed. 

J. The Eraployer s h a l l not corapel an eraployee under 

i n v e s t i g a t i o n t o speak or t e s t i f y before, or t o be 

questioned by, any non-governraental agency r e l a t i n g t o 

any raatter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph exaraination s h a l l not be 

used against an eraployee i n any forura adverse t o the 

employee's i n t e r e s t s . The Employer w i l l not r e q u i r e a 
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polygraph exaraination i f i t i s i l l e g a l t o do so. I f 

an eraployee i s asked t o take a polygraph exaraination, ' 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d m i n i s t r a t i o n of the examination.. The r e s u l t s of 

any polygraph exaraination s h a l l be known t o the 

eraployee w i t h i n one week. 

L. This Section s h a l l not apply t o eraployee witnesses. 

M. The i d e n t i t y of an employee under i n v e s t i g a t i o n s h a l l 

not be made a v a i l a b l e t o the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the eraployee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an eraployee, i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the raedia of the charges 

against the employee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e t o the media where the employee requests i t . 

N. In the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

sarae forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. If . no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 
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concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any • evidence or in f o r m a t i o n i n c l u d i n g eraployee 

statements t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the .Employer f o r any d i s c i p l i n a r y 

a c t i o n against the eraployee, or i n the case of 

proraotions or t r a n s f e r s . 

(2) (a) Notwithstanding the p r o v i s i o n s of paragraph N 

above, at the option of the Union, a claira t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section may be rais e d i n a suppression hearing before a 

member of the perraanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union raay exercise t h i s o p t i o n by 

n o t i f y i n g the 'eraployee's Departraent Head and the 

Employer's Law Departraent i n w r i t i n g not l a t e r than ten 

(TO) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreement. The appeal 

s h a l l s p e c ify the p a r t i c u l a r c o n t r a c t p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l summary of 

the conduct alleged to have v i o l a t e d the Agreement. I t 
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i s understood that by ex e r c i s i n g t h i s o p t i o n , any and 

a l l tirae l i m i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s w i l l 

s e lect i n order of r o t a t i o n one of the three permanent 

hearing panel merabers who are chosen as f o l l o w s . To be 

el i g i b l e . , f o r service on t h i s panel, raembers raust be 

v j i l l i n g , . t o convene a suppression hearing w i t h i n t h i r t y 

(30) days of r e c e i v i n g n o t i c e of h i s or her s e l e c t i o n . 

To select the i n i t i a l panel, or should any meraber of 

the panel resign or b,e reraoved upon rautual agreeraent of 

the p a r t i e s ' during the l i f e of t h i s Agreeraent, the 

p a r t i e s w i l l raeet t o reach agreement on new panel 

meraber who must be an a r b i t r a t o r l i s t e d w i t h the 

Federal Mediation and C o n c i l i a t i o n Service. I f no 

agreement can be reached, the Employer w i l l request a 

panel of seven (7) a r b i t r a t o r s from FMCS, a l l of whom 

must be merabers of the National Acaderay of A r b i t r a t o r s . 

Thereafter, the p a r t i e s w i l l raeet t o s t r i k e naraes frora 

the l i s t , w i t h the Eraployer s t r i k i n g f i r s t , u n t i l one 

narae reraains, which person s h a l l be naraed to the panel. 
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2 (c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the panel 

raeraber, or at such other tirae as the p a r t i e s raay 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l be 

l i r a i t e d t o deterraining i f t.he Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the raerits of any underlying d i s c i p l i n e or take 

any other a c t i o n beyond t h a t s p e c i f i c a l l y set f o r t h i n 

t h i s subparagraph. 

2(d) The panel raeraber s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

eraployee i n question. 

Notwithstanding any other p r o v i s i o n i n ..this Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the eraployee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

employee has been incarcerated f o r more than 72 hours. 
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ARTICLE 12 
NO STRIKES-NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees t h a t during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , , but not l i r a i t e d t o , 

syrapathy s t r i k e s and s t r i k e s t o p r o t e c t union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kind. 

Section 12.2 Union Ef f o r t s 

The Union agrees th a t i t w i l l use i t s best e f f o r t s t o 

prevent any acts forbidden i n t h i s A r t i c l e and t h a t i n the event 

any such acts take place or are engaged i n by any eraployee or 

group of eraployees i n the Union's bargaining u n i t , the Union 

f u r t h e r agrees i t w i l l use i t s best e f f o r t s to cause an 

iraraediate cessation thereof. I f the Union iraraediately takes a l l 

necessary steps i n good f a i t h t o end any stoppages, s t r i k e s , 

p i c k e t i n g , i n t e n t i o n a l slowdown or suspension of work, 

i n c l u d i n g : (a) p u b l i c l y d i s c l a i r a i n g such a c t i o n as not c a l l e d or 

sanctioned by the Union, and (b) posting notices i n conspicuous 

places which n o t i f y involved eraployees t h a t the a c t i o n was not 

c a l l e d or sanctioned by the Union, i n a d d i t i o n to i n s t r u c t i n g 

employees to immediately cease such a c t i v i t y , the Employer 

agrees t h a t i t w i l l not b r i n g a c t i o n against the Union . t o 

e s t a b l i s h r e s p o n s i b i l i t y f o r such unauthorized conduct. 
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Section 12.3 Discipline 

The Employer raay terrainate the eraployraent of or otherwise 

d i s c i p l i n e any employee or employees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 No Lockout 

The Eraployer w i l l not lock out bargaining u n i t eraployees 

during the terra of t h i s Agreeraent. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 

Section 13.1 Indemnification/Authorization 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

frora the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an amount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a semi-monthly basis t o the Union. 

A u t h o r i z a t i o n f o r such- deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreeraent. The Union s h a l l inderanify, defend and hold the 

Eraployer harraless against any and a l l clairas, demands, s u i t s or 

other forras of l i a b i l i t y , i n c l u d i n g daraages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

ac t i o n taken or not taken by the Employer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any such p r o v i s i o n s or i n r e l i a n c e 
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upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union to the Employer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

Section 13.2 F a i r Share 

I t i s further agreed that 30 days after the l a t e r of the 

execution of the Agreeraent or the eraployee's date of hire, the 

Eraployer s h a l l deduct frora the earnings of eraployees who are not 

members of the Union, a monthly amount as c e r t i f i e d by the Union 

and s h a l l remit such deductions to the Union at the sarae tirae 

that the dues check-off i s reraitted. I t i s understood that the 

araount of deductions frora said non-raeraber bargaining unit 

eraployees w i l l not exceed the regular raonthly union dues and 

represents the eraployee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract administration and pursuing raatters 

affecting wages, hours and other conditions of employraent. 

Section 13.3 Right of Non-Association 

Nothing i n t h i s Agreeraent s h a l l be i n c o n s i s t e n t w i t h 

Section 6(g) of the I l l i n o i s Public Labor Relations Act i n 

p r o t e c t i n g the r i g h t of non-association of eraployees based upon 

76 



the bona fide religious tenets or teachings of a Church or other 

religious body of which such eraployees are raerabers. 

Section 13.4 Condition of Employment 

Each eraployee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a meraber of the Union, and each employee who becomes a raeraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of eraployraent, raaintain 

his/her raerabership i n the Union during the terra of t h i s 

Agreeraent. 

Any present eraployee who i s not a raeraber of the Union 

s h a l l , as a c o n d i t i o n of eraployment, be required t o pay a f a i r 

share (not to exceed the amount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n . 

A l l eraployees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreeraent and who have not raade a p p l i c a t i o n f o r raerabership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n 

and pursuing raatters a f f e c t i n g wages, hours and other c o n d i t i o n s 

of eraployraent. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Eraployer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Eraployer raakes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . - I f the Eraployer changes a job t i t l e without 

s u b s t a n t i a l l y changing the duties of the job, the Union w i l l 
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r e t a i n i t s e x i s t i n g j u r i s d i c t i o n over the new job t i t l e . The 

Eraployer w i l l not perraanently assign bargaining u n i t work t o the 

j u r i s d i c t i o n of another bargaining u n i t without the mutual 

agreement of the unions involved. 
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Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y perforraed by 

eraployees who are represented by the Union s h a l l continue t o be 

perforraed by said eraployees, except where non-unit eraployees 

have i n the past perforraed u n i t work, or i n eraergencies, t o 

t r a i n or i n s t r u c t eraployees, to do layout, deraonstration, 

experiraental, or t e s t i n g d u t i e s , t o do t r o u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where eraployees 

do not report t o work because of vacations, or other absences or 

tardi n e s s , or f o r personal reasons during the course of the day, 

or because a l l of the eraployees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o coraplete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not perforra 

the work of said eraployees. For exaraple, i f a b r i c k l a y e r i s on 

vacation, a carpenter s h a l l not be assigned as a replaceraent 

b r i c k l a y e r . The Eraployer s h a l l not a r b i t r a r i l y extend the 

period of any eraergency beyond the need f o r t h a t eraergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n of t h i s Agreeraent i f the f o l l o w i n g 

functions are perforraed by raerabers of raanageraent, regardless of 

whether they are also perforraed by the bargaining u n i t : (a) crew 

assignraent and scheduling; (b) work i n s p e c t i o n ; .(c) d i s c i p l i n e ; 

(d) ordering of equipraent and raaterials frora vendors. Nothing 

herein s h a l l deprive raembers of the bargaining u n i t of the r i g h t 

t o perform h i s t o r i c a l and t r a d i t i o n a l u n i t work; nor s h a l l the 

C i t y l a y - o f f a bargaining u n i t employee f o r the purpose of 

repla c i n g t h a t person wi t h a raeraber of raanageraent. 

79 



Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event t h a t the Union f i l e s a grievance clairaing t h a t 

the Employer has v i o l a t e d the terms of t h i s Agreement by 

assigning c e r t a i n work to C i t y employees represented by another 

union, or where the Eraployer receives a grievance frora another 

union p r o t e s t i n g the assignraent of work t o eraployees covered 

under t h i s Agreeraent, the Eraployer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

subraitted t o a r b i t r a t i o n , the provisions of A r t i c l e 11 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Employer and the Union, the other a f f e c t e d 

union(s) s h a l l have the opportunity t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

• I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claira against the Eraployer t h a t 

the reassignraent of the work i n dispute v i o l a t e s the Agreeraent 

of t h a t other union, the provisions of t h i s Section s h a l l apply 

to t h a t claira as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t to p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 

claira and to present evidence t h e r e i n . Should the a r b i t r a t o r i n 
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the second proceeding deterraine t h a t the Eraployer's reassignment 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreeraent, 

thereby r e q u i r i n g the Eraployer t o coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r ovisions ^shall apply. 

The Eraployer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the provisions of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11 of t h i s 

Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l s e l e c t the a r b i t r a t o r . The Employer, the Union and the 

other a f f e c t e d union(s) s h a l l be p a r t i e s to t h a t proceeding, and 

s h a l l have the r i g h t t o - f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceeding, the work assignment 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreement and of the c o l l e c t i v e bargaining agreeraent of the 

a f f e c t e d u n i o n ( s ) . No other evidence or testiraony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon- a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d m i n i s t r a t i v e 

forum. 
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Nothing herein s h a l l preclude a l l parties to the dispute 

from.voluntarily resolving i t at any tirae. 

Section 14.4 Deferred Compensation 

The Eraployer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g to deferred corapensation, s h a l l be 

afforded t o a l l employees of the Employer without change during 

the te.rm of t h i s Agreeraent. 

The Employer w i l l make contributions, on a d o l l a r - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maximoim t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the t o t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing their own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s in the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-

Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 
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well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Rules of Conduct Changes 

When the Eraployer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

eraployees to d i s c i p l i n e , the Eraployer s h a l l transrait four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider -the proposals, and upon request, the 

Eraployer w i l l raeet with the Union within twenty (20) calendar 

days of the receipt of the proposals to receive the Union's 

coraraents. Absent an eraergency, the Employer w i l l not implement 

i t s proposed changes or adciitions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with-the Eraployer. No such;changes or additions s h a l l 

be irapleraented without prior publication and notice to the 

affected eraployees. 

Section 14.6 Safety 

(a) The Eraployer s h a l l provide a safe and h e a l t h f u l working 

environraent f o r employees covered by t h i s agreement i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l maintain i n good anci safe working 
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c o n d i t i o n a l l equipment necessary f o r the safe and proper 

performance of the job. 

(b) I n furtherance of those e f f o r t s , a j o i n t s a f ety 

committee s h a l l be established which s h a l l be composed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Eraployer. The purpose of the comraittee 

s h a l l be t o discuss, exaraine and t o make recommendations 

concerning occupational safety and health issues a f f e c t i n g 

eraployees. A l l recoraraendations of the coraraittee w i t h respect to 

safety and health issues s h a l l be subraitted i n w r i t i n g t o the 

appropriate Department Head with a copy t o the Union and the 

Di r e c t o r of Labor Relations. The Department Head s h a l l promptly 

issue a w r i t t e n response t o the comraittee concerning the 

Departraent's views regarding the coraraittee's recoraraendations. 

The p a r t i e s raay decide, from tirae t o time, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Department(s) responsible f o r safety matters and Union 

representatives of the a f f e c t e d eraployee ( s ) . .The Departraent 

safety personnel w i l l meet and confer w i t h a r e p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and r e p o r t back t o the 

Committee on any decisions or recoraraendations concerning thera. 

(c) The j o i n t safety coraraittee s h a l l meet at l e a s t once a 

raonth, or otherwise by rautual agreeraent. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s 

faced wi t h an unsafe working c o n d i t i o n , the employee i s required 

to perform the task i n question unless the employee's 
t 

performance of an assigned task presented the strong l i k e l i h o o d 
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of s u b j e c t i n g the eraployee t o irarainent danger of death or 

serious i n j u r y . I f the eraployee, w i t h no reasonable 

alternative, refuses in good fai t h to perforra that task and 

expose hiraself to that dangerous condition, he w i l l not be 

subject to d i s c i p l i n e . In order to avoid d i s c i p l i n e under t h i s 

paragraph, the condition raust be of such a nature that a 

reasonable person, under the circurastances, would conclude that 

there i s a re a l , substantial, and irarainent danger of death or 

serious injury. In addition, the eraployee raust also have sought 

frora the Eraployer, and have been unable to "obtain, correction of 

the situation before refusing to perforra the task in question. 

Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimoim, the following information: 

• Payroll period 

• Payroll Noimber 

• Employee noimber 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information ( i . e . address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 
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This i n f o r m a t i o n w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay p e r i o d . To 

ensure the safety and s e c u r i t y of the i n f o r m a t i o n the C i t y w i l l 

make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r m a t i o n . en—a raonthly basis—a b a r g a i n i n g — u n i t 

report—ef—current—active—craployeeo,—bhe—list—te—include—employee 

name, address, s o c i a l — s e c u r i t y — n u m b e r , t i t l e , pey—schedule, 

g r a d e , — c u r r e n t — p a y — r a t e , — s t a t u s , — c o n t i n u o u s — s e r v i c e — d a t e , — t i r a e 

i n t i t l e , — d a t e of b i r t h , — r a c e and sex. 

The—Eraployor—shall—also—provide to—bhe—Union—en—a—raonthly 

b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — e f — c u r r e n t — a c t i v e 

e r a p l o y e e s — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R c t i r e r a e n t o ; Career 

Service Reoignationo; Career Service Discharges; Non-Career 

Service Terrainations; Leaveo ef Absence; Suopenoiono; 

Rcinot at eraent 0;—Reappointracnto;—Transfers—(change— e i—departraent 

end change ef p a y r o l l ) ; Appointracnts (which also includco 

proraotions and deraotions);—and Dcatho. 

E a c h — r a o n t h — b h e — E r a p l o y o r — w i l l — p r o v i d o — b e — b h e — U n i o n — t h e 

current—raonth ' s — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d — b h e — u p d a t e d 

report—frora the previous raonth. 

Section 14.8 Soibcontracting 

The Eraployer s h a l l not contract or subcontract out 

bargaining u n i t work t o any person, contractor or employer who 

i s not i n corapliance w i t h the area standards established under 
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and pursuant t o the forraula used by the United States Departraent 

of Labor i n adrainistering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

n o t i c e s h a l l be i n w r i t i n g and s h a l l contain the narae and 

address of the p a r t y who w i l l perforra the work, a d e s c r i p t i o n of 

the work t o be perforraed and any other relevant data t o enable 

the Union t o deterraine corapliance w i t h t h i s Section. I n the 

event such party i s deterrained not t o be i n corapliance w i t h the 

said area standards, the Eraployer s h a l l w i t h h o l d payouts and 

s h a l l not ., contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Eraployer receive a w r i t t e n and 

enforceable assurance of corapliance. 

In the event t h a t the Eraployer deterraines t o subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

eraployees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l make a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Eraployer has declared t o be vacant i n 

the a f f e c t e d Departraent, or other departraents, as the case raay 

be, i n t h a t order, provided the l a i d o f f eraployees have the then 

present a b i l i t y to perforra the required work without f u r t h e r 

t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 

reasonable araount of o r i e n t a t i o n to allow hira or her t o perform 

the work. 
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Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor s h a l l 

raeet to discuss the eraployment of employees subject to layoff. 

During that meeting the Eraployer w i l l request and urge that the 

sub-contracrtor hire l a i d off eraployees. 

Section 14.9 Automobile Reimbursement 

Eraployees who are required by the Eraployer t o use t h e i r own 

autoraobiles i n the perforraance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaxiraura of $250 per month. 

On the e f f e c t i v e date of t h i s Agreement, f o l l o w i n g i t s 

r a t i f i c a t i o n by a l l p a r t i e s , the maxiraura reiraburseraent w i l l 

increase t o $350.00 per raonth. E f f e c t i v e February 1, 2008,' the 

raaxiraura reiraburseraent w i l l increase t o $450.'00 per raonth. 

E f f e c t i v e February 1, 2009, the raaxiraura reimburseraent w i l l 

increase t o ' $550.00 per month. Thereafter, the maxiraura 

reimbursement w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consuraers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded to the 

nearest $5 increraent. Eraployees seeking raileage reiraburseraent 

raust submit t h a t request on a form provided by the Employer. 

Payment f o r mileage expenses w i l l be made on a monthly basis. In 

the event t h a t during the l i f e of t h i s Agreement the Emp.].oyer 



s h a l l impleraent f o r any group of eraployees an automobile expense 

reimburseraent prograra which i s raore favorable to employees than 

the p r o v isions of t h i s paragraph, upon n o t i c e frora the Union, 

the Eraployer w i l l meet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new prograra t o employees 

covered by t h i s Agreement. 

Upon request by either party made no e a r l i e r than 

January 1, 2010, the parties s h a l l meet to discuss any proposed 

changes to th i s Section 14.9. 

Sec-tion 14.10 Equipment Reimbursement 

E f f e c t i v e beginning i n 20-0*18, the Eraployer w i l l reimburse 

employees up to' •$-7-5- $100 per year toward the cost of any 

required s t e e l - t o e shoes or boots i f the employer requires the 

eraployee t o wear such shoes, and i f the eraployee they presents 

a r e c e i p t showing the purchase of such equipraent. Upon rautual 

agreement of the p a r t i e s , the Employer raay i n s t i t u t e a 

coraraissary f o r the purchase of s t e e l - t o e d shoes or boots i n l i e u 

of said payraent. 

Section 14.11 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 



f o r a Fitness f o r Duty examination a t the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's phy s i c i a n 

c e r t i f i e d t h a t the employee i s f i t f o r duty, the employee may 

e l e c t or Employer may r e q u i r e the employee, a t the Employer's 

sole expense, t o be soibject t o an independent medical 

examination ("IME") t o determine i f the employee i s f i t f o r 

duty. The Union s h a l l s e l e c t an examining independent ph y s i c i a n 

who w i l l conduct the IME from a l i s t of a t l e a s t three 

physicians w i t h the appropriate medical s p e c i a l t y who have 

su c c e s s f u l l y completed the Cit y ' s procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and b i n d i n g . 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order t o permit access t o a l l medical records 

r e l a t e d t o his/her c o n d i t i o n , and the C i t y s h a l l agree t o secure 

and maintain the c o n f i d e n t i a l nature of a l l medical records 

obtained through the process. 
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ARTICLE 15 
LAYOFFS/RECALL 

Section 15.1 

Probationary eraployees w i t h raore than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior eraployee 

i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l be l a i d o f f f i r s t , 

provided the a b i l i t y , q u a l i f i c a t i o n s to perform the required 

work, and the eraployee's job performance are equal among the 

other employees i n the job. " S e n i o r i t y " s h a l l mean, f o r 

purposes of t h i s Section, the employee's continuous service 

w i t h i n the bargaining u n i t . 

A l a i d - o f f eraployee raay displace (burap) the l e a s t senior 

eraployee, i f any, i n the raost recent lower job t i t l e 

the eraployee t o be l a i d o f f has held, provided the eraployee t o 

be l a i d o f f has the then present a b i l i t y t o perforra the job t o 

the Eraployer's s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Eraployees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

In the event any ef—bhe provisione of thi s Agreeraent s h a l l 

be or becorae inva l i d or unenforceable by reason of any f i n a l and 

binding court decision, as well as any Federal or State Law or 

Local Ordinance now existing or hereinafter enacted, such 

i n v a l i d i t y or unenforceability s h a l l not affect the reraainder of 

the provisions hereof, which s h a l l remain i n f u l l force and 
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effect. The i n v a l i d or unenforceable provision s h a l l be soibject 

to re-negotiation by the Parties within a reasonable period of 

time. i h e—partioo—agroo—be—raoot—and—adopt r e v i s e d — p r o v i o i o n s 

which would be i n conforraity w i t h the—law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The,Union w i l l advise the Eraployer i n w r i t i n g , of the naraes 

of the Stewards i n each department or area agreed upon w i t h the 

Employer and s h a l l n o t i f y the Eraployer proraptly of any changes. 

Stewards w i l l be perraitted t o handle and process grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 

procedure during norraal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of time, 

or unreasonably i n t e r r u p t the work of employees. Stewards s h a l l 

n o t i f y t h e i r immediate supervisors i n advance of t h e i r i n t e n t i o n 

to handle and process grievances. Supervisors may not 

unreasonably withhold permission to the stewards to engage i n 

such a c t i v i t i e s . 

Employees a c t i n g as Union Stewards s h a l l not be 

dis c r i m i n a t e d against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departraents because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards from t h e i r 

job c l a s s i f i c a t i o n s or departments, other than i n an eraergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 

Section 17.2 Union Rights 
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. The Union s h a l l have the right., and responsibility to 

represent the interests of a l l eraployees in the Unit, to present 

i t s views to the City on raatters of concern, either o r a l l y or in 

writing, and to consult and be consulted with, in respect to the 

forraulation, development and irapleraentation of po l i c i e s and 

prograras affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be perraitted 

during norraal working hours, t o enter Eraployer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which employees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l times be conducted i n a 

manner so as not t o i n t e r f e r e w i t h normal operations. The 

Eraployer may be able t o change or set r u l e s of access, provided 

t h a t any change i n current p r a c t i c e s raust be reasonable and 

subject t o the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statements 

The C i t y of Chicago's e s s e n t i a l raission i s t o provide 

services to i t s c i t i z e n s i n a safe and econoraic raanner. The 

p a r t i e s t o t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a de l e t e r i o u s e f f e c t on the health and 

safety of eraployees, as w e l l as t h e i r raorale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

Ci t y .and the eraployees covered by thi s ' Agreeraent serve. 
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Furtherraore, the economic cost of p r o v i d i n g h e a l t h care services 

t o eraployees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The Eraployer and the Union maintain a strong comraitment t o 

p r o t e c t people and property, and to 'provide a safe working 

environment. To t h i s end, the employer has also established i t s 

c o n f i d e n t i a l Eraployee Assistance Prograra f o r eraployees- w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreeraent urge eraployees who have such 

problems t o u t i l i z e the Program's services. 

To maintain a workplace which provides a safe and healthy 

work environment for a l l employees, ' the following drug and 

alcohol program i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras and Substances: a l l i l l e g a l drugs 

and c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

eraployee on the job or the preraises of the Eraployer. 

(c) Eraployer Preraises: a l l property, f a c i l i t i e s , iand, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Eraployer, job s i t e s or work 

lo c a t i o n s and over which the Eraployer has a u t h o r i t y as eraployer. 

(d) Eraployee: a l l persons covered by t h i s Agreeraent. 

(e) Accident: an event r e s u l t i n g i n i n j u r y tĉ - a person 

r e q u i r i n g raedical a t t e n t i o n or causing s i g n i f i c a n t damage to 
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property t o which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

( f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i r a i t e d to noticeable irabalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the eraployee i s under 

the i n f l u e n c e of drugs and/or al c o h o l . 

(g) Under the Influence: any raental, emotional, sensory 

or p h y s i c a l impairraent due t o the use of drugs or a l c o h o l . 

(h) Test: The t a k i n g and analysis of any body coraponent 

saraple, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e raanner, f o r the purpose of i d e n t i f y i n g , 

raeasuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any raetabolite thereof. 

Section 18.3 D i s c i p l i n a r y Action 

(a) A l l eraployees raust report t o work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable thera t o perforra t h e i r jobs i n a safe 

raanner. Further, eraployees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

preraises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or al c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Employer has reasc^nable cause to believe t h a t 

an eraployee i s under the influence of a p r o h i b i t e d substance, 

the Eraployer s h a l l have the r i g h t to subject t h a t eraployee t o a 

drug and alcohol t e s t . At the EmpJ.oyer's d i s c r e t i o n , the 

eraployee may be placed on a d m i n i s t r a t i v e leave w i t h pay u n t i l 



t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the employee s h a l l be r e i n s t a t e d . In a l l other cases, the 

Employer w i l l terminate a l l employees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found to be under the in f l u e n c e of drugs or 

alcohol while on duty and on the Eraployer's preraises; 

(i v ) are found i n possession of a l c o h o l , drugs or drug 

paraphernalia, or are found sel.ling or d i s t r i b u t i n g drugs or 

drug paraphernalia, on the Employer's premises. 

(c) A l l adverse employraent a c t i o n taken against an 

employee under this program s h a l l be subject to the grievance 

and arbitration procedures of th i s Agreement. 

Section 18.4 Drug and Alcohol Testing 

(a) The Employer may re q u i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t may be administered i n the event t h a t two 

supervisors. have reasonable cause to believe t h a t an eraployee 

has reported to work under the in f l u e n c e of or i s at work under 

the i n f l u e n c e of drugs or a l c o h o l ; 

( i i ) a t e s t raay be required i f an employee i s involved i n 

a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t raay be required as part of a follovj-up t o 

counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up t o a one 

year period. 

(b) Employees to be tested w i . l l be required to sign a 

consent forra and chain of custody form, assuring proper 
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documentation and accuracy. I f an eraployee refuses t o .sign a 

consent frora a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

ter r a i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and may consist of e i t h e r blood or urine t e s t s , or both. 

The Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conform t o the 

procedures s p e c i f i e d i n NIDA guidelines f o r f e d e r a l workplace 

drug t e s t i n g prograras, dated A p r i l 11, 1988 and as may be 

amended he r e a f t e r by the relevant agency of the Department of 

Health and Huraan Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they raay be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the in f l u e n c e of drugs. 

(f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which meet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h that the test e d 

eraployee was under the in f l u e n c e of alc o h o l . 

(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Employer. 
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(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o 

the Coramissioner of Personnel or his designee i n the raanner to 

be prescribed by the Coraraissioner. The a p p l i c a n t or incurabent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Comraissioner w i l l inform the a p p l i c a b l e department head of any 

employee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 18.3 above. 

( i ) A l l urine or blood samples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) year f o l l o w i n g the t e s t . Any employee whose 

t e s t r e s u l t i s p o s i t i v e may e l e c t , at h i s or her expense, t o be 

r e t e s t e d by the same or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Coramissioner of Personnel, provided t h a t the Eraployer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s r a i t t i n g said saraple t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

t o take a s u f f i c i e n t saraple, or t o preserve such saraple, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the removal from 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, of any employee. 

( j ) No l a b o r a t o r y report or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are ..part of a 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

special locked f i l e raaintained by the Coraraissioner of Personnel, 

except as such discl o s u r e raay be required by t h i s p o l i c y , law or 

ordinance. 
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Section 18.5 Employee Assistance Program 

Eraployees are encouraged t o seek help f o r a drug or alcohol 

problera before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y raatter and 

raay p a r t i c i p a t e i f they wish i n the vo l u n t a r y Eraployee 

Assistance Program. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The City of Chicago and each Coalition Union (the 

"Parties") agree to create a Joint Apprenticeship and Training 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) in conjunction with certain 

third parties including, but without liraitation, the Chicago 

Public Schools ("CPS"), the City Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 

and training prograras and to provide expanded post-

apprenticeship and training eraployraent opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's collective, bargaining agreement with the City of 

Chicago, the Parties s h a l l enter into a supplemental raeraorandura 

of understanding regarding the structure, irapleraentation, 

raonitoring and enforceraent of this I n i t i a t i v e . Said raemorandum 

sh a l l be attached to this Agreement as Appendix D. 

Section 19.2 
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The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A coraraitraent by each Coalition'Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a comraitment by the C o a l i t i o n t o f i l l at 

l e a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or forraer students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreeraent.. 

b. A coraraitraent by the C o a l i t i o n and the C i t y t o 

c o l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors to prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g prograras. I n p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and to expanci post-

apprenticeship and t r a i n i n g eraployment o p p o r t u n i t i e s . 

c. The Parties, s h a l l appoint a Chair and an -Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps t o f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e anci suppleraental raeraorandum attached hereto. 
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ARTICLE 20 
RATIFICATION AND TERMINATION 

The terms of _ t h i s Agreeraent s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l remain i n f u l l force 

and e f f e c t from said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o r a a t i c a l l y .renew i t s e l f from year t o 

year unless at le a s t 60 days and not raore than 120 days p r i o r t o 

the t e r r a i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire t o araend, add t o , subtract frora, or 

terrainate t h i s Agreeraent. 

In the event such n o t i c e of a desire t o araend, add t o , or 

subtract frora the terras of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 

n e g o t i a t i o n s concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreeraent before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreement 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d to s h a l l be 

considered to have been given as of the date shown on the 

101 



postraark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreeraent c o n s t i t u t e s the e n t i r e contract between the 

Eraployer and the Union and s e t t l e s a l l demands and issues w i t h 

respect t o a l l matters subject t o c o l l e c t i v e bargaining. The 

Eraployer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such matter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such matter may not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

tirae t h i s Agreeraent was negotiated or signed. 

I n the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

v o l u n t a r y unpaid time o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

agreeraent, such a d d i t i o n a l time o f f s h a l l be granted t o a l l 

employees covered by t h i s Agreement. 
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ARTICLE 21 
TERM OF AGREEMENT 

This Agreeraent s h a l l be effective from the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l remain in effect 

through 11:59 p.ra. on June 30, 2017 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreeraent i n 

order t o f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the app l i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

h e a l t h care prograra raandating s i g n i f i c a n t changes 

i n h ealth insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the term of t h i s Agreeraent; 

2. The lack of achievement of health care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant t o the establishment and a d m i n i s t r a t i o n 

of the Labor-Management Cooperation Coraraittee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC wi t h the 

r e s p o n s i b i l i t y of approving Plan changes 

th a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containment or savings, as measured by a 

103 



p r o j e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no raore than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when corapared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes -approved by the LMCC 

f a i l t o r e s u l t i n such cost containraent or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, i n c l u d i n g but not 

l i m i t e d t o adjustments i n deductibles, co-

pays and co-insurance, to prevent the cost 

increase frora exceeding 8% as raeasured i n 

subsection (a') above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containment or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l , year, e i t h e r 

p arty raay e l e c t to reopen negotiations' as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 
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• Composition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party—reserves—bhe—right—be—reopen—this 

A g r e e m e n t — i n — o r d e r — t e — n e g o t i a t e — b h e — H e a l t h — P l a n — s e t — f o r t h — i n 

Article—9—ne—later—than—June—3-9-7—2011—and—June—3*7—2015,—er—i«-

the event the C i t y of Chicago—is awarded the 2016 Olyrapic Garacs, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of th i s Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

e i t h e r p a r t y t o t h i s Agreeraent has t h i r t y (30) days t o n o t i f y 

the other p a r t y of i t s i n t e n t t o reopen t h i s Agreeraent i n order 

to negotiate the Health Plan set f o r t h i n A r t i c l e 9. Should 

e i t h e r p a r t y e l e c t t o reopen n e g o t i a t i o n s pursuant t o t h i s 

p r o v i s i o n , i t s h a l l subrait w r i t t e n n o t i c e t o the other pa r t y . 
I 

Thereafter, the parties have ninety (90) days within which to 

reach agreeraent on the A r t i c l e . I f the parties f a i l to reach 

agreeraent at the conclusion of that ninety (90) day,period, each 

party reserves the right to reopen the entire Agreeraent. 

Non-Prevailing Wage Rate Reopener 

Four-Yoar : Thio—Agrccraont—may—be—reopened—t-e—further 

n e g o t i a t e — b h e — n o n - p r e v a i l i n g — w a g e — r a tes—governing—bhe—second 
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five-year berro (07/01/2012 te 06/30/2017) under—Article 4-r 

Section—4.4, i n — t h e — e v e n t — t h a t (-â  t i ^ e — C i t y — n o t i f i e s — t h e 

C o a l i t i o n — t h a t — i t — h a e — n e t — r e a c h e d — a — s u c c e s s o r — a g r o c r a e n t — b e — a 

t h e n — c u r r e n t —four-year—agreeraent—expiring—en—Juno—3-0-7 2011 

regarding—a-n—acroos-tho-board—percentage increase f e r — o t h o r 

unionized—eraployees—in—non-prevailing w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the—"Mc Too Clauoc" by March 31,—2012;—er—(%-)—the 

C o a l i t i o n — n o t i f i e s — b h e — C i t y — e f — i t - s — i n t e n t — t - e — t e r r a i n a t e — t h e — ^ ^ M e 

Too Clauoc" by March 31, 2012. 

Fivo-Year: This—Agrocraent—may—be—reopened—te f u r t h e r 

negotiate—bhe—non-pre v a i l i n g — w e g e — r a t e s — g o v e r n i n g — b h e — o c c o n d 

f i v e year be^m (07/01/2012 be 06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4.4, i n — b h e — e v e n t — t h a t fa^ b h e — C i t y — n o t i f i e s — b h e 

C o a l i t i o n — t h a t — i t — h a e — n e t — r e a c h e d — a — s u c c c s o o r — a g r o c r a e n t — t - e — a 

t h e n — c u r r e n t — f i v e - y e a r — a g r e e r a e n t — e x p i r i n g — e n — J u n e — 3 - 9 - 7 2012 

re g a r d i n g — a n — a c r o o o — t h e board—percentage increase f e r — o t h e r 

u n i o n i z e d — e r a p l o y c c o — i r n — n o n - p r o v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the "Mc Too Clause" by October 31,—2012;—er—(^^—bhe 

C o a l i t i o n — n o t i f i e s — t h e — C i t y — e f ^ — i t - s — i n t e n t — t - e — t e r r a i n a t e — b h e — ^ ^ M e 

Too Clauso" by October 31, 2012. 

a—an-y—ene—ef—bhe—foregoing—events—occurs,—either—party—te 

t h i o Agreeraent—he-s—thirty—( 30 )—days—be—noti f y—t-he—other—party— e i 

i t - s — i n t e n t — t e — r e o p e n — t h i o — A g r e e m e n t — i r n — o r d e r — b e — n e g o t i a t e — t h e 

non-prevail ing—weg-e—rates—governing—bhe—second—f ivc-ycar—ter-ift 
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(07/01/2.012 to 06/30/2017)—oet f o r t h i n A r t i c l e \ , — S e c t i o n 

S h o u l d — c i t h e r — p a r t y — e l e c t — t e — r e o p e n — n e g o t i a t i o n o — p u r o u a n t — t e 

t h i s — p r o v i s i o n , — i t — s h a l l — o u b m i t — w r i t t e n — n o t i c e — b e — t h e — o t h e r 

p a r t y — a n d — b h e — C i t y — s h a l l — n e t — b e — o b l i g a t e d — t - e — r a a k e — b h e — w a g e 

adj ustraents—s-eb—forth—in A r t i c l e — 4 - 7 — S e c t i o n — 4 . 4 . Thorcaf t e r , 

bhe p a r t i e s have ni n e t y (-9-9-) days w i t h i n — w h i c h t-e reach 

agreeraent en bhe—. A r t i c l e . H bhe p a r t i e s f a i l be reach 

agreeraent—at—the—concluoion—e^—that—ninoty—( 90 )—day period,—each 

party reserves tho right to reopen the entire Agreeraent. 

Other Reopener 

I n the event of an eraergency, cataclysraic event or other 

s i r a i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

par t y reserves the r i g h t t o reopen the e n t i r e Agreeraent. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized ' representative(s) , has executed t h i s docuraent as of 

the day of , 2^2- 2018. 

CITY OF CHICAGO UNITED ORDER OF AMERICAN 
BRICKLAYERS AND STONE 
MASONS LOCAL 21 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree to the f o l l o w i n g i n a Side L e t t e r to t h i s Agreeraent: 

The p a r t i e s recognize t h a t the success of the J o i n t 

Apprenticeship and Tra i n i n g Prograra I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and c r e a t i o n of o p p o r t u n i t i e s to increase the use 

of apprentices i n area c o n s t r u c t i o n p r o j e c t s . The Parties agree 

to d i r e c t the Labor Manageraent Cooperation Coraraittee established 

under A r t i c l e 19 t o explore and recommend the consideration of 

such o p p o r t u n i t i e s to the C i t y and other governmental e n t i t i e s 

w i t h i n the C i t y of Chicago i n connection w i t h the J o i n t 

Apprenticeship and Training Program I n i t i a t i v e , i n c l u d i n g , but 

not l i r a i t e d t o : 

a. A raulti-project labor agreeraent. 

b. A standard p r o v i s i o n i n Construction Contracts t h a t 

( i ) c ontractors and siiib-contractors of whatsoever t i e r s h a l l 

u t i l i z e the raaxiraura number of apprentices on the p r o j e c t as 

perraitted under the terms and conditions of t h e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l c o n t r a c t o r and 

sub-contractors ' performing c o n s t r u c t i o n work on the p r o j e c t 

s h a l l p a r t i c i p a t e i n an apprenticeship program r e g i s t e r e d w i t h 

91 
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the U.S. Departraent of Labor's Bureau of Apprenticeship and 

T r a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree t o the f o l l o w i n g i n a Side L e t t e r t o t h i s Agreeraent: 

The C i t y and C o a l i t i o n agree t o d i r e c t the LMCC t o evaluate 

and i n i t i a t e changes t o the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas t h a t w i l l f a c i l i t a t e 

the s h i f t t o a preventive health care raodel and w i l l r e s u l t i n 

design improvements, cost containment or savings, i n c l u d i n g but 

not l i m i t e d t o the f o l l o w i n g areas: 

• Expanded Disease Manageraent Prograra 

• HRA and Bio-metric Screening 

• Health Fairs 

• Weight Management Program 

• Imaging Review Service 

• L i f e t i m e Maxiraura 

• Subscriber Share f o r Hospital B i l l s and Co-insurance 

• Exclusion f o r S e l f - i n f l i c t e d I n j u r i e s . 
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• Coraprehensive Coraraunication and Outreach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

-Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute- over the scope of the 

Award and the a p p l i c a t i o n of Section 3(a) of the Meraorandura of 

Understanding dated July 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the four 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive some or a l l of the monetary 

make whole reraedies d i r e c t e d by the A r b i t r a t o r i n his Award. 

Although the C i t y i s w i l l i n g t o amend Section 3(a) as requested 

by the Unions i n order to conclude neg o t i a t i o n s at the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreeraent w i t h the C i t y to waive 

some or a l l of the monetary raake whole remedies. U n t i l such an 

agreeraent i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be o b l i g a t e d to implement the monetary miake whole 

remedies i n the Award. In a d d i t i o n , i f . such an agreement i s not 
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reached by Deceraber 1, 2007, the p a r t i e s s h a l l subrait the issues 

of the Unions' proposed araendraent t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the four 10-hour workweek and the 

City's proposed r e l i e f frora the monetary raake whole reraedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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CITY OF CHICAGO 
AGREEMENT WITH 

CHICAGO AND NORTHEAST ILLINOIS DISTRICT 
COUNCIL UNITED BROTHERHOOD OF CARPENTERS 

AND JOINERS OF AMERICA (AFL-CIO) 

AGREEMENT 

This Agreeraent i s entered i n f o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation ( h e r e i n a f t e r c a l l e d 

the "Eraployer") and the Chicago and Northeast I l l i n o i s D i s t r i c t 

Council United Brotherhood of Carpenters and Joiners of Araerica 

(AFL-CIO) ( h e r e i n a f t e r c a l l e d "the Union"), f o r the purpose of 

e s t a b l i s h i n g , through the process of c o l l e c t i v e bargaining 

c e r t a i n p r o v i s i o n s covering wages, and other terras and 

conditions of employment f o r the employees represented by the 

Union. 

I n r e c o g n i t i o n of the above, the Employer and the Union 

agree as f o l l o w s : 

ARTICLE 1 
RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the sole and exclusive 

bargaining agent f o r a l l eraployees i n the f o l l o w i n g job 

c l a s s i f i c a t i o n s : 

Carpenter 
Foreraan of Carpenters 
General Foreraan of Carpenters 
General Foreraan of General Trades 
Lather 

Locksmith 

The Union i s authorized t o bargain c o l l e c t i v e l y f o r such 

employees w i t h res.pect t o rates of pay, wages, hours and other 
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terras and conditions of eraployraent. The term "employee" as used 

Herein, r e f e r s t o the above job c l a s s i f i c a t i o n s , unless 

s p e c i f i e d to the contrary. 

ARTICLE 2 
MẐ AGEMENT RIGHTS 

Section 2.1 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y t o and are e x c l u s i v e l y vested i n 

the Eraployer, except only as they may be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreement. Among these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

matters concerning or related' t o the raanageraent of the 

Eraployer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i m i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or m a t e r i a l changes i n 

duties or orga n i z a t i o n of the Employer's operations, or other 

economic reasons; t o h i r e , . c l a s s i f y , t r a n s f e r and assign work, 

promote, demote, or r e c a l l ; t o make and enforce reasonable r u l e s 

and r e g u l a t i o n s , t o maintain order and e f f i c i e n c y ; to schedule 

the hours of work; to determine the services, processes, and 

extent of the Employer's operation, the types and q u a n t i t i e s of 

machinery, equipment and raaterials t o be used, the nature, 

extent, d u r a t i o n , character and raethod of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t to determine the nuraber of employees and how they 

s h a l l be eraployed, and the q u a l i t y and q u a n t i t y of workmanship 
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and work required to insure raaxiraura e f f i c i e n c y of operations; t o 

e s t a b l i s h and enforce f a i r production standards; and t o 

determine the size, nuraber and l o c a t i o n of i t s departraents and 

f a c i l i t i e s . A l l of the pro v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreeraent. 

ARTICLE 3 
NON-DISCRIMINATION 

Section 3.1 Equal Employment Opportunities 

The Union agrees to work cooperatively with the Employer to 

ensure equal eraployraent opportunities as required by law in a l l 

aspects of the Eraployer's personnel p o l i c i e s , and nothing in 

this Agreeraent s h a l l be interpreted to cause a negative effect 

on said e f f o r t s . I t i s understood and agreed that this A r t i c l e 

s h a l l neither affect nor be interpreted to adversely effect the 

seniority provisions of this Agreeraent. 

Section 3.2 No Discrimination 

Neither the Eraployer nor the Union s h a l l d i s c r i r a i n a t e 

against any employee covered by t h i s Agreement i n a manner which 

would v i o l a t e any app l i c a b l e laws because of race, c o l o r , 

r e l i g i o n , n a t i o n a l o r i g i n , age, sex, raarital s t a t u s , mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 3.3 Grievance of Alleged Violation 

Grievances by employees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through Step I I of the Grievance procedure of 

t h i s Agreement, but s h a l l not be subject to. a r b i t r a t i o n unless 

mutually agreed by the p a r t i e s . 



Section 3.4 Reasonable Accommodation 

In the event, the Eraployer s h a l l be required t o raake a 

reasonable accoraraodation under the Araericans With D i s a b i l i t i e s 

Act ("ADA") to the d i s a b i l i t y of an applicant or incumbent 

eraployee th a t may be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreeraent, the Eraployer s h a l l b r i n g t h i s raatter t o 

the a t t e n t i o n of the union. The provisions of A r t i c l e 11 of 

t h i s Agreeraent s h a l l be a v a i l a b l e , and the A r b i t r a t o r raay 

balance the Eraployer's o b l i g a t i o n s under the ADA and t h i s 

Agreeraent and the eraployee's r i g h t s under t h i s Agreement, 

provided t h a t no incumbent employee s h a l l be displaced by such 

decision of the A r b i t r a t o r . 

ARTICLE 4 
WAGES 

Section 4.1 Prevailing Wage Rates 

Effective July 1, 20-0-17, employees covered by this 

Agreeraent s h a l l continue to receive the hourly rate being paid 

to crafts or job c l a s s i f i c a t i o n s doing similar kinds of work in 

Cook County pursuant to the formula currently used by the United 

States Department of Labor in adrainistering the Davis-Bacon Act 

as currently being paid to said eraployees as set forth in 

Appendix A appended to and raade a part of this Agreeraent. 

Section 4.2 Prevailing Rate Adjustments 

E f f e c t i v e on July 1 of each year of t h i s Agreement 

beginning i n 20-0-17, through the period ending June 30, 2 012222, 

the wage ra t e r e f e r r e d to i n the imraediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 
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such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i r a i l a r work i n Cook County pursuant t o the formula spe.cified i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreement are established at an e f f e c t i v e date l a t e r than 

July 1, then such ra t e s , when established, s h a l l be paid as of 

said e f f e c t i v e date. I n no event w i l l the Eraployer adjust said 

wage rates raore than one time i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—First—Five-
Yoara of t h i s Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l make the wage 

adjustraents below f o r a l l eraployees who are i n non-prevailing 

r a t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1-H 

• Effective 07/01/2007 1% 01/01/2018 - 2.00% 

• Effective 01/01/2008 2.25°o 01/01/2019 - 2.25% 

Year 2: 

• Effective 01/01/2009 2^ 01/01/2020 - 2.00% 

Year 3: 

• Effective 01/01/2010 2^ 01/01/2021 - 2.25% 

Year 4 :-

• Effective 01/01/2011 3 . 25°o 01/01/2022 - 2.00% 

Year 5-r 

•—Ef f c c t j ve 01/01/2012 3^r^ 
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Section—4-r-4 Non-Provailing—Wage—Rates—Govorning—Second—Five-
Yoar Torm (07/01/2012 to 06/30/2017) 

E f f e c t i v e — b h e — f ollovjing—dates,—the—City—will—raake—the—wage 

adj u o t r a c n t s — b c l o v j — f e r — a i i — c r a p l o y e e o — w h e — a r e — i n — n o n - p r o v a i l i n g 

r a t e — c l a s s i f i c a t i o n s — a n d w h o—are—either on the p a y r o l l — a e — e f — t h e 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t o : 

Year 6-̂  

•—Effective 01/01/2013 2% 

Year 7: 

•—Effective 01/01/2014 2^ 

Year 8: 

•—Effective 01/01/2015 2% 

Year 9: 

• — E f f e c t i v e 01/01/2016—-2r%r 

Year 10: 

•—Effective 01/01/2017 2^ 

"Me Too" Clause: I f a raajority of C i t y unionized eraployees 

i n non-prevailing wage ra t e c l a s s i f i c a t i o n s * ' ^ receive an across-

the-board percentage increase i n t h e i r regular base r a t e of pay, 

i n any contract year higher than the increase set f o r t h above i n 

any such year, employees i n non-prevailing rate c l a s s i f i c a t i o n s 

covered by t h i s Agreeraent s h a l l have t h e i r wage adjustment set 

f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 



any such year. S i r a i l a r l y , i f a raajority of C i t y unionized 

employees i n non-prevailing wage r a t e c l a s s i f i c a t i o n s * ' * receive 

a lump sum payraent i n any contract year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s Agreeraent s h a l l 

receive the sarae lurap sum payment i n any such year. The p a r t i e s 

agree to confer regarding the t i r a i n g , araount and irapleraentation 

of any wage adjustraent or lurap sura payment under t h i s Section 

p r i o r t o such adjustraent being paid. 

**Exclusive of sworn eraployees of the Chicago Police Departraent 

and uniforraed merabers of the Chicago Fire Department. 

Section 4.4 Retroactivity 

The increases set f o r t h i n A r t i c l e 4, Sections 4.1 and 4.3, 

are payable t o a f f e c t e d eraployees who, as of August—2r-,—2007 the 

date of f i n a l r a t i f i c a t i o n o f t h i s Agreement by the C i t y 

Council, are e i t h e r on the p a y r o l l , or are on approved leave, or 

are on l a y o f f w i t h r e c a l l r i g h t s , or are seasonal eraployees who 

are e l i g i b l e f o r r e h i r e , or are forraer eraployees who r e t i r e d 

e f f e c t i v e between July 1, 2007 2017 'and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the C i t y Council, i n c l u s i v e . 

Section 4.5 General Foreman of General Trades i 

E f f e c t i v e July 1, 2019, the General Foreraan of General 

Trades w i l l receive $10.00 per hour raore than a Carpenter i n 

accordance w i t h Sections 4.1 and 4.2 and as set f o r t h i n 

Appendix A. 

Section 4.6 General Foreman 



Effective July 1, 2018, the General Foreraan w i l l receive 

$4.50 per hour raore than a Carpenter in accordance with Section 

4.1 and 4.2 and as set forth in Appendix A, and eff e c t i v e July 

1, 2019, the General Foreman w i l l receive $5.00 per hour more 

than a Carpenter in accordance with Section 4.1 and 4.2 and as 

set forth i n Appendix A. 

Section 4.7 Payment of Wages 

(a) A l l regular base wages w i l l be paid t o eraployees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l ..period i n which i t i s earned. A l l overtirae or 

premiura pay s h a l l be paid t o employees not l a t e r than the 

second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e amount of the 

a r b i t r a t o r ' s fee. 

(b) I n the event an employee's pay fcheck, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtirae and/or premiura pay t o which he/she i s 

e n t i t l e d , the Department w i l l c o r r e c t t h a t shortage 

provided the eraployee promptly n o t i f i e s the Department's 

timekeeper i n w r i t i n g . Employees s h a l l submit a p a y r o l l 

dispute to the Departraent timekeeper on the "Eraployee 

P a y r o l l I n q u i r y Form" attached hereto as Appendi.x B. The 



employee's submission of such Form s h a l l t o l l the period 

f o r processing a grievance f i l e d by the employee or Union 

over such dispute. I f the Departraent concludes t h a t there 

i s a shortage i n the eraployee's paycheck, and i f the araount 

i n question exceeds $100.00, the Departraent w i l l subrait a 

suppleraental p a y r o l l t o the Coraptroller t o cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the timekeeper i s n o t i f i e d of the eraployee's 

coraplaint. Shortages less than $100.00 w i l l be added t o 

the employee's next regular pay check. 

(c) Should an eraployee not receive t h i s suppleraental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer 

w i l l pay t o the employee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l supplemental check i s 

received. 

(d) I t is-understood t h a t pay shortages r e l a t i n g t o newly-hired 

eraployees, persons r e t u r n i n g frora leaves of absence 

( i n c l u d i n g but not l i r a i t e d to duty d i s a b i l i t y ) , overtime 

earned under the City's emergency snow removal prograra, and 

inaccuracies due to changes i n p a y r o l l deductions, are 

excluded fromi'• the p r o v i s i o n s of t h i s Section. This 

•paragraph does not supersede any other payraent o b l i g a t i o n s 



w i t h respect t o the payraents r e f e r r e d t o i n t h i s paragraph 

which raay be contained elsewhere i n t h i s Agreeraent. 

In order t o provide a basis f o r ongoing discussion 

concerning the City's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

forra a Labor Manageraent Coraraittee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's raerabers of the Coraraittee w i l l 

c onsist of representatives from the Department of 

Personnel, the O f f i c e of Budget and Management, the 

Comptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l s e l e c t four (4) 

representatives t o serve as raerabers of the Coraraittee. The 

Coraraittee w i l l raeet not less than q u a r t e r l y , or raore 

f r e q u e n t l y as the need raay a r i s e , t o review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of rautual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreeraent. I n a d d i t i o n , at the request of the 

C o a l i t i o n , the C i t y raay include from tirae-to-tirae a 

representative of the C o a l i t i o n at the Comptroller's weekly 

s t a f f meetings w i t h Department heads t o review and address 

pending p a y r o l l i n q u i r i e s frora bargaining u n i t employees. 
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ARTICLE 5 
HOURS OF WORK AND OVERTIME 

Section 5.1 The Work Week 

This A r t i c l e s h a l l be t o c a l c u l a t e overtirae and s h a l l not 

be a guarantee of work or hours f o r any day or week. The norraal 

work week s h a l l consist of f i v e (5) consecutive eight (8) hour 

days, Monday through Friday, and two (2) consecutive days o f f , 

w i t h a one-half (^) hour unpaid lunch p e r i o d i n the raiddle of 

the day, except where other hours are c u r r e n t l y i n e f f e c t . 

The work week s h a l l be a regular r e c u r r i n g seven (7) day 

period beginning at 12:00 raidnight (one rainute a f t e r 11:59 P.M. 

Saturday) Sunday and ending at 12:00 raidnight the f o l l o w i n g 

Sunday. The norraal work day s h a l l be between the hours of 8:00 

am. and 4:30 pm. , except where d i f f e r e n t hours are c u r r e n t l y i n 

e f f e c t . 

Notwithstanding the foregoing, i t i s agreed t h a t the 

Eraployer raay change the established s t a r t i n g tirae of the Monday 

through Friday work day f o r a departraent, bureau, work u n i t , 

crew or i n d i v i d u a l upon fourteen (14) days w r i t t e n n o t i c e t o the 

Union and a f f e c t e d eraployees, and discussion w i t h the Union. 

Said s t a r t i n g tiraes s h a l l not be scheduled raore than two (2) 

hours before the regular s t a r t i n g tiraes c u r r e n t l y i n e f f e c t i n 

t h i s Agreeraent. A l l such changes, unless otherwise agreed t o by 

the p a r t i e s , s h a l l be i n e f f e c t f o r a rainiraum of one (1) week, 

and s h a l l provide f o r the sarae s t a r t i n g tiraes each day of th a t 

period. No eraployee s h a l l be placed on a s p l i t s h i f t without 

agreement by the Union. F a i l u r e to comply w i t h t h i s p r o v i s i o n 
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s h a l l result in the payraent of appropriate preraiura tirae to 

affected eraployees. 

Section 5.2 Overtime 

Overtirae and preraiura pay s h a l l be defined and paid i n 

accordance w i t h the h i s t o r i c a l and t r a d i t i o n a l p r a c t i c e s of the 

Eraployer and the Union pursuant t o the a p p l i c a b l e c o l l e c t i v e 

bargaining agreeraent '̂- (Mid-Araerican Regional Bargaining 

Association Area Agreeraent) which i s negotiated i n the p r i v a t e 

sector and which h i s t o r i c a l l y and t r a d i t i o n a l l y governs said 

payraent. The Union s h a l l c e r t i f y and provide evidence to the 

Eraployer of said overtirae and premiura d e f i n i t i o n s and rates as 

described above. 

A l l work perforraed i n excess of eight (8) hours worked i n 

any 24 hour period s h a l l be considered overtime and paid f o r at 

the r a t e of one and one-half (1-1/2) times the regular s t r a i g h t 

time hourly r a t e of pay f o r the f i r s t two (2) hours of overtirae 

worked a f t e r the regular eight (8) hour s h i f t and two (2) tiraes 

the regular s t r a i g h t tirae hourly r a t e of pay f o r overtime worked 

i n excess of two (2) hours a f t e r the regular eight (8) hour 

s h i f t . Work required t o be performed before a regular work 

s h i f t ' s h a l l be paid f o r at two (2) time.s the regular s t r a i g h t 

time hourly r a t e of pay. 

A l l work performed on Saturday s h a l l be paid f o r at one and 

one-half (1-1/2) tiraes the regular s t r a i g h t time hourly rate of 

pay f o r the f i r s t r e g u l a r l y scheduled eight (8) hours of 

overtime worked between 8:00 a.m. and 4:30 p.ra. (except as 

changed per § 5.1) . A l l other overtime on Saturday, i n c l u d i n g 
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work performed outside of established work hours, s h a l l be paid 

f o r at two (2) tiraes the regular s t r a i g h t tirae hourly r a t e of 

pay. Scheduled or unscheduled overtirae s h a l l not cause the 

above t o change. 

A l l work perforraed on Sunday, s h a l l be paid f o r at two (2) 

tiraes the regular hourly r a t e of pay. Such overtirae s h a l l be 

coraputed on the basis of corapleted f i f t e e n minute segments. 

Eraployees exempt frora the Fair Labor Standards Act s h a l l not be 

e l i g i b l e for overtirae under thi s Section but s h a l l be given 

compensatory time on an hour for hour basis for a l l overtime 

worked Monday through Friday, and w i l l receive pay at the 

appropriate overtime rate for Saturday and Sunday overtime. 

There s h a l l ,.be no pyramiding of overtime and/or premiura pay. 

Daily and/or weekly overtirae and/or preraiura pay s h a l l -not be 

paid for the sarae hours worked. A l l overtime earned under t h i s 

Section s h a l l be paid to employees, not l a t e r than the second 

regular payday following the end of the payroll period in which 

i t i s earned. 
• 

Section 5.3 Overtime Distribution 

(a) Overtirae and/or preraiura tirae r e f e r r e d t o i n t h i s 

Agreement s h a l l be o f f e r e d f i r s t t o the employee perforraing the 

job and t h e r e a f t e r by s e n i o r i t y to the most senior employee i n 

the c l a s s i f i c a t i o n at the work l o c a t i o n being given the 

op p o r t u n i t y t o work, provided the eraployee has the present 

a b i l i t y t o perform the work to the s a t i s f a c t i o n of the Eraployer 

without f u r t h e r t r a i n i n g . A reasonable araount of overtirae s h a l l 
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be a c o n d i t i o n of continued eraployment, provided however, t h a t 

i n the event such o f f e r s of overtime are not accepted by such 

eraployees, the Employer raay raandatorily assign such overtirae by 

reverse s e n i o r i t y . 

(b) Employees in the c l a s s i f i c a t i o n at the work location 

who have been given the option to work the overtirae and/or 

preraium time, whether the option was accepted or rejected, w i l l 

not be afforded the option to work subsequent overtime and/or 

premiura "tirae u n t i l a l l eraployees in the c l a s s i f i c a t i o n at the 

work location have been reasonably afforded the opportunity to 

work the overtime and/or premium time, subject to the same 

provision as' in Section 5.3(a). 

Section 5.4 Call-In-Pay 

Except as otherwise agreed i n w r i t i n g , employees c a l l e d i n 

outside of t h e i r regular working hours s h a l l receive a miniraura 

of two (2) hours pay at the appropriate overtirae r a t e frora the 

tirae t h a t they a r r i v e at t h e i r workplace. 

The term " c a l l - i n pay" as used i n t h i s Section s h a l l r e f e r 

t o an employee being brought back t o work outside of his/her 

normal work day, and s h a l l not r e f e r t o any s i t u a t i o n where the 

employee i s brought i n t o work or required t o stay at work during 

periods which are contiguous t o his/her r e g u l a r l y scheduled 

s h i f t . 

Section 5.5 Out-of-Grade Pay 

An employee covered by t h i s Agreement who i s d i r e c t e d t o 

and does perform s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a higher rated job w i t h i n the bargaining 
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u n i t s h a l l be paid at the higher r a t e or c l a s s i f i c a t i o n 

c onsistent w i t h his own tenure f o r a l l such time frora the f i r s t 

day of the assignraent. The Eraployer agrees t h a t i t w i l l raake 

such assignraents f o r not less than an eraployee's f u l l work day. 

Such payment s h a l l be made on the next regular payday or as soon 

t h e r e a f t e r as i s possible, but i n no event l a t e r than the pay 

period f o l l o w i n g the pay period i n which the payraent was earned. 

The tirae l i r a i t s f o r ouch individual—aosignracnto—be—acting i n t o 

h i g h e r - r a t e d jobs s h a l l not exceed one hundred e i g h t y (180) days 

be ninoty—(-9-0^—days, except where a regular incurabent i s on 

leave of absence, i n which case the tirae l i m i t f o r a c t i n g i n t o 

such p o s i t i o n may not exceed one (1) year be—six—(-6-)—months and 

no i n d i v i d u a l employee can act i n t o t h a t p o s i t i o n f o r more than 

n i n e t y (90) days. The tirae l i r a i t s raay be extended by rautual 

agreeraent of the p a r t i e s . I f the one hundred e i g h t y (180) day 

time l i m i t i s extended t o one year due t o a r e g u l a r inciambent on 

leave of absence or by mutual agreement of the p a r t i e s , 

i n d i v i d u a l employees s h a l l not a c t i n t o higher r a t e d jobs f o r 

more than n i n e t y (90) days per employee. To the extent the 

Eraployer continues t o r e q u i r e the performance of the duties of 

the h i g h e r - r a t e d job beyond the tirae l i r a i t s set f o r t h herein, 

the assignraent p o s i t i o n s h a l l be t r e a t e d as a "perraanent 

va'cancy" w i t h i n the meaning of Section 14.10 of t h i s Agreement— 

and the employer s h a l l be—subject to the a p p l i c a b l e posting- and 
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f i l l the job as a "pemanent vacancy" subject to the applicable 

provisions of that Section. 

Section 5.6 Reporting Pay 

When an eraployee reports f o r his or her 'regularly scheduled 

s h i f t , the eraployee s h a l l receive a rainiraura of two (2) hours 

work or pay at the employee's regular s t r a i g h t time hourly r a t e , 

unless the employee was t o l d at l e a s t three hours p r i o r t o h i s 

or her normal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Eraployer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , eraployees raust advise- the designated 

person w i t h i n the Department of h i s or her current telephone 

number. 

I f the employee works raore than two (2) hours, he or she 

s h a l l receive a rainiraum of four (4) hours work or pay for that 

day. I f the employee works more than four (4) hours, he or she 

s h a l l be guaranteed eight (8) hours work or pay for that day. An 

eraployee who does not coraplete a normal eight (8) hour s h i f t 

because he or she i s sent horae by the Eraployer s h a l l have the 

option of using a portion of accrued vacation, personal or 

corapensatory time for that day upon notice to the Eraployer. 

Section 5.7 Emergency C a l l Pay 

I n the event a General Foreman or Foreraan i s d i r e c t e d by 

the Eraployer to respond t o emergency c a l l s from horae and outside 

of. his or her regular working hours, he or she w i l l be granted 

compensatory time at the appropriate rate f o r a l l v e r i f i e d time 

spent responding to the emergency from home, wi t h a rainiraum of 

15 minutes of compensatory time to be granted i n any calendar 
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day on which any such eraergency responses were required, up- to a 

raaxiraura of two hours of compensatory tirae i n any calendar day. 

Sect i o n 5.8 Compensatory Time 

Any banked overtime and / or compensatory time which 

employees have acciamulated as of June 1, 2018 i n excess of 160 

hours s h a l l be p a i d to employees i n the form of cash w i t h i n 30 

days f o l l o w i n g June 1, 2018. 

Employees whp r e c e i v e compensatory time under t h i s 

agreement may e l e c t to have such compensatory time p a i d out i n 

the form of pay not l a t e r than the second r e g u l a r payday 

f o l l o w i n g the end of the p a y r o l l p e r i o d i n which i t i s earned or 

may accumulate such time up to a maximvim of 160 hours. 

Use of compensatory time s h a l l be s u b j e c t to the 

o p e r a t i o n a l needs of the Employer. A l l acctimulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be p a i d to employees i n the 

form of cash a t t h e i r c u r r e n t r a t e of pay. Nothing h e r e i n s h a l l 

be construed as to allow the Employer to force^ an employee to 

use accrued compensatory time. 

ARTICLE 6 
HOLIDAYS 

Secti o n 6.1 Current Holidays 

(a) F u l l t i m e h o u r l y employees s h a l l r e c e i v e e i g h t hours 

s t r a i g h t tirae pay f o r t h e h o l i d a y s set f o r t h below: 

1. New Years Day 
2. Dr. M a r t i n L u t h e r King's B i r t h d a y 
3. Casirair P u l a s k i Day 
4. Memorial Day 
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5. Independence Day 
6. Labor Day 
7. Columbus.Day 
8. Thanksgiving Day 

9. Christmas Day 

(b) F u l l - t i r a e s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New .Years Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Meraorial Day 
7 . Independence Day 
8. Labor Day 
9. Colurabus Day 
10. Veterans Day 
11. Thanksgiving Day 

12. Christraas Day 

(c) Eraployees covered by t h i s Agreement i n c l u d i n g 

probationary employees s h a l l be e n t i t l e d t o one (1) paid 

personal day i n each year of t h i s Agreement. At the eraployee's 

opt i o n , the personal day raay be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 7 of t h i s 

Agreement. I f the eraployee e l e c t s not t o schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the employee and 

s h a l l not be denied by the Employer. I f the eraployee i s required 

or allowed to work on such designated day, the employee s h a l l 

receive the appropriate holiday premium r a t e . An employee raay 

e l e c t to carry over the personal day to the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees raay not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 
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schedule unless requested by the eraployee upon ten (10) days 

w r i t t e n n o t i c e and approved by the Eraployer. New eraployees who 

commence work f o r the Employer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

(d) The b e n e f i t s set f o r t h i n (a), (b) and (c) above s h a l l 

be paid provided the employee i s i n pay status the f u l l 

scheduled work day imraediately preceding and the f u l l scheduled 

work day iraraediately f o l l o w i n g work on one or both of those days 

w i t h the Employer's permission; such perraission s h a l l not be 

unreasonably denied. 

Section 6.2 Payment for Holiday 

I f an employee i s scheduled t o work on any calendar holiday 

as s p e c i f i e d i n Section 6.1, he/she s h a l l be paid at the r a t e of 

two (2) tiraes (which includes holiday pay) his/her norraal hourly 

ra t e f o r a l l hours worked. 

I f the eraployee i s not required t o work on a calendar 

holiday s p e c i f i e d i n Section 6.1, such eraployee s h a l l be paid 

e i g h t (8) hours at s t r a i g h t tirae f o r such holiday. 

A l l h o liday tirae s h a l l be considered tirae worked f o r the 

purposes of computing overtirae except where the holiday f a l l s on 

the eraployee's day o f f . 

Section 6.3 F a i l u r e to Report to Work on Scheduled Holiday 

I f an eraployee i s scheduled t o work on a holiday and f a i l s 

t o r e p o r t t o work, the eraployee s h a l l f o r f e i t his/her r i g h t t o 

pay f o r t h a t holiday unless his/her absence i s due t o i l l n e s s , 

i n j u r y , or other eraergency. 
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Section 6.4 Holiday Observance 

Except f o r employees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holiday; said 

holidays which f a l l on Sunday w i l l be observed, on the Monday 

a f t e r the holiday. For eraployees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an employee's vacation period 

the Employer s h a l l have the option of granting the eraployee an 

extra day's pay or an extra day of vacation at a tirae rautually 

agreed upon between the employee and the department head, 

provided the eraployee works the f u l l scheduled workday 

immediately preceding and the f u l l scheduled workday imraediately 

f o l l o w i n g such vacation period, unless such absence i s f o r a 

reason the Eraployer f i n d s t o b e . v a l i d . 

ARTICLE 7 
VACATIONS 

Section 7.1 Amount 

Employees s h a l l be e l i g i b l e f o r paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

employed. An eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such eraployee's continuous' service p r i o r to 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous Service Pr i o r t o July 1 Vacation 

"Less than 6 years ' 13 days 
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6 years or raore, but less than 14 years 18 days 

14 years or raore ' 23 days 

a f t e r 24 years 24 days 

a f t e r 25 years 25 days 

Section 7.2 Pro Rata Vacation 

An eraployee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : 

1. The eraployee d i d not have twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated frora eraployraent, other than 

f o r cause, during a calendar year i n which the employee d i d not 

have twelve (12) raonths of continuous service. The araount of 

pro r a t a vacation i s determined by d i v i d i n g the number of months 

of continuous service the f u l l - t i m e employee worked i n the 

previous/current calendar year, whichever i s ' a p p l i c a b l e , by 12; 

the r e s u l t i n g f i g u r e i s m u l t i p l i e d by the araount of paid 

vacation f o r which the eraployee i s e l i g i b l e i n Section 7.1 

above. Any f r a c t i o n i s rounded o f f t o the nearest whole nuraber 

of days. Eraployees separated frora eraployraent, other than f o r 

cause, w i l l be paid on a suppleraental 'payroll as soon as 

p r a c t i c a b l e f o l l o w i n g the l a s t day worked. 

Part-tirae eraployees who work at l e a s t 80 hours per raonth 

earn vacation on a pro rata basis c a l c u l a t e d i n accordance w i t h 

the formula used by the Employer i n accordance w i t h past 

p r a c t i c e . 
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Section 7.3 

A l l earned vacation leave s h a l l be f o r f e i t e d unless (1) the 

employee was denied vacation by the employer, or (2) the employee 

i s on an approved leave of absence, or (3) the employee e l e c t s i n 

w r i t i n g to carry over vacation days (up t o three (3) ouch 

vacation days of accrued and unused vacation days f o r employees 

w i t h less than ten (10) years of service, and up t o f i v e (5) days 

of accrued and unused vacation days f o r employees w i t h ten (10) 

or more years of service) f o r use i n d i v i d u a l l y or consecutively 

during the next vacation year, provided t h a t n o t i c e of such 

e l e c t i o n s h a l l be given to the employer before Deceraber 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maxim\un number of s i n g l e use vacation days provided 

f o r under t h i s Agreement. Such carry over vacation days must be 

scheduled i n the then c u r r e n t year f o r use i n the next year. 

Ca n c e l l a t i o n or re-scheduling of c a r r y over days s h a l l be 

c o n t r o l l e d by the p r o v i s i o n s set f o r t h i n the Agreement under 

Vacation Picks , upon—mutual—agreement—ef—bhe—employer,—which 

agreement—shall—net—be—unreasonably denied or v j i t h h c l d , and such 

carry over days must be taken on or before A p r i l June 30 of the 

next vacation year (or w i t h i n s i x (6) raonths, i n the case of an 

eraployee's r e t u r n frora an approved leave of absence). Nothing 

herein s h a l l l i m i t or p r o h i b i t the Employer from a l l o w i n g the 

employee t o reschedule c a r r y over before June 30*̂ *̂ , or approving 

the rescheduling of c a r r y over days beyond June 30̂ *̂ . Eraployees 

on duty d i s a b i l i t y shal.l r e t a i n any vacation leave earned p r i o r 

to being placed on duty d i s a b i l i t y leave, together with a l l 
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vacation tirae earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) months f o l l o w i n g the date i n which the person becarae 

disabled, and s h a l l be e n t i t l e d t o use such vacation time w i t h i n 

twelve (12) raonths f o l l o w i n g t h e i r r e t u r n t o work. 

Section 7.4 Employees Laid-off or Discharged 

Employees who are terrainated for cause are not en t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d to the amount of vacation pay i n the i r 

bank at the time of resignation. Employees s h a l l not earn 

vacation credit for any period during which they are on layoff 

or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 12 of t h i s Agreement. 

In the event of the death of an e l i g i b l e eraployee, the surviving 

widow, widower or estate s h a l l be entitled to any vacation pay 

to which the deceased eraployee was entitled. 

Section 7.5 Rate of Pay 

The rate of vacation pay s h a l l be coraputed by raultiplying 

the eraployee's straight tirae hourly rate of pay in effect for 

the eraployee's regular job at the tirae the vacation i s being 

taken, times 8 hours per day, times the number of days' vacation 

to which the eraployee i s entit l e d . Salaried eraployees s h a l l 

receive their regular salary in effect at the tirae the scheduled 

vacation i s taken. 

Section 7.6 Selection 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y , 

provided however, the Department Head s h a l l have the r i g h t t o 
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determine the number and scheduling of crews and eraployees who 

can be on vacation at any one tirae without hindering the 

operation of the Departraent. The Departraent w i l l not designate 

any tirae or p e r i o d during the calendar year when e l i g i b l e 

employees would be p r o h i b i t e d frora scheduling and t a k i n g 

vacation time.': 

Employees s h a l l make vacation picks at a tirae and i n the 

raanner c u r r e n t l y provided f o r by t h e i r Departraent. The 

Departraent w i l l respond t o the eraployees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of tirae a f t e r the 

request i s raade, but not raore than fourteen (14) days frora the 

date the request i s received by the Departraent, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe eraergency 

s i t u a t i o n caused by an act of God (e.g., snow,, f l o o d , storras), 

a severe raanpower shortage which raay s e r i o u s l y hinder the 

Department's operations, or where an employee possesses a unique 

s k i l l indispensable to the immediate perforraance of a 

Department's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payment of the vacation pay (thereby 

reducing the t o t a l of the eraployee's accrued vacation tirae) plus 

payraent to the eraployee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a norraal work day, or f o r a norraal 

work day, whichever i s greater, unless the eraployee v o l u n t a r i l y 

.agrees t o reschedule the vacation days l o s t . 
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Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an eraployee s h a l l 

occur only in the most extreme emergencies. In the event of such 

cancellation, the Eraployer w i l l reiraburse the eraployee for 

reaso'nable losses incurred as a direct result of the 

cancellation, (e.g., cost of rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the l i k e ) . 

Soction 7.7 Rociprocity With Other Agencies 

Any craployoc ef the C i t y e f — C h i c a g o h i r e d — p r i o r be 

February 13, 198 6—whe—hae—rendered—oervicc—te—bhe—County—ef-

Cook,—the—Chicago—Park—Diotrict,—bhe—Chicago—Housing—Authority, 

b h e — F o r o s t — P r e s e r v e — D i s t r i c t , — t h e M e t r o p o l i t a n — S a n i t a r y — D i s t r i c t 

ei—Greater—Chicago,—the—State—ef—Illinoio,—t-he—Chicago—Board—e-f 

Education, b h e — C i t y — C o l l c g e o e i — C h i c a g o , Coraraunity—College 

Diotrict—508,—bhe—Chicago T r a n o i t A u t h o r i t y , — b h e — P u b l i c — B u i l d i n g 

Coraraiosion e i Chicago, bhe Chicago Urban Tranoportation 

D i s t r i c t , — a f t d — t h e — R e g i o n a l ' T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

b h e — r i g h t — t - e — h a v e — b h e — p e r i o d — e f — o u c h — o c r v i c c — c r e d i t e d — a n d 

c o u n t e d — f e r — t h e — p u r p o s e — e f — c o r a p u t i n g — t h e — n u r a b c r — e f — y e a r s — e i 

s e r v i c e — a e — a n — e r a p l o y e e — e i — t h e — C i t y — f e r — v a c a t i o n o , — p r o v i d e d — t h a t 

ouch—ocrvice—hae—boon—continuous service. Hovjcvcr,—vacation 

t i r a e — a c c r u e d — v j h i l c — w o r k i n g — f e r — a n o t h e r — p u b l i c — a g e n c y — i e — n e b 

t r a n s f e r a b l e . E r a p l o y o e s — h i r e d — a f t e r February—12- , 198 6—whe 

render—service—f-er—any—other—employer—ae—otatcd—above—shall have 

b h e — r i g h t — t - e — h a v e — t h e — p e r i o d — e i — o u c h — s e r v i c e — c r e d i t e d — a n d 

c o u n t o d — f e r — t - h e — p u r p o s e — e i — c o r a p u t i n g — t h e — n u r a b c r — e i — y e a r s — e i 
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service—a-s—an—eraployee—ei—bhe—City—fer—vacations,—provided—a 

raajority of other employees of the Employer receive ouch credit. 

Section 7.7 Non-Consecutive Vacation Days 

Employees may receive up to five s i x (6) of their vacations 

days one or raore day(s) at a tirae as days off in each year. 

Such days off s h a l l be scheduled pursuant to Section 7.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

eraployee's supervisor and such approval" s h a l l not be 

unreasonably withheld. I f the eraployee seeks such days so late 

in the vacation year that the eraployee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Eraployer prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 

charged with a single, non-consecutive vacation day CWF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on either side of his/her regularly scheduled days off and 

then schedules a single vacation day on the opposite side of the 

regularly scheduled days off, then the single day s h a l l be 

considered consecutive with the other vacation days and the 

employee s h a l l not be charged with a single vacation day. 

Nothing herein s h a l l l i m i t or prohibit the Employer from 

approving additional single vacation days. 
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Eraployees raay designate and use at t h e i r o ption up t o f i v e 

-(-5-)- s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreeraent as si c k days t o cover periods of bonafide raedical 

i l l n e s s or the i l l n e s s o f f a m i l y members, who s h a l l i n clude (or 

may be expanded upon by the Ci t y ) : (i)mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

pa r t n e r i s r e g i s t e r e d w i t h the Department of Human Resources. 

The Eraployer reserves the r i g h t t o ask the eraployee t o f u r n i s h 

proof of said i l l n e s s . An eraployee d e s i r i n g t o use vacation days 

as s i c k days under t h i s p r o v i s i o n s h a l l inforra the 

representative of the Eraployer who employees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the time he/she 

c a l l s i n t o report an i l l n e s s . Salaried eraployees who c u r r e n t l y 

are r e c e i v i n g s i c k days under t h i s Agreeraent s h a l l be i n e l i g i b l e 

t o use vacation days as sick days while they have a v a i l a b l e 

unused sick days. 

ARTICLE 8 
CONTINUOUS SERVICE 

Section 8.1 Definition 

Continuous service raeans conti.nuous paid employment frora 

the eraployee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployment. . In a d d i t i o n , an employee 
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earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence ' of one year or 

less or l a y o f f of 30 days or less; or 

2. An absence where the eraployee i s adjudged 

e l i g i b l e f o r duty d i s a b i l i t y compensation. 

Section 8.2 Interruption i n Service 

(a) Non-seasonal employees who work a rainiraura of eighty 

(80) hours per raonth s h a l l be c r e d i t e d w i t h continuous service 

f o r the tirae worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

1. Absences without leave. 

2. Absences due t o suspension. 

3. Unpaid leave of absence f o r raore than 30 

days or l a y o f f f o r more than- 30 days, unless employees 

are allowed t o accuraulate s e n i o r i t y under t h i s 

Agreement. 

(b) Seasonal eraployraent of 120 days or less i n any 

calendar year s h a l l not be c r e d i t e d toward continuous service 

f o r the time worked. 

(c) Seasonal eraployment i n excess of 120 days i n any 

calendar, year s h a l l be credited toward continuous service. 
Section 8.3 Reciprocity 

Eraployoco h i r e d p r i o r to—February 13,—198 6 who have 

rendered ocrvicc to—the County of Cook,—the Chicago Park 

Pis t r i c t , — t h e — F o r e s t — P r e s e r v e D i o t r i c t , — t h e Chicago Houoing 

A u t h o r i t y , — t h e Metropolitan Sanitary D i s t r i c t of Groatcr 
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Chicago,—the State of I l l i n o i s , — t h e Chicago Board of Education, 

C i t y Colleges—of Chicago,—Coraraunity College—Diotrict—508,— t h e 

Chicago T r a n s i t A u t h o r i t y , — P u b l i c B u i l d i n g Coraraiosion of 

Chicago,—the Chicago Urban Transportation D i o t r i c t and the 

Regional Tranoportation A u t h o r i t y s h a l l have the period of ouch 

service c r e d i t e d and counted f o r tho purpose of advanceracnt 

w i t h i n l o n g e v i t y salary schedules. However,—craployceo h i r e d 

a f t e r February 13, 1986 who render service f o r any other 

eraployer as st a t e d abovo s h a l l have the r i g h t t o have the period 

of ouch service c r e d i t e d and counted f o r tho purpose of 

advanceraent w i t h i n l o n g e v i t y salary schedules provided a 

raajority of other oraployeeo of the Eraployer receive ouch c r e d i t . 

Section 8.4 Break i n Service 

Notwithstanding the p r o v i s i o n s of any ordinance or r u l e t o 

the contrary, continuous service of an employee i s broken, the 

employment r e l a t i o n s h i p i s terrainated, and the eraployee s h a l l 

have no r i g h t t o be r e h i r e d , i f the eraployee q u i t s , i s 

discharged, r e t i r e s , i s absent f o r f i v e (5) consecutive work 

days without n o t i f y i n g the eraployee's authorized Eraployer 

representative unless the circurastances preclude the Eraployee, 

or soraeone on h i s behalf, frora givj.ng such n o t i c e , does not 

a c t i v e l y work f o r the Eraployer f o r twelve (12) raonths (except 

f o r approved f u l l tirae Union representative leaves or raedical 
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leaves of absence and duty d i s a b i l i t y leaves) , or i s on l a y o f f 

f o r more than twelve (12) consecutive raonths i f the eraployee has 

less than f i v e (5) years of service at the tirae of the l a y o f f , 

or i s on l a y o f f f o r more than two (2) years i f the employee has 

f i v e (5) or more years of service at the time of the l a y o f f . 

Section 8.5 Probationary Employment 

New employees, hired after r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary employees for the f i r s t twelve 

(12) s i ) ; (6) raonths of t h e i r eraployraent and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Eraployer a f t e r twelve (12) -ei^* (-6) raonths s h a l l be career 

service employees and s h a l l have t h e i r s e n i o r i t y date raade 

r e t r o a c t i v e t o the date of t h e i r o r i g i n a l h i r i n g . Probationary 

eraployees raay be d i s c i p l i n e d or discharged as e x c l u s i v e l y 

deterrained by the Eraployer and such Eraployer a c t i o n s h a l l not be 

subject to the grievance procedures, provided that,(1) after the 

f i r s t s i x (6) months of the probationary period, i f the Employer 

intends to impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

prior to imposing the suspension, except i n emergency or where 

the employee i s unavailable, the Employer s h a l l notify the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting with the Union and the employee to discuss 

and allow the employee to respond to the accusations, and/or (2) 

i f the Eraployer, w i t h i n i t s d i s c r e t i o n , r e h i r e s a former 

eraployee who d i d not complete his/her probationary period w i t h i n 
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one year frora the eraployee's terraination, and said forraer 

eraployee had served 90 days or more of his/her probationary 

period, a l l tirae previously served in the probationary period 

s h a l l be counted for purposes of deterraining when the said 

eraployee corapletes his/her probationary period. A probationary 

eraployee who has served 90 days or raore of his/her probationary 

period and who i s l a i d off s h a l l be given preference over other 

applicants for employraent in the sarae job t i t l e in the 

departraent frora which he/she was l a i d off, so long as he/she 

does not refuse an offer of eraployraent, and does not suffer a 

break in service under Section 8.4 of th i s Agreeraent. Seasonal 

employees who have worked without a break i n service or who have 

works more than twelve (12) cumulative months and bid into (or 

otherwise become) career service position/employees, s h a l l not 

have to serve the above twelve (12) month probationary period, 

but s h a l l have an evaluation period not to exceed s i x t y (60) 

days, to demonstrate that he/she can perform the job. I f the 

Employer has j u s t cause based upon the employee's job 

performance at any time during the evaluation period that the 

employee cannot perform the job, then he/she s h a l l be re-turned 

to the seasonal position held j u s t prior, displacing, i f 

necessary, any employee who has been placed into said job. 

Probationary eraployees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreeraent. Probationary eraployees s h a l l be compensated at the 

same ra t e as career service emp.loyees. 

Section 8.6 Seasonal Employment 
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A seasonal employee i s an eraployee who i s eraployed i n a job 

t i t l e f o r teraporary work r e l a t e d t o or caused by seasonal needs. 

The Employer s h a l l n o t i f y the .Union of the number and job t i t l e s 

of any such appointraents. I t i s understood and agreed t h a t the 

h i r i n g and r e t e n t i o n of seasonal eraployees s h a l l be at the 

d i s c r e t i o n of the Eraployer. 

Seasonal appointees s h a l l not become Probationary Career 

Service or Career Service employees by v i r t u e of length of 

service i n a seasonal appointraent. 

Seasonal employees who have accumulated less than twelve 

(12) raonths of seasonal service s h a l l not be e l i g i b l e f o r 

holidays, vacations, s i c k leave f o r s a l a r i e d eraployees, v i s i o n 

care, d e n t a l , l i f e and accident b e n e f i t s , bereaveraent pay or 

j u r y duty, but w i l l be provided w i t h group h e a l t h insurance 

under the sarae e l i g i b i l i t y and conditions as other employees 

covered by t h i s Agreeraent, except t h a t e l e c t i v e raedical care and 

p r e - e x i s t i n g c o n d i t i o n s , as those terms are defined i n the 

standard group insurance p o l i c y , s h a l l be excluded. 

Seasonal employees s h a l l be compensated at the same r a t e as 

career service employees. Seasonal employees raay be d i s c i p l i n e d 

or discharged as e x c l u s i v e l y determined by the Employer and such 

Employer a c t i o n s h a l l not be subject to the grievance 

procedures. Seasonal employees s h a l l be e l i g i b l e f o r r e c a l l to 
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seasonal p o s i t i o n s i n which they have accumulated f i v e (5) 

raonths of said seasonal service, provided t h a t such eraployees: 

1. Shall not have received a negative e v a l u a t i o n during 

t h e i r l a s t seasonal appointraent and s h a l l not have 

received (a) raore than one w r i t t e n warning or (b) a 

d i s c i p l i n a r y suspension i n any Eraployer p o s i t i o n ; 

2. Shall be a v a i l a b l e , f i t f o r duty and subject t o the 

sarae pre-eraployraent screening procedures as are new 

applicants f o r eraployraent when r e c a l l e d , and s h a l l 

have the present a b i l i t y without f u r t h e r t r a i n i n g t o 

iraraediately perforra the duties of the p o s i t i o n t o 

which they are r e c a l l e d ; 

3. Shall not refuse, r e c a l l . Upon r e c a l l , the eraployee 

s h a l l proraptly n o t i f y the Eraployer of his/her desire 

t o r e t u r n t o work and s h a l l be a v a i l a b l e t o re p o r t f o r 

eraployraent w i t h i n seventy-two (72) hours of said 

n o t i c e or the eraployee s h a l l be deeraed t o have refused 

r e c a l l ; 

4. Shall have been r e c a l l e d w i t h i n one year of the 

e x p i r a t i o n of t h e i r l a s t seasonal eraployraent; and 

5. Shall not have resigned or in c u r r e d a break i n service 

during a period of appointraent. 

Eraployees who do not raeet and continue t o meet a l l of the 

f i v e (5) conditions s t a t e d above, s h a l l have t h e i r names 

perraanently reraoved from the r e c a l l l i s t . 



Evaluations s h a l l not be subject t o the grievance 

procedure, except t h a t the Employer s h a l l not give a seasonal 

eraployee a negative evaluation f o r an a r b i t r a r y or capricious 

reason f o r the purpose of preventing the eraployee frora becoraing 

e l i g i b l e f o r r e c a l l under t h i s Section, and, only t o t h a t 

l i r a i t e d extent raay such Eraployer a c t i o n be subject t o grievance. 

A seasonal eraployee who i s h i r e d on an annual r e c u r r i n g 

basis w i t h i n one- year of his/her l a s t t e r r a i n a t i o n , and who 

accuraulates twelve (12) raonths of said seasonal service s h a l l 

receive the b e n e f i t s under t h i s Agreeraent which are given to 

career service eraployees, and s h a l l rerait f u l l c o n t r i b u t i o n s 

toward t h e i r h e a l t h care coverage. 

E f f e c t i v e January 1, 2001, seasonal eraployees w i t h less 

than 12 raonths of seasonal service w i l l continue t o receive 

t h e i r current b e n e f i t package, but w i l l pay a pro-rata share of 

the f u l l c o n t r i b u t i o n toward t h e i r h e alth care coverage. The 

araount of t h a t c o n t r i b u t i o n s h a l l be approxiraately 90% of the 

eraployee raedical c o n t r i b u t i o n f o r career service eraployees-^ Fer^ 

e x a r a p l e , — b h e — c o n t r i b u t i o n s — a t — s e l e c t e d — s a l a r y — l e v e l s — p e r — p e y 

period are as—f ollovjo : 

ANNUAL 
O 7\ T 7\ p Y 

SINGLE 
n n c; o n o. 

EMPLOYEE -H 
1 A O - ] n oo 

FAMILY 
-1 n n o A CO 

O i i l j i i L \ 1 3 . y iL 3 Z y G X . *r iL X 1 3 G X . 1 1 3 t 3 G 

rin -i-n "^^n nnn 1 so 10 0 0 n n 
^n nm 

X iL . 3 3 

1 o n o 

X y . 3 3 

10 SS 
i , . 3 3 

OA o q 
Cf ^ 3 , 3 3 X 

SAO 00 0 
X i. . . / ^ 

IS A 3 
.1. y . 3 3 

o o n n 0 Sf 
•f -l 3 , 3 3 3 

SO 000 
X 3 . iL 

1 0 3 O 

Z .J . 13 

on, f o 

i y . 3 3 

Of r \ c 
Y 3 3 , 3 3 3 

SfO 000 

\. y . z 3 

o o -] o 

Z Jy . 3 iL 

-^S SA 
3 3 . J 3 

A A -5/1 
Cf 3 3 , 3 3 3 

$ 7 0 , 0 0 0 
^ . X ..y 

2 6 . 9 9 
3 3 . 3 "t 

4 1 . 4 7 5 1 . 7 3 
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$80, 000 = 30. 84 47 . 39 59. 12 

Maxiraura r a t e 34.7'] 53 . 37 66. 56 

E f f e c t i v e J u l y — h , 2006, t h e s e — c o n t r i b u t i o n o — a t — o o l c c t e d 

salary l e v e l o per pay period w i l l be adjusted as—follows: 

ANNUAL 
o A f 7\ n v 

SINGLE 
1 o q o -1 o. 

EMPLOYEE + 1 — 
1 0° SA°r 

FAMILY 
O AO fCO 

Oi iXJl \L\ X X . £ — i t — L 0 X . y 3 3 H G Z . rt 1 3 3 G 

lln t n S'^0 000 1 Rn 10 00 00 

S •'O 0 0 1 
J . . . J U 

1 A SA 
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o o OA 
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Z Z . 3 *i 
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OA o o 
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o n o o 
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V vJ U , U U U 
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i^ t . Z 3 

'^0 01 
1 . i^ i.. 

A A fP 
r i D . 4 J 

SS T 
Y 3 3 , 3 3 3 

S'^0 000 
i , y . 3 1 

- 3 T n o 

4 4 . 3 \j 

K O 1 O 

3 3 . 1 Z 

fS 01 
Y ' 3 , 3 3 3 

*°n nnn 
3 .J . y i., 

OQ n f 

3 Z . X Z 

SO Sf 
3 3 . 3 X 

T d 3 n 
Y ^ 3 , 3 3 3 

"^00 000 
3 3 . 13 

4 "5 S^ 
3 y . 3 3 

01 
1 H . 33-

Q O CO 
Y y 3 , 3 3 3 

$ 1 0 0 , 000 
'i ..J . 3 Z 

4 8 . 4 6 
3 1 . 3 X 

7 4 . 4 6 
3 3 - . D Cr 

— 9 2 . 8 7 

The Department w i l l provide the Union w i t h w r i t t e n n o t i c e 

of the naraes of l a i d o f f seasonal eraployees w i t h i n fourteen (14) 

days of l a y o f f , and the naraes of r e h i r e d seasonal eraployees 

w i t h i n fourteen (14) days of r e h i r e . 

E f f e c t i v e upon r a t i f i c a t i o n , i n the event the Eraployer 

intends t o irapose a d i s c i p l i n a r y suspension w i t h respect t o a 

seasonal eraployee w i t h at l e a s t f i v e (5) years of seasonal 

service, as defined herein, and where the suspension would 

r e s u l t i n a loss of pay f o r the employee, p r i o r t o iraposing the 

suspension, except i n an emergency or where the employee i s 

unavailable, the Eraployer s h a l l n o t i f y the eraployee and the 

Union and, upon request frora the Union, w i l l schedule a raeeting 

w i t h the Union and the employee. At the meeting the Employer 

w i l l n o t i f y the employee and the Union of the contemplated 

d i s c i p l i n a r y a c t i o n and the reason(s) underlying i t . The 
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eraployee and the Union w i l l be given the op p o r t u n i t y t o respond 

to the accusations at the raeeting. This meeting s h a l l be 

inform a l and there s h a l l be no witnesses present unless both 

p a r t i e s agree. The Employer may, at i t s option, conduct f u r t h e r 

i n v e s t i g a t i o n a f t e r t h i s meeting. In the event d i s c i p l i n e i s 

imposed i t s h a l l not be subject t o the grievance procedure, as 

nothing i n t h i s p r o v i s i o n s h a l l be deeraed as a l t e r i n g the non-

Career Service status of seasonal eraployees. This p r o v i s i o n 

s h a l l not apply where the suspension i s the r e s u l t of 

a p p l i c a t i o n of progressive d i s c i p l i n e f o r v i o l a t i o n of the 

Eraployer's tirae and attendance p o l i c i e s , provided t h a t the 

Eraployer s h a l l , upon request, provide the Union w i t h copies of 

the employee's time and attendance record. 

Upon request by e i t h e r p a r t y raade a f t e r one year frora the 

date of r a t i f i c a t i o n of t h i s Agreeraent, the p a r t i e s s h a l l raeet 

to discuss any proposed changes t o t h i s Section 8.6. 

ARTICLE 9 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 9.1 

(a) The Eraployer shal.l provide to eraployees and t h e i r 

e l i g i b l e dependents Group Health, Vision Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a raajority .of 

other eraployees of the C i t y under the same terms and conditions 

applicable t o said other employees, provided f u r t h e r , said 

b e n e f i t s s h a l l be at no cost to employees and t h e i r e l i g i b l e 

dependents. 
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(b) Eraployees who participate in the Employer; medical 

care plan or an HMO s h a l l make the following contributions 

toward their health care coverage based on the applicable 

percentage of thei r base salary (not including overtime) limited 

by the salary cap: 

Employee +1 Single 

July 1, 2017 1.2921% 1.9854% 

July 1, 2018 1.7921% 2.4854% 

Jan. 1, 2019 2.2921% 2.9854% 

Jan. 1, 2020 2.7921% 3.4854% 

Family Salary Cap 

2.4765% $90,000 

2.9765% $100,000 

3.4765% $115,000 

3.9765% $130,000 

-fi-) G m p i o y e c — r a e d i c a l — c o n t r i b u t i o n a — a r e — b a s e d — e n — a 

composite—1.6%—of base—salary—f-er—single,—employee—and: 

one,—and—faraily—levels—ei—coverage—a-s—specified below. 

F^er—example, b h e — c o n t r i b u t i o n o — a b o o l c c t e d — s a l a r y 

l e v e l o per pay period arc as—follows: 

ANNUAL 
o 7\ T 7\ n Y 

S I N G L E 
1 n o o 1 o. 

EMPLOYEE 1 1 
1 c-in-io 

F A M I L Y 
1 010S°r 

\ X j i i r \ 1 J - • U <i- U -L U X . 3 1 y 1 G 
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con nnn 
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Cf 3 J , ly J y 

$ 9 0 , 0 0 0 + 
3 O 

3 * 
. .J J 

—: 
3 y . i., H 

5 9 . 3 0 7 3 . 9 5 

Aii—contributiono—shall—be—made—en—a—pre—t-ax—basis—and—are 

payable—en—a per pay' period basis. 
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-(̂ -) e f f e c t i v e — J u l y — i - , — 2 0 0 6 — e m p l o y e e — m e d i c a l — c o n t r i b u t i o n o 

ere—based—en—a—composite—2.0%—ei—base—salary—iene 

s i n g l e , erapioycc and one, , and faraily l e v e l s e i 

coverage a-s s p e c i f i e d below. Fe¥ oxaraplo, bhe 

c o n t r i b u t i o n o — a b — s e l e c t e d — s a l a r y — l e v e l s — p e r pay period 

arc ao—f ollovjs : 
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A l l c o n t r i b u t i o n s s h a l l be raade on a pre-tax basis and are 

payable on a per pay period basis. 

E f f e c t i v e January 1, 2019, prescription benefits s h a l l be 

siibject to an annual deductible of $35 per Employee (one annual 

deduction per household). 

E f f e c t i v e January 1, 2021, p r e s c r i p t i o n b e n e f i t s s h a l l be 

subject t o an annual d e d u c t i b l e of $75 per Employee (one annual 

deduction per household). 

(c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Eraployer. A l l b e n e f i t s are subject to standard 

provisions of insurance p o l i c i e s between Eraployers and insurance 

corapanies. 
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(d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims s h a l l not be subject t o 

the grievance procedure provided f o r i n the Agreement between 

the Eraployer and the Union. 

(e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be raade a v a i l a b l e t o q u a l i f i e d 

eraployees. The Eraployer may o f f e r coverage under raore than one 

HMO. The eraployee's option of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 
i 

anything i n t h i s Agreement t o the contrary. 

( f ) Where both husband and wife or other f a m i l y members 

e l i g i b l e under one faraily coverage are eraployed by the Eraployer, 

the Eraployer s h a l l pay f o r only one faraily insurance or faraily 

health plan. 

(g) The current p r a c t i c e p e r r a i t t i n g employees t o use 

vacation or other time due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreeraent. 

(h) Consistent w i t h the terras of the Eraployer's e x i s t i n g 

Group Health Care Plan, and the a p p l i c a b l e rules thereof, 

eraployees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 

suspension l a s t i n g 30 days o.r less. Employees on approved FMLA 

leave s h a l l be e n t i t l e d t o continued raedical coverage f o r a 

raaxiraura of 12 weeks, subject to the terras of the Plan and any 

other a p p l i c a b l e p r o v i s i o n s of t h i s Agreement. Employees who are 

re c e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 
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continued medical coverage as provided under the terras of the 

Plan and i t s applicab l e r u l e s . As a c o n d i t i o n of continued 

raedical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees raust raake a l l i n d i v i d u a l medical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and' the terras of 

the Plan and i t s applicab l e r u l e s . I n the event t h a t an 

employee loses coverage under the Plan, he or she w i l l be 

provided notice thereof, the forra of which raay include, but i s 

not l i m i t e d t o , a COBRA no t i c e , a HIPAA no t i c e , a w r i t t e n 

coraraunication frora the Eraployer or i t s insurance c a r r i e r , or 

some other s i r a i l a r advisory. -; 

Section 9.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o croate maintain a J o i n t Labor Management 

Cooperation Coraraittee ("LMCC") pursuant to appl i c a b l e s t a t e and 

fede r a l Law. The purpose of the LMCC i s t o research and make 

recoraraendations and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o 

the achieveraent of s i g n i f i c a n t and raeasurable savings i n the 

cost of eraployee health care during the terra of t h i s Agreeraent. 

The Parties s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC 

by executing an Agreeraent and Declaration of Trust ("Trust 

Agreeraent") conteraporaneously w i t h the execution of each 

C o a l i t i o n Union's c o l l e c t i v e bargaining agreement w i t h the C i t y 
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of Chicago. Said Trust Agreeraent .shal l be attached t o t h i s 

Agreeraent as Appendix C. 

Section 9.3 

The Trust Agreeraent s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g : , 

(a) Formation of a Committee t o govern the LMCC c o n s i s t i n g 

of up to twenty (20) "^Trustees, h a l f of the Trustees s h a l l be 

appointed by the C i t y of Chicago and h a l f of the Trustees s h a l l 

be appointed by the C o a l i t i o n Unions. 

(b) Appointment by the C i t y and C o a l i t i o n of a Co-Chair 

and Vice-Co-chair as designated i n the Trust Agreement. 

(c) A u t h o r i t y of the LMCC t o make recoraraendations and 

raodifieations in^ the hea l t h plan expected t o r e s u l t i n savings 

and cost containraent. 

(d) Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d p a r t i e s . 

Section 9.4 

For purposes of this • A r t i c l e , an "employee" s h a l l mean a 

City eraployee represented by signatory labor organizations of 

this Agreeraent. A "Coalition Union" raeans signatories to th i s 

Agreeraent which have executed a co l l e c t i v e bargaining agreeraent 

with the City. 

Section 9.5 

The parties commit to implementing Medical Plan Design changes 

that w i l l r e s u l t i n estimated savings of at l e a s t $3 million (as 
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c a l c u l a t e d w i t h respect t o the C o a l i t i o n Unions barg a i n i n g 

u n i t s ) by 2020. The p a r t i e s w i l l work through the LMCC t o 

i d e n t i f y changes t h a t w i l l r e s u l t i n the r e q u i r e d savings. I f , 

p r i o r t o January 1, 2020, the p a r t i e s have not reached agreement 

upon the proposed changes, each p a r t y w i l l submit i t s o f f e r o f 

proposed changes and the amount proposed t o be reduced, 

i n c l u d i n g the methodology f o r es t i m a t i n g the value of the 

proposed changes, t o a mutually agreed upon a r b i t r a t o r , who w i l l 

be l i m i t e d t o s e l e c t i n g e i t h e r the C i t y ' s or C o a l i t i o n Unions' 

o f f e r . The o f f e r selected by the a r b i t r a t o r w i l l be b i n d i n g on 

the p a r t i e s and on the LMCC. 

Section 9.6 

The C i t y agrees t o provide representatives from the 

C o a l i t i o n Unions i n f o r m a t i o n , such as the claims experience from 

the C i t y r e t i r e e h e a l t h plans, and other r e l e v a n t 

data/information so t h a t the C o a l i t i o n Unions can explore the 

f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h p lan 

separate and independent from the C i t y ' s plans t h a t could cover 

c e r t a i n C i t y r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be 

provided w i l l i n c l u d e , but not be l i m i t e d t o , a census f o r the 

cur r e n t non-Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, 

coverage t i e r ( s i n g l e , couple, f a m i l y , etc.) , and z i p code of 

residence, as w e l l as the claims i n f o r m a t i o n and enrollment 

counts f o r the l a s t three (3) years. The Unions agree t o execute 

any appropriate c o n f i d e n t i a l i t y agreements necessary f o r the 
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release of such information. The parties understand and agree 

that the identity of any s p e c i f i c individual w i l l not be 

ascertainable from the information supplied. 

ARTICLE 10 
LEAVE OF ABSENCE 

Section 10.1 Bereavement Pay 

I n the event of a death i n an eraployee's iraraediate f a r a i l y , 

such eraployee s h a l l be e n t i t l e d t o a leave of absence up to a 

maxiraura of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

employee s h a l l be e n t i t l e d t o a raaxiraura of f i v e consecutive 

days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t tirae pay f o r such tirae as she/he i s 

required t o be away frora work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed eight hours per day) . Salaried 

eraployees s h a l l receive the leave of absence without a d d i t i o n a l 

corapensation. 

The employee's immediate f a m i l y s h a l l be defined as: 

mother, f a t h e r , husband, w i f e , brother or s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, mother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whora the employee i s 

a court-appointed l e g a l guardian. The Eraployer may, at i t s 

option, require the employee to subrait s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the' deceased to the 

eraployee. 
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Section 10.2 Milit a r y Leave 

Any eraployee who i s a meraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend, a t r a i n i n g prograra or perforra other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not to exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the eraployee 

deposits his/her railitary pay f o r a l l days corapensated by the 

Eraployer w i t h the C i t y Coraptroller. 

Any eraployee who i s a raeraber of the National Guard of the 

United States or of the State of I l l i n o i s and who i s ordered by 

the appropriate a u t h o r i t i e s t o attend a t r a i n i n g prograra or 

perform other duties under the supervision of the United States 

or the State of I l l i n o i s , s h a l l be granted a paid leave of 

absence during the period of such a c t i v i t y , but not t o exceed 

f i f t e e n (15) calendar days i n any calendar year, provided t h a t 

the eraployee deposits his/her railitary pay f o r a l l days 

corapensated by the Eraployer w i t h the C i t y Coraptroller. Any 

r e s e r v i s t c a l l e d f o r a c t i v e duty on or a f t e r September 11, 2001, 

s h a l l be e n t i t l e d '^to f u l l salary and medical b e n e f i t s , provided 

t h a t paid leave s h a l l be conditioned upon payraent of railitary 

pay to the Coraptroller. The r i g h t t o t h i s a d d i t i o n a l paid leave 

s h a l l a u t o m a t i c a l l y terrainate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the eraployee's 

vacation or other leave b e n e f i t s . 
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Section 10.3 Jury Duty Leave/Subpoena 

An eraployee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the eraployee i s a p a r t y t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the terra of 

such absence, provided t h a t the eraployee deposits h i s j u r y duty 

pay w i t h the C i t y Coraptroller. 

Section 10.4 Sick Leave 

Salaried—eraployoco—whe—are—granted—paid—sick—leave—en—bhe 

e x e c u t i o n — e i — t h i o — A g r c o r a c n t — s h a l l — c o n t i n u e — b e — r e c e i v e — t h e — s a r a e 

sick—leave—provioions—during—bhe—terra—ef—this—Agrcoracnt,—ee—long 

a - s — h e / o h e — c o n t i n u e s — t e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w a s 

receiving—oick—leave—a-t—bhe—execution—of' this—Agrocraent. Thio 

p r o v i s i o n — w i l l — n e t — a f f e c t — a n y — a c c u r a u l a t e d — o i c k — l o a v e — c r a p l o y e e o 

may—have—a-t—the—oxccution—ei—thio—Agrcoracnt. An—erapioycc—shall 

have the option t o use up t o — s i x days—ei—sick leave per y e a r — f e ^ 

b h e — i l l n e s s — o f an—iraraediate—faraily raeraber. 

N o t w i t h o t a n d i n g — t h e — f o r e g o i n g , E e f f e c t i v e January 1, 1998 

and thereafter, oaid s a l a r i e d employees who receive paid sick 

time s h a l l accrue sick tirae at the rate of one (1) day for each 

raonth of eraployraent. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 

blood, step or half) , son or daughter (including blood, step or 

adopted), father-in-law, mother-in-law, daughter-in-law, son-in-
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law, grandparents or grandchildren; or ( i i ) domestic p a r t n e r or 

the domestic partner's mother, f a t h e r , son or daughter 

( i n c l u d i n g blood, h a l f , step or adopted), provided t h a t the 

employee's domestic partner i s r e g i s t e r e d w i t h the Department of 

Human Resources. In the event an eraployee experiences a serious 

h e a l t h c o n d i t i o n w i t h i n the meaning of the Family Medical Leave 

A c t , i s — h o s p i t a l i z e d , upon request of the eraployee, the Employer 

w i l l raake a v a i l a b l e t o said eraployee up t o the f u l l amount of 

sick time the eraployee would have accrued f o r the reraainder of 

t h a t calendar year as i f he/she were a c t i v e l y eraployed, i n order 

to cover the absence r e s u l t i n g frora the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n — a n d — r e c o v e r y . Upon his/her r e t u r n t o 

work, the employee w i l l begin t o accrue s i c k time w i t h the s t a r t 

of the next calendar year. The Employer reserves the r i g h t t o 

require an employee t o provide documentation of the i l l n e s s i n 

question. 

Section 10.5 D i s a b i l i t y Leaves 

Any employee who i s absent frora work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Eraployer w i l l 

raail the i n i t i a l Duty D i s a b i l i t y payment w i t h i n ten working days 

upon r e c e i p t of v e r i f i e d a u t h o r i z a t i o n from the approving 

a u t h o r i t y . Subsequent payment f o r e l i g i b l e eraployees w i l l be 

raade twice a month. I f duty d i s a b i l i t y i s denied, and such 

denial i s l a t e r reversed, the employee s h a l l be paid up t o date 

the araount the employee was e l i g i b l e to receive. Employees who 

r e t u r n from said leaves s h a l l be r e i n s t a t e d t o t h e i r former job 
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c l a s s i f i c a t i o n , i f i t i s vacant or i f i t i s then occupied by an 

employee w i t h lower s e n i o r i t y . I f the employee's forraer job 

c l a s s i f i c a t i o n i s not a v a i l a b l e because the eraployee would have 

been l a i d o f f i f the eraployee had not been on a leave of 

absence, the eraployee raay exercise s e n i o r i t y • r i g h t s i n 

accordance w i t h and subject t o the l a y o f f , r e c a l l and break-in-

service provisions of t h i s Agreeraent. 

The Eraployer w i l l raail the i n i t i a l Duty D i s a b i l i t y payraent 

within fourteen (14) days of the Eraployer's designated raedical 

o f f i c e r being advised by the employee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to the employee's entitlement to Duty D i s a b i l i t y . 

Section 10.6 Personal Leaves 

Non-probationary employees may apply f o r leave of absence 

without pay f o r personal reasons. The grant and d u r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accuraulate f o r eraployees on said leaves. 

Employees who r e t u r n from said leave s h a l l be r e i n s t a t e d t o 

t h e i r former job c l a s s i f i c a t i o n , i f the Eraployer deterraines i t 

i s vacant or i f i t i s then occupied by an employee w i t h lower 

s e n i o r i t y . I f the employee's former job i s not a v a i l a b l e 

because the eraployee would have been l a i d o f f i f the eraployee 

had not been on a i.eave of absence, the employee may exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o thcs l a y o f f , 

r e c a l l and break-in-service p r o v i s i o n s of t h i s Agreeraent. 
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Bargaining u n i t employees who have completed t h e i r f i r s t 12 

raonths of employraent and-'who have worked 1, 250 hours i n the 

preceding 12 raonth period s h a l l t h e r e a f t e r be e n t i t l e d t o f a m i l y 

and medical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12) month period f o r any of the f o l l o w i n g 

reasons; 

(1) f o r the b i r t h of an employee's c h i l d and to care f o r 

the newborn c h i l d ; 

(2) f o r the placeraent w i t h the eraployee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) t o care f o r the eraployee's spouse, c h i l d or parent 

w i t h a serious health c o n d i t i o n ; 

(4) due t o a serious h e a l t h c o n d i t i o n a f f e c t i n g the 

eraployee. Such leave s h a l l be without pay unless the 

eraployee deterraines t o s u b s t i t u t e accrued paid leave 

f o r which the eraployee i s e l i g i b l e . During any leave 

taken under t h i s A r t i c l e , the eraployee's h e a l t h care 

coverage s h a l l be raaintained anci paid f o r by the 

eraployer, as i f the eraployee was working and s e n i o r i t y 
v. 

s h a l l accrue. Any eraployee d e s i r i n g to take leave 

under t h i s Section s h a l l provide reasonable advance 

notice t o the employer on a form provided by the 

employer, which form s h a l l be approved by the Union. 

Reasonable advance noti c e s h a l l be no less than ten 

(10) days; and where advance notice cannc^t be 
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provided, the employee s h a l l provide n o t i c e w i t h i n 48 

hours a f t e r the eraployee i s able t o do so. F a i l u r e t o 

provide the n o t i c e provided f o r i n t h i s Section s h a l l 

not a f f e c t the v a l i d i t y of the leave where the 

eraployer has actual n o t i c e . Except as raay be 

s p e c i f i c a l l y stated in t h i s Agreeraent, eraployees s h a l l 

take leave provided for as permitted by the provisions 

of the Family Medical Leave Act, including i t s rules 

and regulations. Eraployees s h a l l have a right to 

return to their regular assignraent and location. 

Section 10.7 Medical Leaves 

Non-probationary eraployees s h a l l be granted raedical leaves 

of absence upon request. Said raedical leaves of absence s h a l l 

be granted f o r up t o 3 raonths, provided said leaves s h a l l be 

renewable f o r l i k e 3-raonth periods. The Eraployer--raay request 

s a t i s f a c t o r y proof of raedical leaves of absence. A f t e r the 

f i r s t year, such medical leaves s h a l l be extended i n up t o one-

year segments. Employees on raedical leaves of absence s h a l l 

r e t u r n t o work promptiy a f t e r t h e i r doctor releases them t o 

r e t u r n t o work. 

Employees who r e t u r n frora said raedical leaves of absence 

• proraptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

. r e i n s t a t e d to t h e i r former j o b / c l a s s i f i c a t i o n i f i t i s vacant or 

i f i t i s then occupied by an employee of lower s e n i o r i t y . In 

a d d i t i o n , the Employer w i l l r e t u r n an employee -co the same 
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geographic l o c a t i o n of h i s previous job assignraent f p r a period 

of up to one year a f t e r the s t a r t of the leave. I f the 

eraployee's former job i s not a v a i l a b l e because the eraployee 

would have been l a i d o f f i f the eraployee had not been on a leave 

of absence, the eraployee raay exercise s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o l a y o f f , r e c a l l and break-in-

service provisions i n t h i s agreeraent. 

A f t e r one year on an approved raedical leave of absence, 

employees who r e t u r n t o work promptly a f t e r t h e i r doctor's 

release and who raeet the f o l l o w i n g continuous service 

requireraents s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g forraula: three (3) raonths of such reinstateraent 

r i g h t s f o r every year of service t o a raaxiraum of f i v e (5) years 

reinstateraent r i g h t s . 

An employee who does not raeet the above e l i g i b i l i t y 

requireraents and who returns ' t o work proraptly a f t e r his/her 

doctor's release a f t e r raore than one year on a raedical leave of 

absence, s h a l l be returned t o his/her former job c l a s s i f i c a t i o n 

i f the job i s vacant. I f not, the eraployee w i l l be placed on a 

l i s t f o r reinstatement. 

S e n i o r i t y s h a l l accuraulate f o r eraployees on raedical leaves 

of absence f o r only up to one year. A f t e r one year, an employee 

on a'medical leave of absence s h a l l r e t a i n , but not accumulate, 

s e n i o r i t y . 
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Section 10.8 Union Leave 

The Employer s h a l l grant request f o r leaves of absence f o r 

up to 2 eraployees f o r the purpose of service aS' a Labor 

Representative or O f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

dur a t i o n of his/her appointraent t o the Union, provided 

reasonable advance noti c e i n w r i t i n g i s given t o the employer. 

While on such leave t o eraployee s h a l l not incur a break i n 

continuous service. An eraployee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an employee. 

Employees who r e t u r n frora Union leaves of absence s h a l l 

have the sarae r i g h t s as eraployees who r e t u r n frora raedical leaves 

of absence. 

Union Pension Fund Trustees who have been 'duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during th e i r regularly scheduled s h i f t . 

Section 10.9 Paid Parental Leave 

Paid Parental Leave: An employee wishing to take paid 

parental leave must apply and be e l i g i b l e for Family Medical 

Leave Act (FMLA) leave. An employee i s e l i g i b l e for FMLA leave 

i f he or she has been employed by the City for at l e a s t twelve 

(12) months before taking the leave and has worked at l e a s t 1250 

hours during the 12-month period prior to the leave. E l i g i b l e 
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employees may be granted the f o l l o w i n g p a i d p a r e n t a l leaves, i n 

conjunction w i t h and as a p a r t o f an approved FMLA leave: 

• Up t o fou r (4) weeks p a i d m a t e r n i t y leave t o a b i r t h mother 

t o recover from a non-surgical d e l i v e r y ; or 

• Up t o s i x (6) weeks p a i d m a t e r n i t y leave t o a b i r t h mother 

to recover from a C-section d e l i v e r y ; or 

• Up t o two (2) weeks p a i d p a r e n t a l leave f o r the b i r t h of a 

c h i l d or c h i l d r e n by an employee spouse or domestic p a r t n e r 

of the b i r t h mother; or 

• Up t o two (2) weeks p a i d p a r e n t a l leave f o r the adoption of 

a c h i l d or c h i l d r e n by an employee or the spouse or 

domestic pa r t n e r of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid p a r e n t a l leave may be combined w i t h other earned p a i d 

t i m e - o f f , such as vacation and/or s i c k time, t o achieve the 

maximvim amount of p a i d time o f f from work w h i l e t a k i n g FMLA 

leave. Notwithstanding any other p r o v i s i o n of t h i s agreement, 

p a i d p a r e n t a l leave s h a l l be granted only as p a r t o f an approved 

FMLA leave and may not be used as i n t e r m i t t e n t leave. 

ARTICLE 11 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 11.1 D i s c i p l i n a r y A c t i o n 

(a) D i s c i p l i n a r y a c t i o n - i n c l u d i n g discharge, s h a l l be 

excluded from, t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever may be 

52 



a p p l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or raore raay be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request of the Union. 

D i s c i p l i n a r y cases which are converted frora a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r becorae a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure p r o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are rautually 

exclusive, and no r e l i e f s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject t o d i s c i p l i n a r y acition f o r 

any impropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative t o be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l 

take place at reasonable tiraes and places and s h a l l not commence 

u n t i l , the Union representative a r r i v e s , provided t h a t the 

Employer does not have to wait an unreasonable tirae and the 

Employer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An eraployee raay be discharged f o r j u s t cause before the 

Personnel or Police Board hearings, provided t h a t said eraployee 

s h a l l be guaranteed, upon a request, a f u l l hearing before said 

Board i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include v i o l e n t acts, c r i r a i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

eraployee w i l l be given 30 days advance noti c e of discharge, and 

has seven (7) days frora r e c e i p t of the n o t i c e to appeal. I f the 

employee does not f i l e an appeal w i t h i n the seven (7) day 
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period, the Eraployer raay then reraove the eraployee frora the 

p a y r o l l . I f the eraployee appeals the discharge, the Personnel 

Board s h a l l be requested t o set a hearing date w i t h i n the 30 day 

notice period and the eraployee s h a l l reraain on the p a y r o l l f o r 

the f u l l n otice period, except i f p r i o r t o completion of the 30 

day no t i c e period, (1) the Hearing O f f i c e r a f f i r m s the 

discharge; or (2) the employee continues the discharge hearing; 

or (3) the employee withdraws h i s appeal or otherwise engages i n 

conduct which delays the corapletion of the hearing. However, i n 

no event many the employee req u i r e the Employer t o r e t a i n the 

employee on the p a y r o l l beyond the 30 day perio d . The Union 

s h a l l have the r i g h t t o have i t s representatives present at 

e i t h e r of the Board(s) or the grievance procedure, i n c l u d i n g 

a r b i t r a t i o n and t o a c t i v e l y p a r t i c i p a t e . 

(c) The Employer w i t h i n i t s d i s c r e t i o n may deterraine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

repriraand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 

be administered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable op p o r t u n i t y t o f u l l y i n v e s t i g a t e the matter and 

conduct a raeeting w i t h the Union and eraployee. The Employer i s 

not o b l i g a t e d t o meet with the eraployee and Union p r i o r t o 

taking d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable or 

i n emergency s i t u a t i o n s . 

Deraotions s h a l l not be used as a part of d i s c i p l i n e . 

Transfer s h a l l not be part of an employee's d i s c i p l i n e . In cases 
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of o r a l warnings, the supervisor s h a l l inforra the eraployee t h a t 

she/he i s r e c e i v i n g an o r a l warning and the reasons t h e r e f o r e . 

For d i s c i p l i n e other than o r a l warnings, the eraployee's 

iraraediate supervisor , s h a l l raeet .. w i t h the employee and n o t i f y 

hira/her of the accusations against the eraployee and give the 

employee an op p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the naraes 

of witnesses, i f any, and raake a v a i l a b l e copies of p e r t i n e n t 

docuraents the eraployee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Eraployer's f a i l u r e t o 

s a t i s f y t h i s Section s h a l l not i n and of i t s e l f r e s u l t i n a 

re v e r s a l of the Eraployer's d i s c i p l i n a r y a c t i o n or cause the 

Employer t o pay back pay t o the employee. 

In the event d i s c i p l i n a r y a c t i o n i s taken, the eraployee and 

the Union s h a l l be given, i n w r i t i n g , a stateraent of the reasons 

t h e r e f o r e . The eraployee s h a l l i n i t i a l a copy, no t i n g r e c e i p t 

only, which s h a l l be placed i n the eraployee's f i l e . The 

eraployee s h a l l have the r i g h t t o raake a response i n w r i t i n g 

which s h a l l becorae p a r t of the eraployee's f i l e . 

Any record of d i s c i p l i n e may be r e t a i n e d f o r a period of 

time not to exceed eighteen (18) raonths and s h a l l t h e r e a f t e r not 

be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , unless 

a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n s h a l l be 

defined as at least two s u b s t a n t i a l l y siraila-r offenses during 

said 18-raonth period. I f an eraployee s u c c e s s f u l l y appeals a 

d i s c i p l i n a r y a c t i o n , his/her f i l e r s h a l l so record t h a t f a c t . I f 

the appeal f u l l y exonerates the eraployee, the Eraployer s h a l l not 

55 



use said record of the d i s c i p l i n e a c t i o n against the employee, 

or i n the case of proraotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Manageraent, the Eraployer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n of the 

pendency of the i n v e s t i g a t i o n and i t s subject raater, w i t h i n 

t h i r t y '(30) days of the Eraployer being raade aware of the alleged 

r u l e v i o l a t i o n . For the purposes of t h i s Section, the term 

"non-egregious offense" s h a l l not include- i n d i c t a b l e c r i m i n a l 

offenses, gross i n s u b o r d i n a t i o n , residency issues, or drug and 

alcohol v i o l a t i o n s . Thereafter, the eraployee s h a l l be granted a 

p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y (30) days. 

Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e p r o v i s i o n s h a l l 

be n u l l and void. 

In the event t h a t a discharged eraployee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police board i s 

reversed or reraanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the employee's reasonable attorney's fees 

which he or she has in c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The employee s h a l l submit a post-appeal fee 

p e t i t i o n to the Employer, which s h a l l be supported by f u l l 

documentation of the work perforraed, the hours expended, and the 

rates paid by the eraployee.' Should the p a r t i e s be unable to 
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agree on the proper amount of the fees t o be paid t o the 

employee, e i t h e r p a r t y may r e f e r the dispute t o a r b i t r a t i o n 

under the relevant p r ovisions of t h i s Agreement. 

Section 11.2 Procedure for Department Review of D i s c i p l i n a r y 
Action Including Suspension 

Step 1 

Within f i v e (5) working days a f t e r an employee receives 

w r i t t e n n o t i c e of any proposed d i s c i p l i n a r y a c t i o n , i n c l u d i n g a 

suspension f o r ten (10) days -or less which i s not appealable t o 

the Personnel or Police Board, or i n the case of suspensions of 

11 or raore days which may be appealed t o a r b i t r a t i o n i n l i e u of 

the Police or Personnel Board upon the w r i t t e n request of the 

Union, the Eraployer s h a l l conduct a raeeting w i t h the Union and 

employee. 

Step 2 

Within three (3) working days or any mutually agreed upon 

extension a f t e r the departraent head or designee receives the 

eraployee's request f o r review, the departraent head or designee 

s h a l l conduct a raeeting to review the suspension. F a i l u r e t o 

conduct said raeeting i n three (3) days w i l l r e s u l t i n autoraatic 

advancement t o Step 3 and the Union s h a l l so n o t i f y the 

Employer. At the raeeting, the Departraent w i l l give the basis 

f o r i t s a c t i o n and the eraployee and union r e p r e s e n t a t i v e , i f 

any, w i l l be heard and provided the o p p o r t u n i t y to ask 

questions. The departraent head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the raeeting, 
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except where both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s 

required. The absence of such agreeraent or f a i l u r e t o decide 

and coraraunicate such decision w i l l r e s u l t i n autoraatic 

advanceraent t o Step 4 and the Union s h a l l so n o t i f y the 

Eraployer. A copy of such decision s h a l l be sent t o the eraployee 

and the Union. 

Step 3 

Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

raeeting s h a l l be held between the department head or designee 

and the employee and the union representative t o discuss the 

r e s u l t s of the i n v e s t i g a t i o n . Said raeeting s h a l l be conducted 

w i t h i n f i v e (5) working days of the close of the Step 2 meeting, 

unless otherwise agreed by the p a r t i e s . The department head or 

designee s h a l l render a w r i t t e n decision w i t h i n two (2) working 

days of the second raeeting. A copy of such decision s h a l l be 

sent to the eraployee and the Union. I f the p a r t i e s f a i l t o raeet 

w i t h i n f i v e (5) working days or a w r i t t e n decision i s not 

submitted w i t h i n two (2) working days, the appeal s h a l l 

a u t o m a t i c a l l y proceed t o Step 4 and the Union s h a l l so n o t i f y 

the Employer. Except where otherwise i n d i c a t e d , the time l i m i t s 

set f o r t h herein are to encourage the prorapt reviews of said 

d i s c i p l i n a r y a c t i o n and f a i l u r e t o coraply w i t h these tirae l i m i t s 

w i l l not a f f e c t the v a l i d i t y of the said d i s c i p l i n a r y a c t i o n . 

This procedure s h a l l be the employee's exclusive remedy f o r a l l 

said d i s c i p l i n a r y a c t i o n , i n c l u d i n g suspensions f o r ten (10) 

days or less, or f o r suspensions of 11 days through 30 days 



which raay be appealed t o a r b i t r a t i o n i n l i e u of the Personnel or 

Police Board upon the w r i t t e n request of the Union. 

Step 4 

I f the raatter i s not s e t t l e d at Steps 2 or 3, the Union raay 

subrait the raatter t o a r b i t r a t i o n under the terras of t h i s 

Agreeraent. The ru l e s governing procedure f o r a r b i t r a t i o n s h a l l 

be the sarae as i n 11.3, Step I I I . 

Section 11.3 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o v i s i o n s of Sections 11.1 and 

11.2 above, a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Eraployer and the Union or any of 

the eraployees of the Eraployer i t represents, a r i s i n g out of the 

circurastances or conditions of eraployraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the tirae l i m i t a t i o n s set f o r t h 

herein are 6f the essence and t h a t no a c t i o n or raatter not i n 

compliance t h e r e w i t h s h a l l be considered the subject of a 

grievance unless said tirae l i r a i t a t i o n s are extended by w r i t t e n 

agreement of both p a r t i e s to t h i s Agreement. 

Fai l u r e of the Employer to answer a grievance w i t h i n the 

time l i m i t s herein s h a l l permit the Union t o advance the case to 

the next step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 
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Union s h a l l send w r i t t e n n o t i c e t o the Departraent Head n o t i f y i n g 

hira/her of advanceraent to the next Step. 

Before a forraal grievance i s i n i t i a t e d , the eraployee may 

discuss the raatter w i t h his/her iraraediate supervisor. I f the 

problem i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used to adjust the grievance: 

Step I Iraraediate Supervisor 

A. The eraployee or the Union s h a l l put the grievance i n 

w r i t i n g on the forra t o be supplied by the Eraployer 

upon request, but i n the absence of such a forra, 

employee or the Union may submit the grievance i n 

l e t t e r forra, w i t h i n twelve working days of e i t h e r the 

eraployee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and part of the 

Agreeraent i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

fa c t s underlying the grievance, and the requested 

reraedy, and subrait the grievance t o the eraployee's 

iraraediate supervisor. I t i s understood t h a t i f the 

employee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance concerning t h a t same 

issue w i t h the Employer. 
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B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the Union i n w r i t i n g of the decisio n . 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the eraployee s h a l l have the 

r i g h t t o raake an appeal i n w r i t i n g t o the Departraent 

Head/or' the Departraent Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

iraraediate supervisor. The narae of the Departraent 

Head's designee s h a l l be posted f o r eraployees i n areas 

where eraployee notices are norraally posted and 

subraitted t o the Union. F a i l u r e t o post and so n o t i f y 

the Union w i l l perrait iraraediate advanceraent t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of noti c e of f a i l u r e t o post. 

B. The Departraent Head or the Departraent Head's designee 

s h a l l raeet w i t h the Union's rep r e s e n t a t i v e at l e a s t 

once each raonth to discuss a l l pending grievances t h a t 

have been advanced to Step I I . The purpose of the 

Step I I meeting w i l l be f o r the Departraent and the 

Union to share relevant i n f o r m a t i o n and discuss t h e i r 

respective p o s i t i o n s w i t h respect to each grievance 

pending at S t e p ^ I I , and atterapt to araicably resolve as 
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many grievances as possible. The Department Head or 

the Departraent Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y t o resolve grievances during the 

Step I I meeting. No grievances w i l l be discussed at 

more than one Step I I raeeting, unless the C i t y and the 

Union rautually agree t h a t f u r t h e r meeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be .construed t o r e l i e v e the C i t y and 

the Union from t h e i r o b l i g a t i o n s t o otherwise process 

and respond to grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Departraent Head or the Department Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the corapletion of the Step I I raeeting. 

The response to the grievance s h a l l s t a t e the 

Departraent's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f stateraent of the f a c t s and 

reason(s) supporting that p o s i t i o n . 

D. Any settlement at Step I or I I s h a l l be binding upon 

the Employer, Union and the aggrieved eraployee or 

eraployees. Grievances raay be withdrawn without 

prejudice at any step of the grievance procedure i f 

rautually agreed. 
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E. I f the grievance i s not s e t t l e d at the second step, 

the Union or the Eraployer raay request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days from r e c e i p t of the 

Eraployer's Step I I decision or the date i t was due. 

F. I f the grievance or a r b i t r a t i o n a f f e c t s raore than one 

eraployee, i t raay be presented' by a s i n g l e selected 

eraployee representative of the group or class. A 

.class a c t i o n s h a l l be i d e n t i f i e d t o the Eraployer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of eraployees 

s h a l l be raade applic a b l e t o a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

G. Even though a grievance has been f i l e d , employees are 

o b l i g a t e d t o f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

eraployee t h a t i t could cause death or serious p h y s i c a l 

harra. The Eraployer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the eraployee does not waive 

his/her r i g h t to process the grievance. Refusal t o 

f o l l o w i n s t r u c t i o n s or orders s h a l l be cause f o r 

d i s c i p l i n e . 

Step I I I ' A r b i t r a t i o n 
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I f the raatter i s not s.ettled i n Step I I the Union or the 

Eraployer, but not an i n d i v i d u a l eraployee or eraployees, may 

subrait the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated r e p r e s e n t a t i v e frora the 

Employer's operating departraent, w i t h copies of the request t o 

the designated law department representative and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or. due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r .as the p a r t i e s rautually may 

agree, the Union s h a l l have the r i g h t t o convene a raeeting w i t h 

the Eraployer's designated representative i n an atterapt to 

resolve the grievance p r i o r to any f u r t h e r a c t i o n being taken t o 

advance the raatter t o a r b i t r a t i o n . At such raeeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the raatter i n dispute 

and the r e l i e f requested. The Eraployer w i i l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect to the grievance. In the 

event the p a r t i e s are unable at such raeeting t o resolve the 

grievance, the Union and the Eraployer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Either p a r t y may submit the grievance to a r b i t r a t i o n by 

serving a -written request to a r b i t r a t e to th.e Federal Mediaticrin 

and C o n c i l i a t i o n Service under the rules of t h a t t r i b u n a l w i t h a 
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copy to the other p a r t y . The foregoing s h a i l not prevent the 

Employer and Union frora rautually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s subraitted raust agree as a whole t o 

coraraenceraent of a hearing w i t h i n s i x t y (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of . those time l i m i t s must 

be by w r i t t e n consent of the Union and the Employer. The 

f a i l u r e of e i t h e r side t o agree t o an extension, of tirae s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r t o s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Eraployer. The 

a r b i t r a t o r s h a l l have the r i g h t t o subpoena witnesses and 

require the production of p e r t i n e n t docuraents at the request of 

e i t h e r p a r t y . Each pa r t y s h a l l be responsible f o r corapensating 

i t s own representative and witnesses. The cost of a t r a n s c r i p t 

s h a l l be borne by the party requesting the r e p o r t e r unless the 

p a r t i e s agree to share such costs. 

An a r b i t r a b l e raatter raust involve the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreement or a document incorporated by reference t h e r e t o . The 

provisions of t h i s Agreeraent and any other document incorporated 

by reference i n t h i s Agreement s h a l l be the sole source of any 

r i g h t s which e i t h e r p a r t y may assert i n a r b i t r a t i o n . Questions 
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of a r b i t r a b i l i t y s h a l l be decided by the a r b i t r a t o r . The 

a r b i t r a t o r s h a l l have no power to araend, add t o , subtract frora, 

or change the terras of t h i s Agreeraent, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s of t h i s Agreeraent and 

apply them to the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguraents presented t o hira by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o the dispute, 

i n c l u d i n g the eraployee or eraployees involved. Where tir a e l i n e s s 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. _ Advanced Grievance Step F i l i n g 

Certain issues which by nature are not capable of being 

s e t t l e d at a pr e l i r a i n a r y step of the grievance procedure or 

which would become moot due to the length of tirae necessary t o 

exhaust the grievance steps, or which the Union believes which 

would be resolved raore e x p e d i t i o u s l y , may be f i l e d at the o p t i o n 

of the grievant/Union at Step I I . 

B. Pertinent Witnesses and Information 

The Union raay request the production of s p e c i f i c 

docuraentation, books, papers or witnesses reasonably a v a i l a b l e 

from the Employer and s u b s t a n t i a l l y p e r t i n e n t to the grievance 

under consideration. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n conformance w i t h a p p l i c a b l e 
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laws and rul e s issued pursuant t h e r e t o governing the 

disseraination of such m a t e r i a l s . 

A Union representative, a gr i e v a n t , and Union steward w i l l 

be perraitted a reasonable araount of tirae without loss of pay 

during working hours t o i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Departraent, provided t h a t r epresentatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r perraission t o handle grievances on work tirae, i t 

being understood t h a t the operation of the Departraent takes 

precedence unless there i s an eraergency, but such perraission 

s h a l l not be denied unreasonably. A reasonable nuraber .of 

eraployees may attend the raeeting without loss of pay; such 

raeetings s h a l l be set by rautual agreeraent by the Employer and 

the Union. Where the Employer d i r e c t s an employee t o re p o r t f o r 

a raeeting concerning a grievance at a tirae when the eraployee i s 

not scheduled t o work such tirae s h a l l be considered tirae worked. 

I f there i s space a v a i l a b l e , the Eraployer, upon request of 

the Union representative, s h a l l provide the use of a roora and 

telephone, to discuss the grievance, subject to the Eraployer.'s 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. Expedited A r b i t r a t i o n 

The Employer and the Union raay rautually agree t o submit any 

grievance t o expedited a r b i t r a t i o n . Pursuant t o expedited 
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a r b i t r a t i o n , the p a r t i e s s h a l l rautually s e l e c t an a r b i t r a t o r 

frora a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing s h a l l be scheduled as e a r l y as 

possible frora the date the p a r t i e s • agreed t o subrait the 

grievance to expedited a r b i t r a t i o n . The p a r t i e s agree to waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreeraent, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l decision at the close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. Manageraent of A r b i t r a t i o n Docket 

A representative frora the Eraployer's law departraent and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at l e a s t q u a r t e r l y , 

or more f r e q u e n t l y as necessary, i n order t o discuss the 

scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per raonth f o r the a r b i t r a t i o n of 

grievances. 

Section 11.4 Conduct of Disciplinary Investigations 

Suppleraenting a l l r i g h t s and processes due eraployees 

covered by t h i s Agreement who raay be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the fol.'l.owing raanner: 
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A. The i n t e r v i e w of the eraployee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while' the eraployee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

take place at the eraployee's l o c a t i o n of assignraent, 

norraal departraent l o c a t i o n or other appropriate 

l o c a t i o n . 

C. P r i o r t o an i n t e r v i e w , the eraployee under 

in-vestigat ion s h a l l be inforraed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a forraal statement i s being taken, 

a l l questions d i r e c t e d t o the employee s h a l l be asked 

by and through.one i n t e r v i e w e r at a tirae. 

D. The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s permitted 

f o r personal n e c e s s i t i e s . 

E. At the beginning of the i n t e r v i e w , the employee s h a l l 

be informed of the nature of the raatters t o be 

discussed. 

'F. An employee under i n v e s t i g a t i o n s h a l l not be 

threatened w i t h t r a n s f e r , disraissal .or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent t o 

provide inforraation r e l a t i n g t o the raatter under 

i n v e s t i g a t i o n , or f o r e x e r c i s i n g any r i g h t s contained 

i n t h i s Agreeraent, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or- prevent an accurate 
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reading of the eraployee's a d r a i n i s t r a t i v e r i g h t s , or 

the imposition of d i s c i p l i n e i n accordance t h e r e w i t h . 

G. An employee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

stateraent the employee has made. 

H. (1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 

eraployee, said employee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

comraenceraent of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i r a i n a l prosecution raay be probable 

against said eraployee, the prov i s i o n s of t h i s Section 

s h a i l be i n a p p l i c a b l e and said employee w i l l be 

afforded h is c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r to the coraraenceraent of the 

in t e r v i e w . An employee w i l l not be read his/her 

a d m i n i s t r a t i v e and Miranda r i g h t s during the same 

int e r v i e w . 

I . At the request of the eraployee under i n v e s t i g a t i o n , an 

eraployee who raay be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The eraployee s h a l l be 

t o l d t h a t he/she has the r i g h t to Union representation 

before comraenceraent of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l representation 

can be obtained, provided the suspension i s not f o r an 
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unreasonable tirae and the Eraployer does not have the 

i n t e r v i e w unduly delayed. 

J. The Eraployer s h a l l not corapel an eraployee under 

i n v e s t i g a t i o n to speak or t e s t i f y before, or t o be 

questioned by, any non-governraental agency r e l a t i n g t o 

any raatter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph examination s h a l l not be 

used against an employee i n any forum adverse t o the 

eraployee's i n t e r e s t s . The Employer w i l l not re q u i r e a 

polygraph examination i f i t i s i l l e g a l t o do so. I f 

an eraployee i s asked t o take a polygraph exaraination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d r a i n i s t r a t i o n of the exaraination. The r e s u l t s of 

any polygraph exaraination s h a l l be known t o the 

eraployee w i t h i n one week. 

L. This Section s h a l l not apply t o eraployee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the raedia during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Eraployer and the eraployee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an eraployee i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the raedia of the charges 

against the eraployee, the C i t y w i l l make t h a t f a c t 

a v a i l a b l e to the media where the eraployee requests i t . 

N. In the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 
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sarae forura as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the eraployee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e x i s t . 

0. (1) Any evidence or inforraation i n c l u d i n g eraployee 

stateraents t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enumerated i n t h i s Section, s h a l l be suppressed and 

s h a l l not be used by the Employer f o r any d i s c i p l i n a r y 

a c t i o n against the eraployee, or i n the case of 

proraotions or t r a n s f e r s . 

(2) (a) Notwithstanding the p r o v i s i o n s of paragraph N 

above, at the option of the Union, a claira t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section raay be raised i n a suppression hearing before 

a raeraber of the permanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union raay exercise t h i s o ption by 

n o t i f y i n g the eraployee's Departraent Head and the 

Employer's Law Departraent i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreement. The appea.l 

s h a l l specify the p a r t i c u l a r contract p r o v i s i o n s 
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a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l summary of 

the conduct alleged to have v i o l a t e d the Agreement. I t 

i s understood t h a t by ex e r c i s i n g t h i s o p t i o n , any and 

a l l tirae l i r a i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 

(2(b) (2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l select , i n order of r o t a t i o n one of the three 

perraanent hearing panel raerabers who are chosen as 

f o l l o w s . To be e l i g i b l e f o r service on t h i s panel, 

raerabers raust be w i l l i n g to convene a suppressipn 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any raeraber of the panel resign or be removed 

upon mutual agreement of the p a r t i e s during the l i f e 

of t h i s Agreement, the p a r t i e s w i l l raeet t o reach 

agreement on new panel raeraber who must be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreement can be reached, 

the Employer w i l l request a panel of seven (7) 

a r b i t r a t o r s from FMCS, a l l of whom must be merabers of 

the National Acaderay of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l raeet t o s t r i k e naraes frora the l i s t , w i t h 

tho Employer s t r i k i n g f i r s t , u n t i l one name remains, 

which person s h a l l be naraed t o the panel. 



2 (c) The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel member, or at such other tirae as the p a r t i e s raay 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n s h a l l 

be l i r a i t e d t o deterraining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a l l have no a u t h o r i t y t o 

r u l e on the raerits of any underlying d i s c i p l i n e or' 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

2(d) The panel meraber s h a l l render an expedited 

decision which s h a l l be f i n a l and binding upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l 

attack i n any f u r t h e r d i s c i p l i n a r y proceeding 

i n v o l v i n g the eraployee i n question. 

P. Notwithstanding any other p r o v i s i o n i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the eraployee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

eraployee has been inc^arcerated f o r more than 72 hours. 

ARTICLE 12 
"NO STRIKES NO LOCKOUT 

Section 12.1 No Strikes 

The Union agrees tha t during the l i f e of t h i s Agreement, 

there s h a l l be no s t r i k e s (including,- but not l i r a i t e d to 

syrapathy s t r i k e s and s t r i k e s to p r o t e c t Union or t h i r d p a r t y 
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conduct)', work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any ' kind. 

Section 12.2 Union E f f o r t s 

The Union agrees that i t w i l l use i t s best efforts td 

prevent any acts forbidden in this A r t i c l e and that in the event 

any such acts take place or are engaged in by any eraployee or 

group of eraployees in the Union's bargaining unit, the Union 

further agrees i t w i l l use i t s best efforts to cause an 

'iraraediate cessation thereof. I f the Union imraediately takes a l l 

necessary steps in good f a i t h to end any stoppages, s t r i k e s , 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclaiming such action as not called or 

sanctioned by the Union, and (b) posting notices in conspicuous 

places which notify involved employees that the action was not 

called or sanctioned by the Union, in addition to instructing 

employees to immediately cease such a c t i v i t y , the Eraployer 

agrees that i t w i l l not bring action against the Union to 

establish responsibility for such unauthorized conduct. 

Section 12.3 Dis c i p l i n e 

The Eraployer raay terminate the eraployraent of or otherwise 

d i s c i p l i n e any employee or employees who have been found to have 

engaged in any act forbidden in this A r t i c l e . 

Section 12.4 No Lockout 

The Employer w i l l not lock out bargaining u n i t employees 

during the term of t h i s Agreement. 

ARTICLE 13 
DUES CHECK-OFF AND FAIR SHARE 
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Section 13.1 Indemnification/Authorization 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

frora the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-raonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n n o t i c e t o the Employer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreeraent. The Union s h a l l inderanify, defend and hold the 

Eraployer harraless against any and a l l clairas, deraands, s u i t s or 

other forras of l i a b i l i t y , i n c l u d i n g damages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

a c t i o n taken or not taken by the Eraployer f o r the purpose of 

complying w i t h Sections 13.1, 13.2,'- 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignment furnished under any such p r o v i s i o n s or i n r e l i a n c e 

upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards submitted by 

the Union'to the Eraployer. 

The City and Coalition Unions w i l l create a committee to 

review and explore the f e a s i b i l i t y of using electronic records 

and/or electronic signatures consistent with state and federal 

law which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 
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The Employer s h a l l provide to the Union w i t h i n t h i r t y (30) 

days name, address, c l a s s i f i c a t i o n , r a t e of salary and s t a r t i n g 

date of any new eraployee h i r e d i n t o the Union's bargaining u n i t . 

Section 13.2 F a i r Share 

I t i s further agreed that 30 days after the l a t e r of the 

execution of the Agreeraent or the eraployee's. date of hire, the 

Eraployer s h a l l deduct frora the earnings of eraployees who are not 

raerabers of the Union, a raonthly araount as c e r t i f i e d by the Union 

and s h a l l rerait such deductions to the Union at the same time 

that the dues check-off i s remitted. I t i s understood that the 

araount of deductions frora said non-raeraber bargaining unit 

employees w i l l not exceed the regular monthly union dues and 

represents the employee's f a i r share cost of the c o l l e c t i v e 

bargaining process, contract adrainistration and pursuing raatters 

affecting wages, hours and other conditions of employraent. 

Section 13.3 Right of Non-Association 

Nothing i n t h i s Agreeraent s h a l l be i n c o n s i s t e n t w i t h 

Section 6(g) of the I l l i n o i s Public Labor Relations Act i n 

p r o t e c t i n g the r i g h t of non-association of eraployees based upon 

the bona f i d e r e l i g i o u s tenets or teachings of a Church or other 

r e l i g i o u s body of which such eraployees are raerabers. 
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Section 13.4 Condition of Employment 

Each eraployee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a raeraber of the Union, and each eraployee who becoraes a raeraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of eraployment, maintain 

his/her raerabership i n the Union during the terra of t h i s 

Agreeraent. 

Any present eraployee who i s not a raeraber of the Union 

s h a l l , as a c o n d i t i o n of employment, be required t o pay a f a i r 

share (not t o exceed the araount of Union dues) of the cost of 

the c o l l e c t i v e bargaining process and contract a d r a i n i s t r a t i o n . 

A l l eraployees h i r e d on or a f t e r the e f f e c t i v e date of t h i s 

Agreeraent and who have not made a p p l i c a t i o n f o r membership s h a l l 

be required, 30 days a f t e r the l a t e r of the execution of t h i s 

Agreeraent or t h e i r h i r e date, t o pay a f a i r share of the cost of 

the c o l l e c t i v e bargaining process and contract a d m i n i s t r a t i o n 

and pursuing raatters a f f e c t i n g wages, hours and other conditions 

of employment. 

ARTICLE 14 
MISCELLANEOUS 

Section 14.1 Job T i t l e s 

The Employer w i l l n o t i f y the Union of any change i n job 

t i t l e . I f the Employer makes any s u b s t a n t i a l change i n job 

duties i t w i l l discuss such changes w i t h the Union p r i o r 

t h e r e t o . I f the Eraployer changes a job t i t l e without 

s u b s t a n t i a l l y changing the duties of the job, the Union w i l l 

r e t a i n i t s e x i s t i n g j u r i s d i c t i o n over the new j.ob t i t l e . The 

Eraployer w i l l not permanently assign bargaining u n i t work t o the 
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j u r i s d i c t i o n of another bargaining unit without the rautual 

agreement of the unions involved. 

Section 14.2 Traditional Work 

Any work which has been t r a d i t i o n a l l y performed by 

employees who are represented by the Union s h a l l continue t o be 

performed by said eraployees, except where non-unit eraployees 

have i n the past perforraed u n i t work, or i n eraergencies, t o 

t r a i n or i n s t r u c t employees, to do layout, deraonstration, 

experiraental,' or t e s t i n g d u t i e s , to do t r o u b l e s h o o t i n g or where 

special knowledge i s required, provided however, where employees 

do not report t o work because of vacations, or other absences or 

t a r d i n e s s , or f o r personal reasons during the course of the day, 

or because a l l of the employees are or w i l l be occupied w i t h 

assigned d u t i e s , or t o coraplete a rush assignraent, eraployees of 

any other u n i t represented by another Union s h a l l not perforra 

the work of said employees. For example, i f a Carpenter i s on 

vacation, "a Roofer s h a l l not be assigned as a replacement 

Carpenter. The Eraployer s h a l l not a r b i t r a r i l y extend the p e r i o d 

of any eraergency beyond the need f o r t h a t eraergency. 

Notwithstanding the foregoing, i t i s understood t h a t i t 

s h a l l not be a v i o l a t i o n of t h i s Agreeraent i f the f o l l o w i n g 

functions are perforraed by raerabers of raanageraent, regardless of 

whether they are also perforraed by the bargaining u n i t : (a) crew 

assignraent and scheduling; (b) work i n s p e c t i o n ; (c) d i s c i p l i n e ; 

(d) ordering of equipraent and miaterials from vendors. Nothing 

herein s h a l l deprive members of the bargaining u n i t of the r i g h t 

t o perforra h i s t o r i c a l and t r a d i t i o n a l u n i t work; nor s h a l l the 
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c i t y lay-off a bargaining unit employee for the purpose of 

replacing that person with a meraber of raanageraent. 

Section 14.3 J u r i s d i c t i o n a l Disputes 

I n the event that the Union f i l e s a grievance claiming t h a t 

the Employer has v i o l a t e d the terms of t h i s Agreeraent by 

assigning c e r t a i n work t o C i t y employees represented by another 

union, or where the Employer receives a grievance frora another 

union p r o t e s t i n g the assignraent of work t o eraployees covered 

under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d union ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

submitted t o a r b i t r a t i o n , the provisions of A r t i c l e 11.3 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n t o the Eraployer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claim against the Employer t h a t 

the reassignraent of the work i n dispute v i o l a t e s the Agreeraent 

of t h a t other union, the provisions of t h i s Section s h a l l apply 

to t h a t claira as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t to p a r t i c i p a t e i n any a r b i t r a t i o n hearing of t h a t 
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claim and t o present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding deterraine t h a t the Eraployer's reassignraent 

of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreement, 

thereby r e q u i r i n g the Employer t o coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as to which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Employer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the provisions of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 11.3 of t h i s 

Agreement, except t h a t the Union and the other a f f e c t e d union(s) 

s h a l l s e l e c t the a r b i t r a t o r . The Employer, the Union and the 

other a f f e c t e d union (s) s h a l l be p a r t i e s t o t h a t proceeding, and 

s h a l l have the r i g h t to f u l l y p a r t i c i p a t e i n the hearing. 

During the pendency of t h i s proceedirig, the work assignraent 

d i r e c t e d by the f i r s t a r b i t r a t o r s h a l l be followed by the 

p a r t i e s . The a r b i t r a t o r s h a l l have the a u t h o r i t y t o decide only 

which of the two c o n f l i c t i n g awards s h a l l p r e v a i l . The 

a r b i t r a t o r ' s decision s h a l l be based s o l e l y upon the p r i o r 

a r b i t r a t i o n awards, the record before both p r i o r a r b i t r a t o r s , 

and the t r a d i t i o n a l work and other relevant p r o v i s i o n s of t h i s 

Agreeraent and of the c o l l e c t i v e bargaining agreeraent of the 

a f f e c t e d union ( s ) . No other evidence or testimony s h a l l be 

admitted i n t h a t hearing. The decision of the a r b i t r a t o r i n 

t h i s proceeding s h a l l be f i n a l and binding upon a l l p a r t i e s t o 

the dispute, and none of the p a r t i e s t o the dispute s h a l l seek 

review of t h a t award i n any other j u d i c i a l or a d r a i n i s t r a t i v e 

forura. 
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Nothing herein s h a l l preclude a l l parties to the dispute 

from voluntarily resolving i t at any time. 

Section 14.4 Deferred Compensation 

The Employer's p o l i c y which i s i n e f f e c t at the execution 

of t h i s Agreeraent, p e r t a i n i n g t o deferred corapensation, s h a l l be 

afforded to a l l eraployees of the Eraployer without change during 

the terra of t h i s Agreeraent. 

The Employer w i l l make contributions, on a dollar - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by Coalition Unions) up to the maxim-um t o t a l amounts 

per year shown below based on amounts deferred by each employee 

in those same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The City s h a l l advise the unions, at l e a s t semi-annually, 

of the to t a l contributions i t has made. 

The City agrees to provide representatives from Coalition 

Unions information, such as the claims experience from the City 

r e t i r e e health plans, and other relevant data/information so 

that Coalition Unions can explore the f e a s i b i l i t y of 

establishing their own r e t i r e e health plan separate and 

independent from the City's plans that could cover certain City 

r e t i r e e s i n the future. Such information to be provided w i l l 

include, but not be limited to, a census for the current non-

Medicare r e t i r e e s including the birthdate, gender, coverage t i e r 

(single, couple, family, e t c . ) , and zip code of residence, as 



well as the claims information and enrollment counts for the 

l a s t three (3) years. The Unions agree to execute any 

appropriate confidentiality agreements necessary for the release 

of such information. The parties understand and agree that the 

identity of any s p e c i f i c individual w i l l not be ascertainable 

from the information supplied. 

Section 14.5 Rules of Conduct Changes 

When the Eraployer proposes to i n i t i a t e reasonable changes 

or additions to i t s rules of conduct, which could subject 

Eraployees to d i s c i p l i n e , the Eraployer s h a l l transrait four (4) 

copies of the proposed changes or additions to the Union. The 

Union w i l l consider the proposals, and upon request, the 

Eraployer w i l l raeet with the Union within twenty (20) calendar 

days of the receipt of the proposal to receive the Union's 

coraraents. Absent an emergency, the Employer w i l l not impleraent 

i t s proposed changes or additions u n t i l the Union has had a 

reasonable opportunity to present i t s views and discuss the 

proposals with the Eraployer. No such changes or additions s h a l l 

be irapleraented without prior publication and notice to the 

affected eraployees. 

Section 14.6 Safety 

(a) The Eraployer s h a l l provide a safe and h e a l t h f u l working 

environraent f o r erap.loyees covered by t h i s Agreeraent i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l maintain i n good and safe working 

c o n d i t i o n a l l equipment necessary f o r the safe and proper 

performance of the job. 
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(b) I n furtherance of those e f f o r t s , a j o i n t s a f e t y 

coraraittee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Eraployer. The purpose, of the coraraittee 

s h a l l be to discuss, exaraine and to raake recoraraendations 

concerning occupational safety and health issues a f f e c t i n g 

employees. A l l recommendations of the committee w i t h respect t o 

safety and health issues s h a l l be submitted i n w r i t i n g to the 

appropriate Departraent Head w i t h a copy to the Union and the 

Dir e c t o r of Labor Relations.. The Departraent Head s h a l l promptly 

issue a w r i t t e n response to the coraraittee concerning the 

Departraent's views regarding the coraraittee's recoraraendations. 

The p a r t i e s may decide, frora tirae t o time, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Departraent(s) responsible f o r safety raatters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 

safety personnel w i l l raeet and confer w i t h a re p r e s e n t a t i v e of 

the a f f e c t e d Union about such issues and report back t o the 

Comiraittee on any decisions or recoraraendations concerning thera. 

(c) The j o i n t safety coraraittee s h a l l raeet at l e a s t once a 

raonth, or otherwise by mutual agreement. 

(d) The p a r t i e s agree and understand t h a t i f an employee i s 

faced wi t h an unsafe working c o n d i t i o n , the employee i s required 

to perform the task i n question unless the employee's 

performance of an assigned task presented the strong l i k e l i h o o d 

of subjecting the employee to imrainent danger of death or 

serious i n j u r y . I f the eraployee, w i t h no reasonable 
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alternative, refuses in good " f a i t h to perforra that 'task and 

expose hiraself to that dangerous condition, he w i l l not be 

subject to d i s c i p l i n e . In order to avoid d i s c i p l i n e under thi s 

paragraph, the condition raust be of such a nature that . a 

reasonable person, under the circurastances, would conclude that 

there i s a real, substantial, and imrainent danger of death or 

serious injury. In addition, the eraployee" raust also have sought 

frora the Eraployer, and have been unable to obtain, correction of 

the situation before refusing to perforra the task in question. 

Section 14.7 Information to Union 

The Eraployer w i l l provide to the Union Bargaining Unit, 

Dues and Hours reports for i t s bargaining unit employees, which 

w i l l contain, at the minimiim, the following information: 

• Payroll period 

• Payroll Number 

• Employee niimber 

• Name 

• T i t l e code 

• Overtime dollar amount per pay period 

• Gross pay per pay period 

• Contact information (i.e.. address, phone, email, i f 

available) 

• Date of hire and continuous service date 

• Base hourly rate 

This information w i l l be sent or provided to the Union 

e l e c t r o n i c a l l y following the conclusion of each pay period. To 

ensure the safety and security of the information the City w i l l 



make a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r m a t i o n . -en—a raonthly basis—a bargaining u n i t 

-report—ei—current—active—eraployees,—bhe—list—be—include—eraployee 

narae, address, s o c i a l — s e c u r i t y — n u r a b c r , t i t l e , pay—schedule, 

g r a d e , — c u r r e n t — p a y — r a t e , — s t a t u s , — c o n t i n u o u o — s e r v i c e — d a t e , — t i r a e 

-in t i t l e , — d a t e of birth,—race—and sex. 

ihe—Eraployer—shall—also—provide—te—bhe—Union—en—a—raonthly 

basis a — b a r g a i n i n g u n i t a c t i v i t y report e i current a c t i v e 

e r a p l o y e e s — t h a t — w i l l — l i s t — C a r e e r — S e r v i c e — R o t i r c r a c n t s ; Career 

Service Resignations; Career Service Discharges; Non-Carccr 

Service Tcrrainat iono; Leaves ei——Absence; Suspensions; 

•Reinstatements;—Reappointracnto;—Transfers—(change—ei—departraent 

end change e i — p a y r o l l ) ; Appointracnto (which also includco 

promotions and dcmotiono);—and Deaths. 

Each—raonth—bhe—Eraployor—will—provide—be—bhe—Union—bhe 

eurrcnt month's—bargaining—unit—activity—report—and—the—updated 

report—frora the previous raonth. 

Section 14.8 Subcontracting 

The Employer s h a l l not contract or subcontract out 

bargaining u n i t work to any person, contractor or employer who 

i s not i n compliance -with the area standards established under 

and pursuant t o the forraula used by the United States Department 

of Labor i n administering the Davis-Bacon Act. Notice of any 

such c o n t r a c t i n g or subcontracting s h a l l be given t o the Union 

at l e a s t t h i r t y (30) days p r i o r t o i t s e f f e c t i v e date. The 

notice s h a l l be i n w r i t i n g and s h a l l contain the narae and 

address of the party who w i i l perforra the work, a d e s c r i p t i o n of 
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the work t o be perforraed and any other relevant data to enable 

the Union t o deterraine .corapliance w i t h t h i s Section. I n the 

event such p a r t y i s determined not t o be i n compliance w i t h the 

said area standards, the Employer s h a l l w i t h h o l d payouts and 

s h a l l not contract or subcontract f u r t h e r w i t h any such p a r t y 

u n t i l the Union and the Employer receive a w r i t t e n and 

enforceable assurance of compliance. 

In the event t h a t the Employer determines to subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

eraployees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

permanent jobs which the Employer has declared t o be vacant i n 

the a f f e c t e d Department, o r . o t h e r departraents, as the case raay 

be, i n t h a t order, provided the l a i d o f f eraployees have the then 

present a b i l i t y t o perforra the required work without f u r t h e r 

t r a i n i n g . However, the eraployee s h a l l be provided w i t h a 

reasonable araount of o r i e n t a t i o n t o allow hira or her to perforra 

the work. 

Pr i o r t o sub-contracting of bargaining u n i t work, the 

Eraployer, the Union, and the proposed sub-contractor s h a l l raeet 

to discuss the eraployraent of eraployees subject to l a y o f f . During 

t h a t raeeting the Eraployer w i l l request and urge t h a t the sub

cont r a c t o r h i r e l a i d o f f eraployees. 

Section 14.9 F i l l i n g of Vacancies 
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The Employer s h a l l determine i f .there i s a perraanent 

vacancy t o be f i l l e d and at any time before said vacancy i s 

f i l l e d whether or not said vacancy s h a l l be f i l l e d . 

The Employer w i l l post vacancy vacancies e l e c t r o n i c a l l y on 

the City of Chicago CAREERS website. A copy of the posting w i l l 

be provided to the Union at l e a s t 72 hours prior to the 

electronic posting. Said vacancies s h a l l be posted for fourteen 

(14) days on the CAREERS WEBSITE. The posting s h a l l contain at 

l e a s t the following information: job t i t l e , q u a l i f i c a t i o n s , days 

off, s h i f t , hours, work location, i f known, and the rate of pay. 

The posting s h a l l also identify the number of positions to be 

f i l l e d . I f the number to be f i l l e d changes, the Employer s h a l l 

promptly notify. Prior to the commencement of the selection 

process, the employer w i l l provide the Union with a l i s t of 

qua l i f i e d bidders— 

ihe—Employor—shall—post—vacancies—fer—1 4—days—end—the—Union 

shall—be provided a—copy o f — s a i d posting n o — l a t e r than t h e — f i r s t 

day of pooting. 

Q u a l i f i e d bargaining u n i t employees s h a l l be given an equal 

opportunity t o b i d on jobs which are declared vacant by the 

Eraployer f o r proraotion or t r a n s f e r . The Eraployer s h a l l s e l e c t 

the most q u a l i f i e d a p p l i c a n t . In raaking s e l e c t i o n s bargaining 

u n i t applicants s h a l l be given preference over non-bargaining 

u n i t applicants unless non-bargaining u n i t a p p licants have 

deraonstrably greater s k i l l and a b i l i t y t o perform the work. 

Where bargaining u n i t applicants are r e l a t i v e l y equally 

q u a l i f i e d , the Employer s h a l l select the raost senior eraployee of 



those applying. The Eraployer s h a l l deterraine whether eraployees 

are " r e l a t i v e l y equally q u a l i f i e d . " " S e n i o r i t y " s h a l l mean, f o r 

purposes of t h i s Section, the employee's service i n the job 

t i t l e ( t i r a e - i n - t i t l e ) City-wide. 

The successful bidder f o r any jobs under t h i s Section •: s h a l l 

have an evaluation period, not t o exceed s i x t y (60) days, t o 

deraonstrate t h a t he or she can perforra the job. I f the Eraployer 

has j u s t cause, based upon the eraployee job perforraance, at any 

time during t h a t period t h a t the successful, bidder cannot 

perform the job, then the successful bidder s h a l l be returned t o 

the job he/she held j u s t p r i o r t o the awarding of the b i d , 

d i s p l a c i n g , i f necessary, any eraployee who has been placed i n t o 

said job. 

Prior to notifying the successful bidder/applicant, the 

Employer s h a l l give the Union a l i s t of bidders identifying, 

where applicable, the successful bidder(s). Upon request, the 

Employer s h a l l schedule a meeting with the Union to review the 

selection process, including the reasons for selection and 

rejection of bidders. This meeting s h a l l include a review and 

discussion of documents such as the r e f e r r a l l i s t , employment 

decision form, hiring information s\ammary, and hiring c r i t e r i a 

rating form. I f requested, the Employer w i l l furnish copies of 

such doc\aments to the Union. Bidders who are not selected s h a l l 

be so n o t i f i e s by the Department Head and information of the 

reason for non-selection. 
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Section 14.10 Automobile Reimbursement 

Eraployees who are required by.the Eraployer t o use t h e i r own 

autoraobiles i n the perforraance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaxiraura of $250 per month. 

On the e f f e c t i v e date of t h i s Agreeraent, f o l l o w i n g i t s 

r a t i f i c a t i o n 'by a l l p a r t i e s , the raaxiraum reimburseraent w i l l 

increase t o $350.00 per raonth. E f f e c t i v e February 1, 2008, the 

raaxiraura reiraburseraent w i l l increase to $450.00 per raonth. 

E f f e c t i v e February 1, 2009, the raaxiraura reiraburseraent w i i l 

increase t o $550.00 per raonth. Thereafter, the raaxiraura 

reiraburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consuraer Price Index f o r A l l Urban Consuraers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increraent. Eraployees seeking raileage reiraburseraent 

raust subrait t h a t request on a forra provided by the Eraployer. 

Payraent f o r raileage expenses w i l l be raade on a raonthly basis. I n 

the event t h a t during the l i f e of t h i s Agreeraent the Eraployer 

s h a l l irapleraent f o r any group of employees an autoraobile expense 

reiraburseraent prograra which i s raore favorable t o eraployees than 

the provisions .of t h i s paragraph, upon not i c e frora the Union, 

the Eraployer w i l l meet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new program to eraployees 

covered by t h i s Agreement. 
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Upon request by e i t h e r p a r t y made no e a r l i e r than 

January 1, 2010, the p a r t i e s s h a l l raeet t o discuss any proposed 

changes to t h i s Section 14.10. 

Section 14.11 Fitness f o r Duty 

I f the Employer observes and has reasonable cause t o 

be l i e v e the employee has a medical c o n d i t i o n or s i g n i f i c a n t 

l i m i t a t i o n t h a t prevents the employee from being able t o perform 

the e s s e n t i a l d u t i e s of the p o s i t i o n , an employee may be sent 

f o r a Fitness f o r Duty examination a t the Employer's sole 

expense. 

I f the examination r e s u l t s i n a determination t h a t the 

employee i s u n f i t f o r duty and the employee's phy s i c i a n 

c e r t i f i e d t h a t the employee i s f i t f o r duty, the employee may 

e l e c t or Employer may r e q u i r e the employee, a t the Employer's 

sole expense, t o be subject of an independent medical 

examination ("IME") t o determine i f the employee i s f i t f o r 

duty. The Union s h a l l s e l e c t an examining independent ph y s i c i a n 

who w i l l conduct the IME from a l i s t of a t l e a s t three 

physicians w i t h the appropriate medical s p e c i a l t y who have 

su c c e s s f u l l y completed the C i t y ' s procurement process and are on 

a l i s t of approved vendors. The determination of the 

independent physician and the IME s h a l l be f i n a l and b i n d i n g . 

The Employee s h a l l execute a l l HIPAA waivers and other forms 

necessary i n order t o permit access t o a l l medical records 

r e l a t e d t o his/her c o n d i t i o n , and the C i t y s h a l l agree t o secure 
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and maintain the confidential nature ; of all medical records 

obtained through the process. ^ \ 

ARTICLE 15 
LAYOFFS/RECALL \̂  

Section 15.1 

i 
Probationary eraployees w i t h more than 90 days of service 

s h a l l be l a i d o f f f i r s t . Thereafter, the l e a s t senior eraployee 

i n the a f f e c t e d job c l a s s i f i c a t i o n s h a l l be. l a i d o f f f i r s t , 

provided the a b i l i t y , q u a l i f i c a t i o n s t o perform the required 

work, and the employee's job perforraance are equal araong the 

other eraployees i n the job. 

" S e n i o r i t y " s h a l l raean, f o r purposes of t h i s Section, the 

employee's service i n the job t i t l e ( t i m e - i n - t i t l e ) City-wide. A 

l a i d - o f f employee raay displace (burap) the l e a s t senior eraployee, 

i f any, i n the raost recent lower job t i t l e the eraployee t o be 

l a i d o f f has held, provided the eraployee to be l a i d o f f has the 

then present a b i l i t y t o perforra the job t o the Eraployer's 

s a t i s f a c t i o n without f u r t h e r t r a i n i n g . 

Eraployees s h a l l be r e c a l l e d i n the reverse order they were 

l a i d o f f . 

ARTICLE 16 
SEPARABILITY 

Section 16.1 

In the event any ei—bhe p r o v i s i o n e of t h i s Agreeraent 

'shall be or become i n v a l i d or unenforceable by reason of any 

f i n a l and b i n d i n g c o u r t d e c i s i o n , as w e l l as any Federal or 

State Law or Local Ordinance now e x i s t i n g or h e r e i n a f t e r 
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enacted, such i n v a l i d i t y or u n e n f o r c e a b i l i t y s h a l l not a f f e c t 

the reraainder of the provisions hereof, which s h a l l remain i n 

f u l l f o r c e and e f f e c t . The i n v a l i d or unenforceable p r o v i s i o n 

s h a l l be subject t o r e - n e g o t i a t i o n by the Pa r t i e s w i t h i n a 

reasonable p e r i o d of time. ihe—parties—agree—te—meet—and—adopt 

revised provisiono which would be—in conformity w i t h the—law. 

ARTICLE 17 
UNION REPRESENTATION 

Section 17.1 Union Stewards 

The Union w i l l advise the Eraployer i n w r i t i n g , of the names 

of the Stewards i n each department or area agreed upon w i t h the 

Eraployer and s h a l l n o t i f y the Eraployer proraptly of any changes. 

Stewards w i l l be perraitted t o handle and process grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 

procedure during norraal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of tirae, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors i n advance of t h e i r i n t e n t i o n 

t o handle and process grievances. Supervisors raay not 

unreasonably withhold perraission to the stewards t o engage i n 

such a c t i v i t i e s . 

Eraployees a c t i n g as Union Stewards s h a l l not be 

discrirainated against nor be t r a n s f e r r e d from t h e i r job 

c l a s s i f i c a t i o n s or departraents because of t h e i r a c t i v i t i e s on 

behalf of the Union. Any t r a n s f e r s of Union Stewards from t h e i r 
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job c l a s s i f i c a t i o n s or departments, other than i n an emergency, 

w i l l be discussed w i t h the Union i n advance of any such 

t r a n s f e r s . 

Section 17.2 Union Rights 

The Union s h a l l have the right and responsibility to 

represent the interests of a l l eraployees in the Unit, to present 

i t s views to the City on raatters of concern, either or a l l y or in 

writing, and to consult and be consulted with, in respect to the 

forraulation, developraent and irapleraentation of po l i c i e s and 

prograras affecting working conditions. 

Section 17.3 Right of Access 

Duly authorized O f f i c i a l s of the Union w i l l be perraitted 

during norraal working hours, t o enter Eraployer f a c i l i t i e s f o r 

purposes of handling grievances or observing conditions under 

which eraployees are working. The Union w i l l not abuse t h i s 

p r i v i l e g e , and such r i g h t of entry s h a l l be consistent w i t h 

current p r a c t i c e s , and s h a l l at a l l tiraes be conducted i n a 

raanner so as not t o i n t e r f e r e w i t h norraal operations. The 

Eraployer raay be able to change or set rules Of access, provided 

t h a t any change i n current p r a c t i c e s raust be reasonable and 

subject t o the grievance procedure. 

ARTICLE 18 
DRUG AND ALCOHOL PROGRAM 

Section 18.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l mission i s to provide 

services t o i t s c i t i z e n s i n a safe and economic raanner. The 

p a r t i e s t o t h i s Agreement recognize t h a t drug and alcohol abuse 
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i n the workplace has a d e l e t e r i o u s e f f e c t on the health and 

safety of employees, as w e l l as t h e i r raorale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons which the 

C i t y and employees covered by t h i s Agreement serve. 

Furtherraore, the economic cost of p r o v i d i n g health care services 

to employees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The Eraployer and the Union raaintain a strong commitment t o 

p r o t e c t people and property, and t o provide a safe working 

environraent. To t h i s end, the eraployer has also established i t s 

c o n f i d e n t i a l Eraployee Assistance Prograra f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreement urge employees who have such 

probleras t o u t i l i z e the Program's services. 

To raaintain a workplace which provides a safe and healthy 

work environment for a l l employees, the following drug and 

alcohol program i s also established. 

Section 18.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Items and Substances: A l l i l l e g a l drugs 

and c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

employee on the job or the premises of the Eraployer. 

(c) Employer Preraises: A l l property, f a c i l i t i e s , land, 

b u i l d i n g s , ; s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Employer as job s i t e s or work 

lo c a t i o n s and over which the Employer has a u t h o r i t y as eraployer. 
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(d) Employee: A l l persons covered by t h i s Agreeraent. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t daraage t o 

property to which an eraployee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: E r r a t i c or unusual behavior by an 
} 

eraployee, i n c l u d i n g but not l i r a i t e d to noticeable irabalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s t o conclude t h a t the eraployee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: Any raental, emotional, sensory 

or physical irapairraent due t o the use of drugs or a l c o h o l . 

(h) Test: The t a k i n g and analysis of any body coraponent 

sample, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e raanner, f o r the' purpose of i d e n t i f y i n g , 

raeasuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any raetabolite thereof. 

Section 18.3 Disciplinary Action 

(a) A l l employees must report to work i n a ph y s i c a l 

c o n d i t i o n t h a t w i l l enable them t o perforra t h e i r jobs i n a safe 

raanner. Further, eraployees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d iteras or substances on or at the Eraployer's 

preraises, nor s h a l l they report to work under the in f l u e n c e of 

drugs and/or a l c o h o l . 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Eraployer has reasonable cause t o believe t h a t 

an eraployee i s under the in f l u e n c e of a p r o h i b i t e d substance, 
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the Eraployer s h a l l have the r i g h t t o subject t h a t eraployee t o a 

drug and alcohol t e s t . At the Eraployer's d i s c r e t i o n , the 

eraployee may be placed on a d r a i n i s t r a t i v e leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative 

the employee s h a l l be r e i n s t a t e d . I n a l l other cases, the 

Eraployer w i l l terrainate a l l eraployees who: 

( i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

( i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

( i i i ) are found t o be under the i n f l u e n c e of drugs or 

alcohol while on duty and on the Eraployer's 

preraises; 

(iv) are found in possession of alcohol, drugs or drug 

paraphernalia, or are found s e l l i n g or 

distributing drugs or drug paraphernalia, on the 

Eraployer's preraises. 

(c) A l l adverse eraployment action taken against an 

eraployee under thi s prograra s h a l l be subject to the grievance 

and arbitration procedures of th i s Agreeraent. 

Section 18.4 Drug and Alcohol Testing 

(a) The Eraployer may require drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t raay be administered i n the event that 

two superiors have reasonable cause to believe t h a t an 

employee^has reported to work under the in f l u e n c e of or i s 

at work under the i n f l u e n c e of drugs or a l c o h o l . 

( i i ) a t e s t may be required .'if an eraployee i s 

involved i n a workplace accident or f i g h t i n g ; 
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( i i i ) a t e s t may be required as pa r t of a follow-up to 

counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up t o 

a one year period. 

(b) Employees t o be test e d w i l l be required t o sign a 

consent forra and chain of custody forra, assuring proper 

docuraentation and accuracy. I f an employee refuses t o sign a 

consent forra a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

te r m i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and raay consist of e i t h e r blood or urine t e s t s , or both. 

The Eraployer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n NIDA guidelines f o r f e d e r a l workplace 

drug t e s t i n g prograras, dated A p r i l 11, 1988 and as raay be 

araended her e a f t e r by the relevant agency of the Departraent of 

Health and Huraan Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which meet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they raay be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presumptively e s t a b l i s h , t h a t the te s t e d 

employee was under the infl u e n c e of drugs. 

(f ) I n i t i a l and confirmatory (or breathalyzer) t e s t 

r e s u l t s which raeet or exceed the l e v e l of blood alcohoi 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 
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i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h t h a t the test e d 

eraployee was under the in f l u e n c e of a l c o h o l . 

(g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Eraployer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported - t o 

the Coraraissioner of Personnel or h i s designee i n the manner to 

be prescribed by the Coraraissioner. The app l i c a n t or incurabent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Coraraissioner w i l l inforra the ap p l i c a b l e departraent head of any 

eraployee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceeding under Section 18.3 above. 

( i ) A l l urin e or " blood saraples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) .year f o l l o w i n g the t e s t . Any eraployee whose 

t e s t r e s u l t i s p o s i t i v e raay e l e c t , at h i s or her expense, t o be 

ret e s t e d by the sarae or other l a b o r a t o r y s a t i s f a c t o r y t o the 

Coraraissioner of Personnel, provided t h a t the Eraployer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s r a i t t i n g said saraple t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

to take a s u f f i c i e n t saraple, or to preserve such saraple, to 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the reraoval frora 

e l i g i b i l i t y of an applicant or personnel a c t i o n , i n c l u d i n g 

discharge, or any eraployee. 

( j ) No l a b o r a t o r y report or t e s t r e s u l t s s h a l l appear i n 

the incumbent's personnel f i l e unless they are part of a 
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personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

special locked f i l e d raaintained by the Coramissioner of 

Personnel, except as such d i s c l o s u r e raay be required by t h i s 

p o l i c y , law or ordinance. 

Section 18.5 Employee Assistance Program 

Eraployees are encouraged t o seek help f o r a drug or 

alcohol problera before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y 

matter and may p a r t i c i p a t e i f they wish i n the vol u n t a r y 

Employee Assistance Program. 

ARTICLE 19 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 19.1 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree t o create a J o i n t Apprenticeship and T r a i n i n g 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) . i n conjunction w i t h c e r t a i n 

t h i r d p a r t i e s i n c l u d i n g , but without l i m i t a t i o n , the Chicago 

Public Schools ("CPS"), the C i t y Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s t o increase the o p p o r t u n i t i e s f o r p a r t i c i p a t i o n of 

graduates of CPS and/or C i t y Colleges i n Union apprenticeship 

and t r a i n i n g programs and to .. provide expanded post-

apprenticeship and t r a i n i n g eraployment o p p o r t u n i t i e s f o r such 

graduates. In conjunction w i t h the execution of each C o a l i t i o n 

Union's c o l l e c t i v e bargaining agreement w i t h the C i t y of 

Chicago, the Parties s h a l l enter i n t o a supplemental memorandumi 
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of understanding regarding the structure, implementation, 

monitoring and enforcement of this I n i t i a t i v e . Said meraorandum 

s h a l l be attached to thi s Agreeraent as Appendix D. 

Section 19.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a coraraitraent by the C o a l i t i o n t o f i l l at 

le a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 

CPS students, graduates or forraer students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreeraent. 

b. A coraraitraent by the C o a l i t i o n and the C i t y to 

co l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g programs. I n p a r t i c u l a r , the C o a l i t i o n and the 

' C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

programs and subsequent careers; to consider e s t a b l i s h i n g 

t r a i n i n g programs as appropriate; and to expand post-

apprenticeship and t r a i n i n g employment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee t h i s I n i t i a t i v e and ensure t h a t the p a r t i e s take 
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appropriate steps t o f u l f i l l the commitraents set f o r t h i n 

t h i s A r t i c l e and suppleraental raeraorandura attached hereto. 

ARTICLE 20 
RATIFICATION AND TERMINATION 

The terras of t h i s Agreement s h a l l ' be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance form. The Employer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 

This Agreement s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l reraain i n f u l l force 

and e f f e c t frora said date to June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l autoraatically renew i t s e l f frora year t o 

year unless at le a s t 60 days and not raore than 120 days p r i o r t o 

the t e r m i n a t i o n date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e t o the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire to araend, add t o , subtract frora, or 

terminate t h i s Agreeraent. 

In the event such not i c e of a desire t o amend, add t o , or 

subtract frora the terras of t h i s Agreement i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable time t h e r e a f t e r , enter i n t o 

n e g o t iations concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreeraent before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreeraent 

s h a l l expire on such 30th day of June unless bc^th p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d to s h a l l be 
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considered t o have been given as of the date shown on the 

postmark, w r i t t e n notices may be tendered i n person, i n which 

case the date of n o t i c e s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreeraent c o n s t i t u t e s the e n t i r e contract between the 

Employer and the Union and s e t t l e s a l l demands and issues w i t h 

respect t o a l l raatters subject to c o l l e c t i v e bargaining. The 

Eraployer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t , 

and each agrees t h a t the other s h a l l not be o b l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such raatter raay not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

tirae t h i s Agreeraent was negotiated or signed. 

In the event the C i t y of Chicago agrees t o or authorizes 

a d d i t i o n a l vacation, holiday or other paid time o f f , or 

voluntary unpaid tirae o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the term of t h i s 

agreement, such a d d i t i o n a l time o f f ' s h a l l be granted t o a l l 

employees covered by t h i s Agreeraent. 

103 



ARTICLE 21 
TERM OF AGREEMENT 

This Agreeraent s h a l l be effective frora the date upon which 

i t i s r a t i f i e d by the City Council of the City of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l reraain in effect 

through 11:59 p.ra. on June 30, 2017 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen this.. Agreeraent i n 

order to f u r t h e r negotiate the Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change(s) i n the applicab l e l a w ( s ) , i n c l u d i n g 

but not l i r a i t e d t o a u n i v e r s a l , n a t i o n a l or s t a t e 

h e a l t h care prograra raandating s i g n i f i c a n t changes 

i n h e a l t h insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 

2. The lack of achieveraent of health care cost 

containraent as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishraent and a d r a i n i s t r a t i o n 

of the Labor-Manageraent Cooperation Coraraittee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC wi t h the 

r e s p o n s i b i l i t y of approving Plan changes 

that w i l l r e s u l t i n s i g n i f i c a n t cost 

containraent or savings, as raeais'ured by a 

projected inccrease of costs f o r any 
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i n d i v i d u a l plan of no raore than 8% i n F i s c a l 

' Year 2009 and each f i s c a l year t h e r e a f t e r 

when corapared t o hea l t h care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containment or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l make such adjustraents t o the 

Plan as ..are • necessary, i n c l u d i n g but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, t o prevent the cost 

increase frora exceeding 8% as raeasured i n 

subsection (a) above. 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containraent or savings 

as st a t e d i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y raay e l e c t " to reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n Art.i.cle 9; 

• Structure of the LMCC; 

• Coraposition of t-he LMCC; 

• Funding of the I.,MCC. 
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provided,—however,—each—party—reoorvco—the—right—te—reopen—thio 

A g r e e r a e n t — i n — o r d o r — b e — n e g o t i a t e — b h e — H e a l t h — P l a n — s e t — f o r t h — i n 

Articlc—9—ne—later—than—Juno—3^-^—2011 and—Juno—20-,—2015,—er—in

the—event—the C i t y of Chicago—is—awarded the—2016 Olyrapic Garacs, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of this 

Agreement, and the City agrees, for the term of this Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions occurs, 

either party to this Agreeraent has t h i r t y (30) days to notify 

the other party of i t s intent to reopen this Agreeraent in order 

to negotiate the Health Plan set forth in A r t i c l e 9. Should 

either party elect to reopen negotiations pursuant to this 

provision, i t s h a l l subrait written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreeraent on the A r t i c l e . I f the parties f a i l to reach 

agreeraent at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreement. 

Non—Prevailing Wago Rato Rooponer 

Four-Yoar: Thio Agrccraont—may—be r e o p e n e d — t e — f u r t h e r 

nogotiato—t-he—nen—prevailing—wage—.rates—governing—the—oecond 

f ivc-ycar ter^fR (07/01/2012 te 06/30/2017) under—Article 4-r 

Section 4.4, i n — b h e — e v e n t t h a t fe-̂  b h e — C i t y — n o t i f i e s the 

Coa l i t i o n — t h a i — i - t — h e e — n e t — r c a c h o d — a — s u c c e s s o r — a g r e e m e n t — b e — a 
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t h e n — c u r r e n t four-year agreement—expiring—en—June 20-, 2011 

regarding an across—thc-board—percentage increase f e r other 

u n i o n i z e d — e r a p l o y o c o — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

defined i n the—"Me Too Clauoc" by March—3i7—2012;—er—(4e)—bhe 

C o a l i t i o n — n o t i f i e s — t h e — C i t y — e i — a i e — i n t e n t — t e — t e r m i n a t e the—^^-Me 

Too Clause" by March 3 1 , 2012. 

Five-Year: Thio—Agreement—raay—be—reopened—be—further 

n e g o t i a t e — b h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v e r n i n g — t - h e — s e c o n d 

f i v e year ter^fi (07/01/2012 t e 06/30/2017) u n d e r — A r t i c l e 4-r 

Section—4.4, i n — b h e — e v e n t t h a t (-â  b h e — C i t y — n o t i f i e s — b h e 

C o a l ition—that—it—ha-s—neb—reached—a—successor—agreement—be—a 

t h e n — c u r r e n t f i v e — y e a r — a g r e e m e n t — e x p i r i n g — e n — J u n e — 2 0 - , 2012 

regarding—an—across-the-board—percentage increase f e r — o t h e r 

unionized—employees—in—non-prevailing—wage r a t e — c l a o s i f i c a t i o n o 

defined i n the "Mc Too Clauoo" by October 31,—2012;—er—fb-)—the 

C o a l i t i o n — n o t i f i e s — t h e C i t y — e i — i b e — i n t e n t — t e — t e r m i n a t e — t - h e — ^ ^ ^ 4 e 

Too Clause" by October 31, 2012. 

i i — a n y — e n e — e i — b h e — f o r e g o i n g — e v e n t s — o c c u r s , — c i t h e r — p a r t y — t e 

t h i o — A g r e e m e n t — h a e — t h i r t y — ( 3 0 ) — d a y s — t e — n o t i f y — b h e — o t h e r — p a r t y — e i 

i t e — i n t e n t — t e — r e o p e n — t h i s — A g r e e m e n t — i n — o r d e r — t e — n e g o t i a t e — t h e 

non-prevailing—wage—rates—governing—t-he—oecond—five—year—terra 

(07/01/2012 to 06/30/2017)—set f o r t h i n A r t i c l e 4,—Section 4.4. 

S h o u l d — c i t h e r — p a r t y — e l e c t — t e — r o o p o n — n o g o t i a t i o n s — p u r s u a n t — t e 

t h i e — p r o v i s i . o n , i b — s h a l l — s u b m i t — w - r i t t c n — n e - b - i e e — t e — t h e — o t h e r 

p a r t y — a - n d — t h e — C i t y — o h a l l — n e t — b e — o b l i g a t e d — t e — m a ke—t-he—wage 
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a d j u s t m e n t s — s e t — f o r t h — i n — A r t i c l e — 4 - , — S e c t i o n — 4 . 4 . Thereafter, 

bhe p a r t i e s have ninety (-9-9-) days v^Fithin which t-e reach 

a g r e e m e n t — e n — b h e — A r t i c l e . T i — b h e — p a r t i o o f a i l — b e — r e a c h 

agrccraont—a-t—the—conclusion—ef—that—ninoty—( 90)—day poriod,—each 

party reserves the right to reopen the entire Agrcoracnt. 

Other Reopener 

In the event of an eraergency, cataclysraic event or other 

s i r a i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

party reserves the r i g h t t o reopen the e n t i r e Agreeraent. 

IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed t h i s docuraent as of 

the day of ^ , 5^7- 2018. 

CITY OF CHICAGO CHICAGO AND NORTHEST ILLINOIS 
DISTRIC COUNCIL UNITED 
BROTHERHOOD OF CARPENTERS 

By: By: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 

Agree to the following in a Side Letter to th i s Agreement: 

The parties recognize that the success of the Joint 

Apprenticeship and Training Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and creation of opportunities to increase the use 

of apprentices i n area construction projects. The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 to explore and recommend the consideration of 

such opportunities to the City and other governmental e n t i t i e s 

within the City of Chicago i n connection with the Joint 

Apprenticeship and Training Program I n i t i a t i v e , including, but 

not limited, to: 

a. A multi-project labor agreement. 

b. A standard provision i h Construction Contracts that 

(i) contractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum number of apprentices on the project as 

permitted under the terms and conditions of th e i r respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l contractor and 

sub-contractors performing construction work on the project 

s h a l l participate i n an apprenticeship program registered with 
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the U.S. Depar-tment of Labor's Bureau of Apprenticeship and 

T r a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

HEAL-TH CARE PLAN: 
LMCC REFERRAL 

Agree to the following i n a Side Letter to th i s Agreement: 

The City and Coalition agree to di r e c t the LMCC to evaluate 

and i n i t i a t e changes to the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas that w i l l f a c i l i t a t e 

the s h i f t to a preventive health care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, including but 

not limited to the following areas: 

• Expanded Disease Management Program 

• HRA and Bio-metric Screening 

• Health F a i r s 

• Weight Management Program 

• Imaging Review Service 

• Lifetime Maximum 

• Subscriber Share for Hospital B i l l s and Co-insurance 

• Exclusion for S e l f - i n f l i c t e d Injuries.' 
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• Comprehensive Communication and Outreach S t r a t e g i e s . 

FOR COUPE: FOR THE CITY OF CHICAGO; 
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LABOR NEGOTIATIONS BETWEEN 

THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree to the following i n a side l e t t e r to t h i s Agreement: 

Since the Arbitrator issued his Opinion and Award dated 

June 21, 2007 i n the Matter of Arbitration between the City of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"), 

the. City and affected Coalition Unions have explored various 

approaches to resolving th e i r dispute over the scope of the 

Award and the application of Section 3 (a) of the Memorand-um of 

Understanciing dated July 18, 2005 entered into between the City 

and Coalition ("Section 3 ( a ) " ) . In addition to amending Section 

3(a) to r e f l e c t the Unions' preferred approach to the four 10-

hour workweek, the parties, i n return, have discussed an 

agreement by the Unions to waive some or a l l of the monetary 

make whole remedies directed by the Arbitrator i n his Award. 

Although the City i s w i l l i n g to amend Section 3 (a) as requested 

by the Unions i n order to conclude negotiations at the Coalition 

l e v e l , such willingness i s contingent on the expectation that 

the affected Unions w i l l reach agreement with the City to waive 

some or a l l of the monetary make whole remedies. Until such an 

agreement i s reached, the affected Unions agree that the City 

s h a l l not be obligated to implement the monetary make whole 

remedies i n the Award. In addition, i f such an agreement i s not 
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reached by December 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed amendment t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the f o u r 10-hour workweek and the 

Cit y ' s proposed r e l i e f from the monetary make whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE C I T Y OF CHICAGO AND COUPE 

SIDE LETTER 

SEASONAL EMPLOYMENT - "EQUAL DIGNITY" 

Agree to the following i n a Side Letter to t h i s Agreement: 

Ef f e c t i v e upon r a t i f i c a t i o n , i n the event the Employer 

imposes a uniform d i s c i p l i n a r y suspension on a l l members of a 

crew (including both career service and seasonal employees) for 

a d i s c i p l i n a r y i n fraction(s) committed by that crew, and the 

Employer subsequently reduces the suspension imposed on the 

career service members of the crew to a lower, uniform l e v e l of 

d i s c i p l i n e , and where the seasonal employee member(s) of the 

crew i s not more culpable than the career service employees 

whose d i s c i p l i n e was reduced, considering any prior relevant 

d i s c i p l i n e , then the Employer s h a l l reduce the d i s c i p l i n e 

imposed on the seasonal employee (s) to the same amount as 

imposed on the career service employee crew members. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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A G W E E M E N T 

P R E A M B L E 

This Agreeraent i s entered i n t o by and between the C i t y of 

Chicago, an I l l i n o i s Municipal Corporation, herein r e f e r r e d t o 

as the "Eraployer" - or "The C i t y " , and the f o l l o w i n g l o c a l Unions, 

Coracnt Workers Local 7-6-r County, Municipal Employees, 

Supervisor's and Foremen's Local 1001, and Water Pipe Extension, 

Bureau of Engineering Laborers Local 1092, herein r e f e r r e d t o as 

the "Unions" or the "Locals". 

I t i s the purpose of t h i s Agreement t o achieve and maintain 

harmonious r e l a t i o n s between the Eraployer and the Unions, 

e s t a b l i s h e q u itable and peaceful procedures f o r the r e s o l u t i o n 

of d i f f e r e n c e s and e s t a b l i s h wages, hours, and other terras and 

conditions of eraployraent. I f there i s any d i f f e r e n c e between 

the terras of the l o c a l Agreeraent and the Master Agreeraent 

between the Eraployer and the C o a l i t i o n dated August—2r-,—2007, 

( h e r e i n a f t e r r e f e r r e d t o as the "Master Agreeraent"), then the 

terras of t h i s Agreeraent s h a l l take precedence over any terms i n 

the C o a l i t i o n agreement. 

The Eraployer and the Unions encourage the highest possible 

degree of p r a c t i c a l , f r i e n d l y , cooperative r e l a t i o n s between 

t h e i r respective representatives at a l l l e v e l s . The o f f i c i a l s 

of the Employer and the Unions r e a l i z e that t h i s goal depends 

p r i m a r i l y on cooperative a t t i t u d e s between people i n t h e i r 

respective organizations and at a l l l e v e l s of r e s p o n s i b i l i t y , 

and t h a t proper a t t i t u d e s raust be based on f u l l understanding of 
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and regard f o r respective r i g h t s and r e s p o n s i b i l i t i e s of both 

the Employer and the Unions. 

ARTICLE 1 

RECOGNITION AND INTEGRITY OF BARGAINING UNITS 

Section 1.1 Recognition 

The Employer recognizes the Unions as the sole and 

exclusive bargaining representatives f o r a l l employees i n t h e i r 

respective bargaining u n i t s w i t h respect t o wages, hours a n d . a l l 

terras and conditions of eraployraent. 

This Agreeraent covers a l l c l a s s i f i c a t i o n s and eraployees i n 

the bargaining u n i t s as established by the Agreeraent of the 

p a r t i e s dated March 6, 1984, enacted as an Ordinance of the C i t y 

Council of the C i t y of Chicago, dated May 30, 1984 c o n s i s t i n g of 

the c l a s s i f i c a t i o n s l i s t e d i n Schedule 1 of said Agreeraent and 

the c l a s s i f i c a t i o n s r e f e r r e d t o i n a l l side l e t t e r agreeraents 

concerning said bargaining u n i t s which s h a l l be added t o and 

raade p a r t of t h i s Agreeraent. Said c l a s s i f i c a t i o n s are set f o r t h 

i n Appendix A. 

The Eraployer recognizes the i n t e g r i t y of the bargaining 

u n i t s . With reference t o the bargaining u n i t s described i n 

Schedule 1 and r e f e r r e d t o throughout t h i s Agreeraent, i t i s 

f u r t h e r understood and agreed t h a t the h i s t o r i c a l bargaining 

u n i t s set f o r t h opposite each Union's respective narae i n 

Schedule 1 are d e s c r i p t i v e and those u n i t s s h a l l not be 

undermined, a f f e c t e d or modified by any u n i l a t e r a l Eraployer 

a c t i o n i n c l u d i n g any changes or f u t u r e changes i n job t i t l e s or 

c l a s s i f i c a t i o n s as f u r t h e r described i n Appendix A, unless 

otherwise provided i n t h i s Agreement. The Employer w i l l not 
7-
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assign bargaining u n i t work i n c l u d i n g a l l work c u r r e n t l y being 

done by merabers of the bargaining u n i t s , t o the j u r i s d i c t i o n of 

another bargaining u n i t (Local, C o a l i t i o n or City ) without the 

mutual, w r i t t e n ^agreement of the Unions involved except as 

provided i n Section 1.2. 

Section 1.2 Unit Work; A l l Unions Bound 

Any work which has been t r a d i t i o n a l l y perforraed by 

employees who are represented by the Union s h a l l continue t o be 

perforraed by said eraployees, except where non-unit eraployees 

have p r i o r t o February 13, 1986 perforraed u n i t work, or i n 

eraergencies, t o t r a i n or i n s t r u c t eraployees, t o do layout,, 

deraonstration, experiraental or t e s t i n g d u t i e s , t o do t r o u b l e 

shooting or where sp e c i a l knowledge i s required, provided 

however, where eraployees do not report t o work because of 

vacation, or other absences or ta r d i n e s s , or f o r personal 

reasons during the course of the day, or because a l l of the 

eraployees are or w i l l be occupied w i t h assigned d u t i e s , or t o 

coraplete a rush assignment, eraployees of any other u n i t 

represented by another l o c a l union s h a l l not perform the work of 

said eraployees. For exaraple, i f a laborer i s dn vacation, a 

t r u c k d r i v e r s h a l l not be assigned as a replaceraen.t laborer. 

No supervisor or raeraber of manageraent raay perform 

bargaining u n i t work, i n c l u d i n g on overtirae, except as perraitted 

by the current p r a c t i c e of the p a r t i e s as set f o r t h i n Section 

1.2 above. 

The Eraployer s h a l l not a r b i t r a r i l y extend the period of any 

emergency beyond the need f o r t h a t emergency. This Section 
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s h a l l apply t o any union which represents a u n i t of the 

Employer's eraployees. Any assignraents under t h i s Section s h a l l 

be temporary i n nature except as provided i n Section 1.2. 

Notwithstanding the foregoing, i t i s understood that i t 

sh a l l not be a violation of t h i s Agreeraent i f the following 

functions are perforraed by raerabers of raanageraent, regardless of 

whether they are also performed by the bargaining unit: (a) crew 

assignraent and scheduling; (b) work inspection; (c) d i s c i p l i n e ; 

(d) ordering of equipment and raaterials frora vendors. Nothing 

herein s h a l l deprive raerabers of the bargaining unit of the right 

to perforra h i s t o r i c a l and t r a d i t i o n a l unit work; nor s h a l l the 

City lay-off a bargaining unit eraployee for the purpose of 

replacing that person with a raeraber of raanageraent. 

Section 1.3 Abolishment of Job C l a s s i f i c a t i o n 

I f the Eraployer intends t o a b o l i s h an e x i s t i n g job 

c l a s s i f i c a t i o n w i t h i n a departraent or bargaining u n i t , the 

Eraployer s h a l l n o t i f y the Union (s) a f f e c t e d as soon as i t i s 

known and, upon request, raeet and discuss the Eraployer's 

i n t e n t i o n . The Eraployer s h a l l advise the Union(s) of i t s 

reasons and how, i f at a l l , the work p r e s e n t l y being perforraed 

by raerabers of the u n i t w i l l be perforraed i n the f u t u r e . 

Abolishraent s h a l l be defined as the l a y o f f of a l l present 

raerabers of the c l a s s i f i c a t i o n i n a department or bargaining 

u n i t , i n c l u d i n g but not l i m i t e d t o instances where the C i t y 

r e t a i n s the t i t l e f o r possible f u t u r e use. Any Employee f o r 

whora there i s no raore work as a r e s u l t of such abolishraent s h a l l 

be t r e a t e d as an eraployee who has l o s t his/her job as a r e s u l t 
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of t e c h n o l o g i c a l changes i n accordance w i t h Section 21.4 of t h i s 

Agreeraent. 

Section 1.4 New C l a s s i f i c a t i o n s or Successor T i t l e s 

A. The Eraployer s h a l l promptly n o t i f y the appropriate 

Union (s) w i t h i n 45 days of i t s desire t o e s t a b l i s h a' new 

c l a s s i f i c a t i o n or a successor t i t l e t o any present 

c l a s s i f i c a t i o n , i n c l u d i n g a new or successor t i t l e t o cover 

duties being performed by a raeraber of the bargaining u n i t . No 

t i t l e which i s already i n use i n another bargaining u n i t i n the 

Ci t y s h a l l be used as a successor t i t l e . Where the successor 

t i t l e s are used t o c l a r i f y eraployee duties w i t h i n bargaining 

u n i t s or where there are no changes i n duties or where the new 

c l a s s i f i c a t i o n or successor t i t l e involves "de rainirais" changes 

i n or a d d i t i o n s t o present d u t i e s , such new c l a s s i f i c a t i o n or 

successor t i t l e s h a l l a u t o r a a t i c a l l y becorae a pa r t of t h i s 

bargaining u n i t and s h a l l be covered under t h i s agreeraent. 

Further, the wage ra t e f o r such new c l a s s i f i c a t i o n or successor 

t i t l e s h a l l be the wage ra t e of the predecessor c l a s s i f i c a t i o n . 

B. I f the proposed new c l a s s i f i c a t i o n i s a c l a s s i f i c a t i o n 

w i t h i n the u n i t and involves new, d i f f e r e n t or s u b s t a n t i a l 

changes i n duties ( i n c l u d i n g a d d i t i o n s and/or d e l e t i o n s ) from 

e x i s t i n g job c l a s s i f i c a t i o n s i n the u n i t , the Employer s h a l l 

raeet w i t h the appropriate Union (s) t o discuss the new 

c l a s s i f i c a t i o n and the ra t e of pay assigned by the Eraployer. No 

duties may be removed frora any present bargaining u n i t 

c l a s s i f i c a t i o n or t i t l e and assigned or reassigned t o another 

bargaining u n i t without the w r i t t e n consent of the Union 

10 
356590.1 



a f f e c t e d . The f o l l o w i n g covers s i t u a t i o n s where changes are non 

deminirais: where new d u t i e s are being added t o a bargaining 

u n i t t i t l e , where the union consents to c o n s o l i d a t i o n of 

classes, or where the proposed c l a s s i f i c a t i o n represents new 

work f o r the bargaining u n i t and the Eraployer and the Unions (s) 

cannot agree upon a r a t e of pay w i t h i n 30 days of the n o t i c e of 

the proposed new c l a s s i f i c a t i o n , the r a t e of pay f o r such new 

c l a s s i f i c a t i o n w i l l be a r b i t r a t e d according t o the a r b i t r a t i o n 

p r o v isions of t h i s Agreeraent. I f at any tirae p r i o r t o the 

A r b i t r a t o r ' s d e c i sion, the Eraployer chooses to f i l l or irapleraent 

t h i s new c l a s s i f i c a t i o n , the Eraployer raay terap o r a r i l y assign a 

r a t e of pay. The A r b i t r a t o r s h a l l review the r a t e of pay by 

coraparing i t t o the pay r a t e s , r e s p o n s i b i l i t i e s and working 

conditions of other Eraployer c l a s s i f i c a t i o n s , the labor raarket, 

and any other f a c t o r the A r b i t r a t o r deterraines t o be r e l e v a n t . 

The A r b i t r a t o r s h a l l decide whether the pay r a t e decision by the 

Eraployer was reasonable. I f the A r b i t r a t o r decides the 

Eraployer's pay r a t e decision was not reasonable and the 

A r b i t r a t o r decides to increase the r a t e of pay, the increase 

s h a l l be raade r e t r o a c t i v e l y to the date t h i s new c l a s s i f i c a t i o n 

was established. I f the A r b i t r a t o r decides to decrease the r a t e 

of pay the decrease s h a l l becorae e f f e c t i v e as of the next pay 

period f o l l o w i n g the A r b i t r a t o r ' s d e c i s i o n . 

The f i l l i n g of a vacancy i n any such c l a s s i f i c a t i o n s h a l l 

be i n accordance w i t h Section 15.1 of t h i s Agreement. 

C. Present Personnel Rule 26 s h a l l not be used to 

circumvent the p r o v i s i o n s of t h i s s e c t i o n . 
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D. S e n i o r i t y . Where the present eraployees are placed by 

the Employer i n a new c l a s s i f i c a t i o n under subsection 1.5 or 

remain i n a successor t i t l e or c l a s s i f i c a t i o n under subsection 

1.4, t h e i r t i m e - i n - t i t l e s e n i o r i t y s h a l l consist of a l l time i n 

the present (new or successor) class plus a l l tirae i n the t i t l e 

iraraediately preceding. 

Section 1.5 Assignment of New Work to Bargaining Unit 

Whenever the C i t y intends t o e s t a b l i s h a new job 

c l a s s i f i c a t i o n or undertakes t o perforra new work t h a t raay not be. 

w i t h i n the duties of a current bargaining u n i t c l a s s i f i c a t i o n , 

or raakes various t e c h n o l o g i c a l iraproveraents i n the -raanner i n 

which an employee does h i s job, i t w i l l advise the Union i n 

w r i t i n g at l e a s t 45 days i n advance, d e s c r i b i n g the new t i t l e 

and duties and p r o v i d i n g a' job d e s c r i p t i o n or equivalent 

d e s c r i p t i o n of d u t i e s . The C i t y s h a l l f i r s t consider whether 

such work i s w i t h i n the scope of work t h a t has t r a d i t i o n a l l y 

been performed, or which i s c u r r e n t l y being performed, by one of 

the bargaining u n i t s . I f so, such work s h a l l be assigned t o a 

present or new c l a s s i f i c a t i o n w i t h i n one of these bargaining 

u n i t s . I f the C i t y a f t e r determining t h a t the work i s not 

w i t h i n the scope of t r a d i t i o n a l Laborer bargaining u n i t work 

decides not t o include the new work w i t h i n one of the present 

Laborer bargaining u n i t s and a dispute a r i s e s , the dispute s h a l l 

be subraitted to the I l l i n o i s Local Labor Relations Board f o r 

r e s o l u t i o n . 
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Section 1.6 J u r i s d i c t i o n a l Disputes 

In the event t h a t the Union f i l e s a grievance clairaing t h a t 

the Eraployer has v i o l a t e d the terras of t h i s Agreeraent by 

assigning c e r t a i n work t o C i t y eraployees represented by another 

union, or where the Eraployer receives a grievance from another 

union p r o t e s t i n g the assignraent of work to eraployees covered 

under t h i s Agreement, the Employer s h a l l serve w r i t t e n n o t i c e t o 

the Union, and on the other a f f e c t e d u n i o n ( s ) , of the existence 

of said dispute. This n o t i c e s h a l l describe the nature of the 

work i n dispute. 

In the event t h i s dispute remains unresolved and i s 

subraitted t o a r b i t r a t i o n , the p r o v i s i o n s of A r t i c l e 4 herein 

regarding a r b i t r a t i o n of grievances s h a l l apply, except t h a t i n 

a d d i t i o n to, the Eraployer and the Union, the other a f f e c t e d 

union(s) s h a l l have the o p p o r t u n i t y t o p a r t i c i p a t e i n the 

hearing and t o present evidence, but s h a l l not be bound t o the 

r e s u l t s of t h a t a r b i t r a t i o n unless a l l p a r t i e s so agree i n 

advance of the hearing. 

I f the Union s h a l l p r e v a i l - i n said a r b i t r a t i o n and i s 

awarded the work i n dispute, and i f , i n t h a t event, the other 

a f f e c t e d union(s) s h a l l pursue a claira against the Eraployer t h a t 

the reassignraent of the work i n dispute v i o l a t e s the Agreeraent 

of t h a t other union, the p r o v i s i o n s of t h i s Section s h a l l apply 

to t h a t claira as w e l l . A l l p a r t i e s t o the dispute s h a l l have 

the r i g h t to p a r t i c i p a t e i n any a r b i t r a t i o n heari.ng of t h a t 

claira and to present evidence t h e r e i n . Should the a r b i t r a t o r i n 

the second proceeding deterraine t h a t the Employer's reassignraent 
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of the work i n dispute v i o l a t e s the other u n i o n ( s ) ' Agreeraent, 

thereby r e q u i r i n g the Eraployer t o coraply w i t h two c o n f l i c t i n g 

a r b i t r a t i o n decisions as t o which of the unions i s e n t i t l e d t o 

perforra the disputed work, the f o l l o w i n g p r o v i s i o n s s h a l l apply. 

The Eraployer s h a l l have the r i g h t t o invoke a r b i t r a t i o n of 

the dispute under the pr o v i s i o n s of the grievance and 

a r b i t r a t i o n procedures contained i n A r t i c l e 4 of t h i s Agreeraent, 

except t h a t the Union and the other a f f e c t e d union (s) s h a l l 

select the a r b i t r a t o r . The Eraployer, the Union and the other 

a f f e c t e d union(s) s h a l l be' p a r t i e s t o t h a t proceeding, and s h a l l 

have the r i g h t to f u l l y p a r t i c i p a t e i n the hearing. During the 

•pendency of t h i s proceeding, the work assignraent d i r e c t e d by the 

f i r s t a r b i t r a t o r s h a l l be followed by the p a r t i e s . The 

a r b i t r a t o r . s h a l l have the a u t h o r i t y t o decide only which of the 

two c o n f l i c t i n g awards s h a l l p r e v a i l . The a r b i t r a t o r ' s d ecision 

s h a l l be based s o l e l y upon the p r i o r a r b i t r a t i o n awards, the 

record before both p r i o r a r b i t r a t o r s , and the t r a d i t i o n a l work 

and other relevant p r o v i s i o n s of t h i s Agreeraent and of the 

c o l l e c t i v e bargaining agreement of the a f f e c t e d u n i o n ( s ) . No 

other evidence or testiraony s h a l l be adraitted i n t h a t hearing. 

The decision of the a r b i t r a t o r i n t h i s proceeding s h a l l be f i n a l 

and binding upon a l l p a r t i e s t o the dispute, and none of the 

p a r t i e s to the dispute s h a l l seek review of t h a t award i n any 

other j u d i c i a l or a d r a i n i s t r a t i v e forura. 

Nothing herein s h a l l preclude a l l p a r t i e s to the dispute 

from v o l u n t a r i l y r e s o l v i n g i t at any time. 
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Section 1.7 Labor-Management Committee Meetings 

For the purpose of maintaining coraraunications between the 

p a r t i e s , and t o discuss any relevant subject of rautual concern, 

but excluding s p e c i f i c grievances,- proposed changes t o the 

Agreeraent, and s p e c i f i c raatters covered by a d i f f e r e n t coraraittee 

process, the p a r t i e s w i l l hold Labor Management Comraittee 

meetings on a q u a r t e r l y basis. The Comraittee w i l l consist of 

appropriate representatives of each Local Union t h a t i s a p a r t y 

to t h i s Agreeraent, and appropriate representatives of the C i t y , 

i n c l u d i n g representatives from the Department of Huraan 

Resources/Labor Relations, the Law Department, the O f f i c e of 

Budget and Manageraent, relevant operating departraents, and other 

appropriate representatives, as needed. Relevant subjects of 

rautual concern t o be discussed may include matters formerly 

handled by the Coraraittee on Continuous Process F a c i l i t i e s , the 

Labor Manageraent T r a i n i n g Coraraittee, and the Eraergency C a l l Out 

Plans Coraraittee. 

ARTICLE 2 
UNION RIGHTS 

Section 2.1 Right of Access 

•' Duly authorized O f f i c i a l s t o the Union w i l l be perraitted 

during norraal working hours, t o enter Eraployer f a c i l i t i e s or be 

present where C i t y work i s being performed f o r purposes of 

handling grievances or i n v e s t i g a t i n g complaints pursuant t o the 

c o l l e c t i v e bargaining agreement, observing conditions under 

which eraployees are working, raeet w i t h eraployees f o r these 

purposes or f o r the a d m i n i s t r a t i o n of t h i s Agreement. The Union 

w i l l not abuse t h i s r i g h t and such r i g h t o.f entry s h a l l be 
15 

356590.1 



consistent with current practices, and s h a l l at a l l tiraes be 

conducted in a raanner so as not to interfere with norraal 

operations. The Eraployer can establish reasonable rules of 

access in conforraance with the purpose of Section 2.1. By 

rautual agreeraent between the Union and the Eraployer, the Union 

raay c a l l a raeeting during working hours to prevent 

raisunclerstandings, resolve or c l a r i f y a position. 

Section 2.2 Union Stewards 

The Union w i l l advise the Eraployer i n w r i t i n g proraptly upon 

r a t i f i c a t i o n of t h i s Agreeraent of the naraes of the Stewards i n 

each departraent or work l o c a t i o n and s h a l l n o t i f y the Eraployer 

proraptly of any changes. 

Stewards w i l l be perraitted t o handle and process grievances 

r e f e r r e d by eraployees at the appropriate steps of the grievance 

procedure during norraal hours, without the loss of pay, provided 

t h a t such a c t i v i t y s h a l l not exceed a reasonable period of tirae, 

or unreasonably i n t e r r u p t the work of eraployees. Stewards s h a l l 

n o t i f y t h e i r iraraediate supervisors i n advance of t h e i r ' i n t e n t i o n 

to handle and process grievances. Supervisors s h a l l not 

unreasonably 'withhold perraission t o the Stewards t o engage i n 

such a c t i v i t i e s . 

Union Stewards s h a l l not be discrirainated against because 

of t h e i r a c t i v i t i e s on behalf of the Union; nor s h a l l they be 

t r a n s f e r r e d . Union Stewards s h a l l not be d e t a i l e d frora t h e i r 

Bureaus other than i n an emergency, unless the Steward agrees. 

The Union s h a l l cooperate w i t h the Employer to ensure the 

a b i l i t y of Stewards -fo pe.rforra the job. In the event of a 
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layoff, a l l eraployees acting as Union Stewards s h a l l be the l a s t 

l a i d off in the affected job c l a s s i f i c a t i o n . 

Section 2.3 Employees 

Eraployees , s h a l l , after giving appropriate notice to their 

supervisors, be allowed reasonable tirae-off wi.th pay during 

working hours to attend hearings and raeetings i f they are called 

by and agreed to by the Eraployer, i f such eraployees are e n t i t l e d 

or required to attend because they are Union representatives, 

stewards, witnesses, or grievants. A designated eraployee 

representative s h a l l be perraitted to attend grievance step 

discussions, and arbitrator hearings. An employee who i s 

subject to a proper subpoena s h a l l be granted a leave of absence 

with pay to attend the hearing provided the employee deposits 

his subpoena fee with the City Coraptroller^ 

Section 2.4 Union Business and A c t i v i t i e s 

Local Union repre s e n t a t i v e s , o f f i c i a l s appointed or elected 

by the Union not to exceed sixteen (16) s h a l l be allowed tirae 

o f f without pay f o r l e g i t i r a a t e Union business, such as Union 

raeetings. Committee and/or board raeetings, t r a i n i n g sessions, or 

conferences. Nothing s h a l l prevent an eraployee from using any 

accumulated time t o cover such absences at the employee's 

option. 

Requests f o r such time o f f s h a l l be granted unless an 

employee's absence would i n t e r f e r e w i t h the operating needs of 

the Eraployer, provided t h a t , such requests s h a l l not be 

unreasonably denied. The employee may, w i t h the w r i t t e n consent 
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of the supervisor, adjust the employee's schedule t o perrait such 

attendance. 

Local Union representatives not to exceed 16 w i l l be 

perraitted to attend State or International Laborers' and/or 

Building Trades conventions without a loss in pay for the tirae 

spent in route to and frora and attending the convention up to 

three days for one state convention and up to seven days for one 

national convention. Such tirae off s h a l l not be detriraental to 

the eraployee's record in any way. 

Section 2.5 Union Leave of Absence 

The Eraployer s h a l l grant request f o r leaves of absence f o r 

up t o 16 eraployees f o r the purpose of service as Laborer 

Representative or o f f i c e r w i t h the I n t e r n a t i o n a l , State, 

D i s t r i c t Council or Local Organization of the Union f o r the 

duration of his/her appointraent t o the . Union, provided 

reasonable advance n o t i c e i n w r i t i n g i s given t o the Employer. 

While on such leave the eraployee s h a l l not incur a break i n 

continuous service. An eraployee on said leave of absence s h a l l 

not be e l i g i b l e f o r any b e n e f i t s as an eraployee. Such eraployees 

raay raaintain t h e i r p a r t i c i p a t i o n i n pension prograras i n c l u d i n g 

r e t r o a c t i v e l y , provided the eraployee and/or the Union raakes the 

f u l l c o n t r i b u t i o n . 

In the event the Eraployer h i r e s at one time i n excess of 

200 a d d i t i o n a l eraployees i n any one year under a Federal or 

State grant, an a d d i t i o n a l eraployee f o r each 200 h i r e d , may be 

granted a temporary leave of absence f o r the terra of such 

program. Such leave s h a l l not be unreasonably denied. The 
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Union s h a i l , where possible, give the Departraent Head 30 days' 

w r i t t e n n o t i c e requesting said leave ( s ) . During such Union 

leave said employees s h a l l continue t o accumulate s e n i o r i t y and 

s h a l l be e l i g i b l e f o r and s h a l l receive a l l b e n e f i t s as i f they 

were f u l l y on duty, i n c l u d i n g but not l i m i t e d t o , pension 

accruals, only i f the Union reimburses the Eraployer f o r a l l such 

eraployraent costs on or before Deceraber 31 of each year. 

Eraployees who r e t u r n frora Union leaves of absence s h a l l 

have the sarae r i g h t s as employees who r e t u r n from raedical leaves 

of absence. 

Union Pension Fund Trustees who have been duly elected 

and/or appointed to a City/Municipal Pension Fund (including but 

not limited to the Municipal and Laborers' Funds) s h a l l be 

granted leave without loss of pay to attend Pension Fund Trustee 

meetings that take place during t h e i r regularly scheduled s h i f t . 

Section 2.6 Poroonnel Tranoactions 

Section 2.6 Information to Union 

The Eraployer w i l l provide t o the Union Bargaining Unit, 

Dues and Hours reports f o r i t s bargaining u n i t eraployees, which 

w i l l contain, at the rainiraum, the f o l l o w i n g i n f o r r a a t i o n : 

• P a y r o l l period 

• P a y r o l l Nuraber 

• Eraployee nuraber 

• Narae 

• T i t l e code 

• Overtime d o l l a r amount per pay period 

• Gross pay per pay period 
19 
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• Contact inforraation ( i . e . address, phone, email, i f 

a v a i l a b l e ) 

• Date of h i r e and continuous service date 

• Base hourly r a t e 

This i n f o r m a t i o n ' w i l l be sent or provided t o the Union 

e l e c t r o n i c a l l y f o l l o w i n g the conclusion of each pay period. To 

ensure the safety and s e c u r i t y of the inforraation the C i t y w i l l 

raake a secured t r a n s f e r p r o t o c o l (SFTP) a v a i l a b l e t o the Union 

to receive the i n f o r r a a t i o n . -en—a—monthly b a s i s — a — b a r g a i n i n g — u n i t 

report—ef^—curront—active—craployeeo,—bhe—list—be—include—erapioycc 

narae, address, s o c i a l — s e c u r i t y — n u r a b c r , t i t l e , — . pay—schedule, 

g r a d e , — c u r r o n t — p a y — r a t e , — s t a t u s , — c o n t i n u o u o — s e r v i c e date,—tirae 

i n t i t l e , — d a t e of birth,—race—and oex. 

The—Employer—shall—also—provide—be— t h e—Union—an—a—monthly 

b a s i s — a — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — e f ^ — c u r r e n t — a c t i v e 

e m p l o y e e o — t h a t — v j i l l — l i s t — C a r e o r — S e r v i c e — R e t i r o r a c n t s; Career 

Service Resignations; Career Service Discharges; Non-Career 

Service Terrainations; Leaves e i Absence; Suspensiono; 

Rcinotateracnto;—Rcappointmonts;—Transf oro—(-change—e i—department 

€tnd change ef^ p a y r o l l ) ; Appointmonto (which also includco 

promotions—and demotions);—and Deaths. 

E a c h — r a o n t h — b h e — E m p l o y e r — w i l l — p r o v i d e — t - e — t - h e — U n i o n — t h ^ 

current—month ' s — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d — t h e — u p d a t e d 

report—frora the previous raonth. 

-(-a-) B'argai-nirng Unit Report 
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The—Eraployor will—provide—be—bhe—Union between—bh-e—15th and 

bhe—20th—ei—the—raonth—a—bargaining—unit—report—ei—current—active 

craployceo—sequenced b y : 

h-. B a r g a i n i n g U n i t 
2r-. Departraent 
3-; P a y r o l l Nuraber 
4^ T i t l e 

-̂ Jarac 

and a separate bargaining u n i t report—sequenced by: 

h-. Bargaining Unit 
2r-. Departraent 
3̂  T i t l e 

-̂ Jarae 

Both l i o t s — w i l l — c o r a p l e t e l y update—such—inforraation—frora the 

previous report and—include—craployoc—narae, address, s o c i a l 

security—nurabcr,—dues—code,—title,—pey—schedule,—grade,—current 

p a y — r a t e , — s t a t u s , — c o n t i n u o u o — o c r v i c c — d a t e , — c a r e e r — o c r v i c c — e ^ 

s e a s o n a l — s e n i o r i t y , — t i r a e — i n — t i t l e , — d a t e — — b i r t h , — r a c e — a n d — s e x . 

5 % e — r o p o r - t — s h a l l — b e — c u r r e n t — b e — w i t h i n — 2 ^ — d a y s — e i — t - h e — d a t e 

provided. 

fte^ A c t i v i t y Reperb: 

I h e—Eraployer—shall—also—provide—be—bhe—Union—en—a—raonthly 

basis a bargaining u n i t a c t i v i t y r e p o r t ef current a c t i v e 

eraployoes t h a t — w i l l — s h o w : 

D u t y — D i s a b i l i t y 
Career Service Rotircmento 
Career—Service—Resignations 
Career Service—Discharges 
Non-Career Service Terminations 
Leaves—of Abocncc 

Suspensions 
Reinstatements 
Reappointments 
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Transfers—(Change of department) 
Transfers—(Change of pa y r o l l ) , 
Appointracnts—(which also—includes proraotiono—and 
dcraotlon 
Death 

Fer—new—appointracnts,—bhe—report—will list—eraployoo—narae, 

address, s o c i a l — s e c u r i t y — n u r a b c r , departraent, payroll—nuraber, 

t i t l e — c o d e , — t i t l o — d c o c r i p t i o n , — p a y — s c h e d u l e , — g r a d e , — p a y — r a t e , 

status,—date—of birth,—race—and sex. 

F e r — t r a n s a c t i o n s — i n v o l v i n g — c u r r e n t — c r a p l o y o e o — t h e — r e p o r t 

w i l l — l i o t — n a r a e , s o c i a l — s e c u r i t y — n u r a b c r , departraent, p a y r o l l 

nurabor, t i t l e code, dues code, t i t l e d e s c r i p t i o n and 

tranoact ion. T h e — r e p o r t — w i l l — a l s o — l i s t — a n y — c h a n g e s — i n — t h e 

eraployee ' s—narae,—address,—social—security—nurabcr,—departraent, 

status,—date—of b i r t h , — r a c e or—sex. 

E a c h — r a o n t h — t - h e — E r a p l o y o r — w i l l — p r o v i d e — b e — b h e — U n i o n — b h e 

current—raonth ' s — b a r g a i n i n g — u n i t — a c t i v i t y — r e p o r t — a n d — b h e — u p d a t e d 

report—frora the previous raonth. 

(-ê  Overtirae Repe-rb 

The—Eraployor—will—provide—te—the—Union—by—the—2 0th—ef—each 

raonth—an—overtirae—report—fer—bargaining—unit—craploycos—which 

w i l l provide—t-he—following : 

P a yroll—Period 
Payroll—Nurabcr 
Erapioycc—Nurabcr 
Name 
Social—Security Number 
T i t l e Code 
Amount of Overtime—fer—Period 
Amount of Overtirae Year to Date 

-(rd2) PER-I'l ' 0 
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The—Eraployor—agrees—that—bhe—Union—m a y—reviovj—bargaining 

unit—Personnel—Transaction—Reports—(PER-14 ' s ) — f o r raerabers—ef^—bhe 

bargaining unit—onco a weclc. The weekly review w i l l be—on a day 

and—tirao—agreed—upon—by—bhe—Union—and—each—departraent. The 

Union—raay—review—bargaining—unit—Personnel—Transaction—Reports 

(PER-14 ' 0)—and,—if^—desired,—raako—copies—upon—payraent—ef^—a—$ . 10 

cents per page—foe. 

Fer Bargaining Unit ( PER-14 ) showing— •—appointracnto, 

proraotions-^—diocharg ignat iono,—er^—rctireraento,—bhe—Union 

m a - y—telephone—a—designated—departraent—representative—be—request 

i n f o r r a a t i o n — f r o r a — s u c h — t r a n s a c t i o n — r e p o r t s . The—Eraployer—vjill 

raake i t s best e f f o r t s to provide the rcqucotcd i n f o r r a a t i o n . 

(-ê  S e n i o r i t y Li-sb 

i h e—Eraployer—shall—submit—te—the—Union—annually,—beginning 

5-0—days—f-rom—bhe—execution—ef^—this—Agrccraont—and—en—March—1%—ei 

e a c h — y e a r — t h e r e a f t e r , — a — s e n i o r i t y — l i s t — f - e r — t h e — b a r g a i n i n g — u n i t 

s e t t i n g f o r t h t h e — f o l l o w i n g : 

Departraent 
C l a s s i f i c a t i o n 
Narao 
Tirae i n T i t l e Date 
Nurabcr of—Days—in T i t l o 
Continuous Service—Date 
Status 
Payroll—Nuraber 
Social—Security Nurabcr 

S u c h — l i s t s — s h a l l — b e — u p d a t e d — b e — t h e — e f f e c t i v e — d a t e — e f ^ — a n - y 

l a y o f f — f e ^ — t - h e — c l a s s i f i c a t i o n .involved—and—shall—be—provided—t-e 

bhe—Union on the—oarae—day as—bhe—liot—i-s—given—te—bh-e—departraent 

head—er—w-ithin—2—clays—ef—the—layoff—notice—vjhichcvcr—i-s—sooner . 

Disputes—a-s—be—bhe—accuracy—e^f—such—lists—may—be—b-r ought—be—the 
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Eraployer ' s — a t t e n t i o n — b y — t h e — U n i o n , i n — w r i t i n g , a n d — s h a l l — b e 

resolved proraptly by the D i r e c t o r of Labor Relationo. 

(̂-) Personnel Transactions 

I f the Eraployer develops any t e c h n i c a l iraproveraent i n the 

c o l l e c t i o n and/or r e p o r t i n g of inforraation provided t o the Union 

under t h i s Section (2.6), the Union s h a l l have the advantage of 

any such iraproveraent by r e c e i v i n g inforraation and/or reports i n 

the new or iraproved forra. 

fg4—Right t o Request Inforraation 

Nothing provided in this Section s h a l l lirait the Union's 

right to request information regarding a s p e c i f i c dispute or 

grievance under any other A r t i c l e of t h i s Agreement, or under 

the law, for the purpose of administering t h i s Agreeraent. 

Section 2.7 B u l l e t i n Boards 

The eraployer s h a l l provide b u l l e t i n boards or space on 

b u l l e t i n boards at each eraployer p h y s i c a l s i t e , the number, size 

and l o c a t i o n t o be rautually agreed upon by the employer and the 

union w i t h i n 90 days a f t e r execution of t h i s agreement. Said 

b u l l e t i n boards or space s h a l l be f o r the sole and exclusive use 

of the union f o r union business. A l l postings required by t h i s 

agreement s h a l l be on such b u l l e t i n boards. Posted m a t e r i a l 

s h a l l not be abusive, inflararaatory or of a p a r t i s a n p o l i t i c a l 

nature, but raay describe issues involved i n hearings or r e s u l t s 

of hearings. Posted raaterial s h a l l be signed and dated p r i o r t o 

posting. 

Section 2.8 Backpay Awards 
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Whenever an eraployee s h a l l be e n t i t l e d t o an award of back 

pay frora an a r b i t r a t i o n award or settleraent agreeraent, a check 

i n the appropriate araount, together w i t h the raethod of 

c a l c u l a t i o n , s h a l l be forwarded t o the Union's de'signee f o r 

d i s t r i b u t i o n t o the Employee. The Union s h a l l d e l i v e r said 

check t o the employee w i t h i n f i f t e e n (15) calendar days of i t s 

r e c e i p t . Dues payments, i f any, s h a l l be reraitted separately. 

Such payraents t o eraployees s h a l l be raade w i t h i n a 

reasonable tirae a f t e r the award i s received by the Eraployer, the 

grievance i s s e t t l e d or the end of the proceeding frora which the 

award i s derived, but i n no event s h a l l such tirae f o r payment 

exceed s i x t y (60) days from the end of any period of disputed 

c a l c u l a t i o n , unless rautually agreed by the p a r t i e s . 

ARTICLE 3 
RULES OF CONDUCT CHANGES 

No changes or ad d i t i o n s t o ru l e s of conduct s h a l l be 

irapleraented without p r i o r p u b l i c a t i o n and not i c e t o the a f f e c t e d 

eraployees. 

When the Eraployer proposes t o i n i t i a t e reasonable changes 

or a d d i t i o n s to i t s ru l e s of conduct, which could subject 

Employees t o d i s c i p l i n e , the Employer s h a l l transrait copies of 

the proposed changes or ad d i t i o n s t o the Union. The Union w i l l 

consider the proposals, and upon request, the Eraployer w i l l meet 

wit h the Union w i t h i n 20 calendar days of the r e c e i p t of the 

proposals t o receive the Union's coraraents. Absent an eraergency, 

the Eraployer w i l l not irapleraent i t s proposed changes or 
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a d d i t i o n s u n t i l the Union has had a reasonable o p p o r t u n i t y t o 

present i t s view and discuss the proposals w i t h the Employer. 

The Union w i l l have waived i t s r i g h t t o contest the 

reasonableness of the proposed ru l e s of conduct whenever the 

Union f a i l s t o discuss i t s o b j e c t i o n w i t h the Employer during 

the twenty-day period a l l o t t e d f o r Union comments. 

ARTICLE 4 

DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 4.1 Disciplinary Action 

(a) D i s c i p l i n a r y a c t i o n i n c l u d i n g ; discharge, s h a l l be 

excluded frora t h i s grievance procedure. Suspensions over 10 

days and discharges s h a l l be governed e x c l u s i v e l y by the C i t y of 

Chicago's Personnel or Police Board Rules, whichever raay be 

app l i c a b l e . Notwithstanding the foregoing, suspensions of 11 

days or raore raay be appealed t o a r b i t r a t i o n i n l i e u of the 

Personnel or Police Board upon the w r i t t e n request, of the Union. 

D i s c i p l i n a r y cases which are converted frora a discharge t o a 

suspension as a r e s u l t of decision of the Personnel or Police 

Board do not t h e r e a f t e r become a r b i t r a b l e as a r e s u l t of said 

decision. The grievance procedure pr o v i s i o n s herein and the 

Personnel or Police Board appeals procedure are rautually 

exclusive, and no r e l i e f , s h a l l be a v a i l a b l e under both. 

(b) An eraployee who i s subject t o d i s c i p l i n a r y a c t i o n f o r 

any irapropriety or cause has the r i g h t t o ask f o r and receive a 

Union representative to be present at any i n t e r r o g a t i o n s or 

hearings p r i o r t o being questioned. The i n t e r r o g a t i o n s h a l l take 

place at reasonable tiraes and places and s h a l l not comiraence 
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u n t i l the Union representative a r r i v e s , provided t h a t the 

Employer does not have .to wait an unreasonable time and the 

Eraployer does not have t o have the i n t e r r o g a t i o n unduly delayed. 

An eraployee raay be discharged f o r j u s t cause before the 

Personnel or Police Board hearing, provided t h a t said eraployee 

s h a l l be guaranteed, upon request, a f u l l hearing before said 

Board, i n accordance w i t h the said Board's r u l e s . I t i s f u r t h e r 

provided t h a t i n the event of non-egregious offenses, not t o 

include -violent acts, c r i r a i n a l acts, d r i n k i n g alcohol or t a k i n g 

i l l e g a l drugs on the job, i n s u b o r d i n a t i o n or work stoppages, the 

eraployee w i l l be given 30 days advance n o t i c e of discharge, and 

has 7 days frora r e c e i p t of the n o t i c e t o appeal. I f the 

eraployee does not f i l e an appeal w i t h i n the 7-day appeal period, 

the Eraployer raay then reraove the eraployee frora the p a y r o l l . I f 

the eraployee appeals the discharge, the Personnel Board s h a l l be 

requested t o set a hearing date w i t h i n the 30-day n o t i c e p eriod 

and the eraployee s h a l l reraain on the p a y r o l l f o r the f u l l n o t i c e 

period, except i f p r i o r t o corapletion of the 30-day n o t i c e 

period (1) the Hearing O f f i c e r a f f i r r a s the discharge; or (2) the 

employee continues the discharge hearing; or (3) the employee 

withdraws h i s appeal or otherwise engages i n conduct which 

delays the completion of the hearing. However, i n no event may 

the employee require the employer to r e t a i n the eraployee on the 

p a y r o l l beyond the 30-day period. The Union s h a l l have the 

r i g h t to have i t s representatives present at e i t h e r of the 

Board(s) or the grievance procedure, i n c l u d i n g a r b i t r a t i o n , and 

to a c t i v e l y p a r t i c i p a t e . 
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(c) The Eraployer w i t h i n i t s d i s c r e t i o n may determine 

whether d i s c i p l i n a r y a c t i o n should be an o r a l warning, w r i t t e n 

repriraand, suspension or discharge, depending upon various 

f a c t o r s , such as, but not l i r a i t e d t o , the s e v e r i t y of the 

offense or the eraployee's p r i o r record. Such d i s c i p l i n e s h a l l 

be adrainistered as soon as p r a c t i c a l a f t e r the Employer has had 

a reasonable op p o r t u n i t y t o f u l l y i n v e s t i g a t e the raatter and 

conduct a raeeting w i t h the Union and eraployee. The Eraployer i s 

not o b l i g a t e d to raeet w i t h the eraployee and the Union p r i o r to 

t a k i n g d i s c i p l i n a r y a c t i o n where the eraployee i s unavailable or 

i n emergency s i t u a t i o n s . 

Demotions s h a l l not be used as a p a r t of d i s c i p l i n e . 

Transfer s h a l l not be p art of an eraployee's d i s c i p l i n e . 

I n cases or o r a l warnings, the supervisor s h a l l inforra the 

eraployee t h a t she/he i s r e c e i v i n g an o r a l warning and the 

reasons t h e r e f o r e . For d i s c i p l i n e other than o r a l warnings, the 

eraployee's iraraediate supervisor s h a l l raeet w i t h the eraployee and 

n o t i f y hira/her of the accusations against the eraployee and give 

the employee an o p p o r t u n i t y t o answer said accusations. 

S p e c i f i c a l l y , the supervisor s h a l l t e l l the employee the naraes 

of witnesses, i f any, and raake a v a i l a b l e copies of p e r t i n e n t 

docuraents the eraployee or Union i s l e g a l l y e n t i t l e d t o receive, 

to the extent then known and a v a i l a b l e . Eraployer's f a i l u r e to 

s a t i s f y t h i s Section 4.1 s h a l l not i n and of i t s e l f r e s u l t i n a 

r e v e r s a l of the Eraployer's d i s c i p l i n a r y a c t i o n or cause the 

Employer to pay back pay to the eraployee. 
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I n the event d i s c i p l i n a r y a c t i o n i s taken, the eraployee and 

the Union s h a l l be given, i n w r i t i n g , a statement of the reasons 

th e r e f o r e . The employee s h a l l i n i t i a l a copy, noting r e c e i p t 

only, which s h a l l be placed i n the eraployee's f i l e . The 

eraployee s h a l l have the r i g h t t o make a response i n w r i t i n g 

which s h a l l becorae part of the eraployee's f i l e . 

(d) Any record of d i s c i p l i n e may be re t a i n e d f o r a period 

of time not to exceed eighteen (18) raonths and s h a l l t h e r e a f t e r 

not be used as the basis of any f u r t h e r d i s c i p l i n a r y a c t i o n , 

unless a p a t t e r n of sustained i n f r a c t i o n e x i s t s . A p a t t e r n 

s h a l l be defined as at l e a s t two s u b s t a n t i a l l y s i m i l a r offenses 

during said. 18-raonth period. I f an eraployee s u c c e s s f u l l y 

appeals a d i s c i p l i n a r y a c t i o n , his/her f i l e s h a l l so record t h a t 

f a c t . I f the appeal f u l l y exonerates the eraployee, the Eraployer 

s h a l l not use said record of the d i s c i p l i n e a c t i o n against the 

eraployee, or i n the case of proraotions or t r a n s f e r s . 

In any d i s c i p l i n a r y i n v e s t i g a t i o n of a non-egregious 

offense conducted by the i n v e s t i g a t i v e s t a f f of the O f f i c e of 

Budget and Manageraent, the Eraployer s h a l l n o t i f y the eraployee 

who i s the subject of the d i s c i p l i n a r y i n v e s t i g a t i o n o,f the 

pendency of the i n v e s t i g a t i o n and i t s subject raatter, w i t h i n 

t h i r t y (30) calendar days of the employer being made aware of 

the alleged r u l e v i o l a t i o n . For the purposes of t h i s Section, 

the term "non-egregious offense" s h a l l not include i n d i c t a b l e 

c r i m i n a l offenses, gross i n s u b o r d i n a t i o n , residency issues, or 

drug and alcohol v i o l a t i o n s . Thereafter, the eraployee s h a l l be 

granted a p r e d i s c i p l i n a r y hearing i f requested w i t h i n t h i r t y 
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(30) days. Any d i s c i p l i n e given i n v i o l a t i o n of t h i s n o t i c e 

p r o v i s i o n s h a l l be n u l l and void. 

In the event t h a t a discharged eraployee appeals an adverse 

decision of the Personnel or Police Board t o the C i r c u i t Court 

of Cook County, or t h e r e a f t e r t o the Appellate Court of 

I l l i n o i s , and the decision of the Personnel or Police Board i s 

reversed or reraanded r e s u l t i n g i n r e s t o r a t i o n of the job, the 

Eraployer w i l l pay the eraployee's reasonable attorney's fees 

which he or she has in c u r r e d i n connection w i t h the court 

proceeding, excluding fees i n c u r r e d before the Personnel or 

Police Board. The eraployee s h a l l subrait a post-appeal fee 

p e t i t i o n t o the Eraployer, which s h a l l be supported by f u l l 

docuraentation of the work performed, the hours expended, and the 

rates paid by the employee. Should the p a r t i e s be unable t o 

agree on the proper araount of the fees t o be paid t o the 

employee, e i t h e r p a r t y raay r e f e r the dispute t o a r b i t r a t i o n 

under the relevant provisions of t h i s agreeraent. 

Section 4.2 Procedure For Department Review of Di s c i p l i n a r y 
Action Including Suspension 

Step 1. Within 5 working days a f t e r an eraployee receives 

w r i t t e n notice of any proposed d i s c i p l i n a r y a c t i o n , 

i n c l u d i n g a suspension f o r ten (10) days or less which i s 

not appealable t o the Personnel or Police Board, or i n the 

case of suspensions of 11 or raore days which may be 

appealed to a r b i t r a t i o n i n l i e u of the Police or Personnel 

Board upon the w r i t t e n request of the Union, the Employer 

30 
356590.1 



s h a l l conduct a raeeting w i t h the union and eraployee. 

D i s c i p l i n e s h a l l be adrainistered as soon as possible a f t e r 

the employer has had a reasonable o p p o r t u n i t y t o f u r t h e r 

i n v e s t i g a t e the matter as appropriate. I f d i s c i p l i n a r y 

a c t i o n i s taken a f t e r the raeeting or f u r t h e r i n v e s t i g a t i o n , 

the eraployer raay request i n w r i t i n g t o the departraent head 

a review of the said d i s c i p l i n a r y a c t i o n on a forra provided 

by the Eraployer. Said request f o r review s h a l l be i n 

w r i t i n g and subraitted w i t h i n three (3) working days of 

r e c e i p t of w r i t t e n n o t i c e of discipline.'- Said review forra 

s h a l l be p r i n t e d on the back of or attached t o the n o t i c e 

of d i s c i p l i n e together w i t h i n s t r u c t i o n s f o r appeal. The 

f a i l u r e t o subrait a w r i t t e n request f o r review of 

d i s c i p l i n a r y a c t i o n w i t h i n three (3) working days of 

r e c e i p t of no t i c e of d i s c i p l i n a r y a c t i o n w i l l preclude the 

eraployee's r i g h t to review. 

Step 2. Within three (3) working days or any mutually agreed 

upon extension a f t e r the departraent head or designee 

receives the eraployee's request f o r review, the departraent 

head or designee s h a l l conduct a meeting t o review the 

suspension. F a i l u r e to conduct said raeeting i n three (3) 

days w i l l r e s u l t i n autoraatic advanceraent t o Step 4 and the 

Union s h a l l so n o t i f y the Eraployer. At the raeeting, the 

department w i l l give the basis f o r i t s a c t i o n and the 
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eraployee and union re p r e s e n t a t i v e , i f any, w i l l be heard 

and provided the o p p o r t u n i t y t o ask questions. The 

departraent head or designee s h a l l surrender a w r i t t e n 

decision w i t h i n two (2) working days of the meeting, except 

where both p a r t i e s agree a f u r t h e r i n v e s t i g a t i o n i s 

required. The absence of such agreeraent or f a i l u r e t o 

decide and coraraunicate such decision, w i l l r e s u l t i n 

autoraatic advancement t o Step 4 and the Union s h a l l so 

n o t i f y the Employer. A copy of such decision s h a l l be sent 

to the employee and the Union. 

Step 3. Where f u r t h e r i n v e s t i g a t i o n i s agreed upon, a second 

meeting s h a l l be held between the department head or 

designee and the eraployee and the union r e p r e s e n t a t i v e t o 

discuss the r e s u l t s of the i n v e s t i g a t i o n . Said meeting 

s h a l l be conducted w i t h i n f i v e (5) working days of the 

close of the Step 2 meeting, unless otherwise agreed by the 

p a r t i e s . The department head or designee s h a l l render a 

w r i t t e n decision w i t h i n two (2) working days of the second 

raeeting. A copy of such decision s h a l l be sent to the 

eraployee and the Union. I f the p a r t i e s f a i l t o raeet w i t h i n 

f i v e (5) working days or a w r i t t e n decision i s not 

subraitted w i t h i n two (2) working days, the appeal s h a l l 

autoraatically proceed to Step 4 and the Union s h a l l so 

n o t i f y the Eraployer. Except -where otherwise i n d i c a t e d , the 
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tirae l i m i t s set forth herein are to encourage the prorapt 

reviews of said d i s c i p l i n a r y action and f a i l u r e to coraply 

with these tirae l i m i t s w i l l not affect the v a l i d i t y of the 

said d i s c i p l i n a r y action. This procedure s h a l l be the 

eraployee's exclusive reraedy for a l l said d i s c i p l i n a r y 

action, including suspension for ten (10) days or l e s s , or 

for suspensions of 11 days through 30 days which raay be 

appealed to arbitration in l i e u of the Personnel or Police 

Board upon the written request of the Union. 

Step 4. I f the raatter i s not settled at Steps 2 or 3, the 

Union raay subrait the raatter to arbitration under the terras 

of t h i s Agreeraent. The rules governing procedure for 

arbitration s h a l l be the sarae as in 4.3, Step I I I . 

Section 4.3 Conduct of D i s c i p l i n a r y Investigations 

Suppleraenting a l l r i g h t s and processes due eraployees 

covered by t h i s Agreeraent who raay be the subject of a 

d i s c i p l i n a r y i n v e s t i g a t i o n by the Inspector General, the 

i n t e r v i e w w i l l be conducted i n the f o l l o w i n g raanner: 

A. The i n t e r v i e w of the eraployee s h a l l be scheduled at a 

reasonable tirae, p r e f e r a b l y while the eraployee i s on 

duty, or i f f e a s i b l e , during day s h i f t hours. 

B. The i n t e r v i e w , depending upon the a l l e g a t i o n , w i l l 

^ take place at the eraployee's l o c a t i o n of assignraent, 

norraal departraent l o c a t i o n or other appropriate 

l o c a t i o n . 
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P r i o r t o an i n t e r v i e w , the eraployee under 

i n v e s t i g a t i o n s h a l l be inforraed of the person i n 

charge of the i n v e s t i g a t i o n , the i d e n t i t y of the 

i n t e r v i e w e r and a l l persons present during the 

i n t e r v i e w . When a forraal statement i s being taken, 

a l l questions d i r e c t e d t o the eraployee s h a l l be asked 

by and through one i n t e r v i e w e r at a time. 

The length of the i n t e r v i e w sessions w i l l be 

reasonable, w i t h reasonable i n t e r r u p t i o n s p ermitted 

f o r personal n e c e s s i t i e s . 

At the beginning of the i n t e r v i e w , the eraployee s h a l l 

be inforraed of the nature of the matters t o be 

discussed. 

An employee under i n v e s t i g a t i o n i s h a l l -- not be 

threatened w i t h t r a n s f e r , disraissal or d i s c i p l i n a r y 

a c t i o n , or proraised a reward, as an induceraent t o 

provide inforraation r e l a t i n g t o the raatter under 

i n v e s t i g a t i o n , or f o r e.xercising any r i g h t s contained 

i n t h i s Agreement, provided, however, t h a t t h i s 

Section s h a l l not p r o h i b i t or prevent an accurate 

reading of the employee's a d r a i n i s t r a t i v e r i g h t s , or 

the imp o s i t i o n of d i s c i p l i n e i n accordance t h e r e w i t h . 

An employee under i n v e s t i g a t i o n w i l l be provided 

without unreasonable delay w i t h a copy of any w r i t t e n 

stateraent the employee has made. 

(1) I f the a l l e g a t i o n under i n v e s t i g a t i o n i n d i c a t e s a 

recommendation f o r d i s c i p l i n e i s probable against the 
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employee, said eraployee w i l l be given the s t a t u t o r y 

a d r a i n i s t r a t i v e proceedings r i g h t s p r i o r t o the 

commencement of the i n t e r v i e w . (2) I f the a l l e g a t i o n 

i n d i c a t e s t h a t c r i m i n a l prosecution raay be probable 

against said eraployee, the p r o v i s i o n s of t h i s Section 

s h a l l be i n a p p l i c a b l e and said eraployee w i l l be 

afforded h i s c o n s t i t u t i o n a l r i g h t s concerning s e l f -

i n c r i m i n a t i o n p r i o r t o the coraraenceraent of the 

in t e r v i e w . An eraployee w i l l not be read his/her 

a d r a i n i s t r a t i v e and Miranda r i g h t s during the sarae 

i n t e r v i e w . 

I . At the request of the eraployee under i n v e s t i g a t i o n , an 

employee who may be subject t o d i s c i p l i n e s h a l l have 

the r i g h t t o be represented i n the i n t e r v i e w by a 

representative of the Union. The employee s h a l l be 

t o l d t h a t he/she has the r i g h t t o Union r e p r e s e n t a t i o n 

before comraencement of the i n t e r v i e w . The 

i n t e r r o g a t i o n s h a l l be suspended u n t i l r e p r e s e n t a t i o n 

can be obtained, provided the suspension i s not f o r an 

unreasonable tirae and the Employer does not have the 

in t e r v i e w unduly delayed. 

J. The Eraployer s h a l l not corapel an employee under 

i n v e s t i g a t i o n to speak or t e s t i f y • before, or t o be 

questioned by, any non-governmental agency r e l a t i n g t o 

any raatter or issue under i n v e s t i g a t i o n . 

K. The r e s u l t s of a polygraph exaraination s h a l l not be 

used against an eraployee i n any forum adverse to the 
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eraployee's i n t e r e s t s . The Eraployer w i l l not re q u i r e a 

polygraph exaraination i f i t i s i l l e g a l t o do so. I f 

an eraployee i s asked t o take a polygraph examination, 

he/she w i l l be advised i n w r i t i n g 24 hours p r i o r t o 

the a d r a i n i s t r a t i o n of the exaraination. The r e s u l t s of 

any polygraph exaraination s h a l l be known to the 

eraployee w i t h i n one week. 

L. This Section s h a l l not apply t o eraployee witnesses. 

M. The i d e n t i t y of an eraployee under i n v e s t i g a t i o n s h a l l 

not be raade a v a i l a b l e t o the media during the course 

of an i n v e s t i g a t i o n u n t i l charges are f i l e d by the 

Employer and the eraployee has the o p p o r t u n i t y t o 

respond t h e r e t o . I f an eraployee i s exonerated a f t e r 

the C i t y i n i t i a l l y inforraed the raedia of the charges 

against the eraployee, the C i t y w i l l raake t h a t f a c t 

a v a i l a b l e t o the raedia where the eraployee requests i t . 

N. I n the event t h a t d i s c i p l i n a r y a c t i o n i s taken against 

an eraployee, any a l l e g a t i o n s of v i o l a t i o n s of t h i s 

Section s h a l l be heard i n connection w i t h , and i n the 

sarae forum as, grievances which p r o t e s t said 

d i s c i p l i n a r y a c t i o n , except as provided i n paragraph 

• 0(2) below. I f no d i s c i p l i n a r y a c t i o n i s brought 

against the employee f o l l o w i n g the conclusion of the 

Inspector General's i n v e s t i g a t i o n , no grievance 

concerning the conduct of the i n v e s t i g a t i o n s h a l l 

e.xist. 
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0. (1) Any evidence or i n f o r m a t i o n i n c l u d i n g employee 

stateraents t h a t i s obtained i n v i o l a t i o n of the r i g h t s 

enuraerated i n t h i s Section 4.3, s h a l l be suppressed 

and s h a l l not be used by the Eraployer f o r any 

d i s c i p l i n a r y a c t i o n against the eraployee, or i n the 

case of proraotions or t r a n s f e r s . 

(2) (a) Notwithstanding the pr o v i s i o n s of paragraph N 

above, at the option... of the Union, a claira t h a t the 

Inspector General has v i o l a t e d the p r o v i s i o n s of t h i s 

Section raay be rai s e d i n a suppression hearing before 

a meraber of the permanent hearing panel l i s t e d herein, 

rather than i n the d i s c i p l i n a r y hearing as required i n 

paragraph N above. 

(2) (b) (1) The Union may exercise t h i s o ption by 

n o t i f y i n g the employee's Departraent Head and the 

Eraployer's Law Departraent i n w r i t i n g not l a t e r than 

ten (10) calendar days before an a r b i t r a t i o n or the 

Personnel or Police Board hearing, i n accordance w i t h 

the foregoing provisions of t h i s Agreeraent. The appeal 

s h a l l s p e c ify the p a r t i c u l a r c ontract p r o v i s i o n s 

a l l e g e d l y v i o l a t e d , together w i t h a f a c t u a l suraraary of 

the conduct alleged t o have v i o l a t e d the Agreement. I t 

i s understood t h a t by e x e r c i s i n g t h i s o p t i o n , any and 

a l l tirae l i r a i t s set f o r t h i n Chapter 2-74-060 of the 

Municipal Code of the C i t y of Chicago regarding the 

Personnel Board hearing s h a l l be t o l l e d u n t i l the 

a r b i t r a t o r renders a decision as provided below. 
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(2) Upon r e c e i p t of said n o t i c e , the p a r t i e s 

w i l l s e l e c t i n order of r o t a t i o n one of the three 

permanent hearing panel merabers who are chosen as 

fo l l o w s . To be e l i g i b l e f o r s.ervice on t h i s panel, 

raerabers raust be w i l l i n g t o convene a suppression 

hearing w i t h i n t h i r t y (30) days of r e c e i v i n g n o t i c e of 

his or her s e l e c t i o n . To select the i n i t i a l panel, or 

should any raeraber of the panel resign or be removed 

upon mutual agreeraent of the p a r t i e s during the l i f e 

of t h i s Agreeraent, the p a r t i e s w i l l raeet t o reach 

agreeraent on new panel raeraber who raust be an 

a r b i t r a t o r l i s t e d w i t h the Federal Mediation and 

C o n c i l i a t i o n Service. I f no agreeraent can be reached, 

the Eraployer w i l l request a panel of seven (7) 

a r b i t r a t o r s from FMCS, a l l of whom must be merabers of 

the National Academy of A r b i t r a t o r s . Thereafter, the 

p a r t i e s w i l l raeet t o s t r i k e naraes frora the l i s t , w i t h 

the Eraployer s t r i k i n g f i r s t , u n t i l one narae reraains, 

which person s h a l l be naraed t o the panel. 

(2)(c)The suppression hearing s h a l l be convened w i t h i n 

t h i r t y (30) calendar days of the s e l e c t i o n of the 

panel raeraber, or at such other tirae as the p a r t i e s may 

rautually agree. The a r b i t r a t o r ' s j u r i s d i c t i o n . s h a l l 

be l i r a i t e d t o deterraining i f the Inspector General 

obtained evidence or stateraents i n v i o l a t i o n of 

paragraph 0(1) above, and i f such evidence should be 

suppressed. The a r b i t r a t o r s h a i l have no a u t h o r i t y to 
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r u l e on the raerits of any underlying d i s c i p l i n e or 

take any other a c t i o n beyond t h a t s p e c i f i c a l l y set 

f o r t h i n t h i s subparagraph. 

(2)(d)The panel raeraber s h a l l render an expedited 

decision which s h a l l be f i n a l and b i n d i n g upon the 

p a r t i e s . I t s h a l l not be subject t o c o l l a t e r a l a t t a c k 

i n any f u r t h e r d i s c i p l i n a r y proceeding i n v o l v i n g the 

eraployee i n question. 

P. Notwithstanding any other p r o v i s i o n " i n t h i s Section t o 

the contrary, no i n t e r v i e w by the Inspector General 

w i l l be conducted at a p o l i c e s t a t i o n or other 

c o r r e c t i o n a l f a c i l i t y unless the eraployee works at the 

p o l i c e s t a t i o n or c o r r e c t i o n a l f a c i l i t y , or i f the 

eraployee has been incarcerated f o r more than 72 hours. 

Should during the l i f e of t h i s Agreeraent the C i t y Council 

enact an ordinance which t r a n s f e r s the i n v e s t i g a t i v e a u t h o r i t y 

of the Inspector General t o another C i t y Departraent or agency, 

the p r o visions of t h i s Section s h a l l be deeraed to be a p p l i c a b l e 

t o t h a t Departraent or agency. 
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Section 4.4 Grievance and Arbitration 

Except as i n d i s c i p l i n a r y p r o visions of Sections 4.1, 4.2 

and 4.3 above, a d i f f e r e n c e , coraplaint or dispute ( h e r e i n a f t e r 

c a l l e d a grievance) between the Employer and the Union or any of 

the eraployees of the Employer i t represents, a r i s i n g out of the 

circumstances or conditions of employraent, s h a l l be e x c l u s i v e l y 

s e t t l e d i n the f o l l o w i n g raanner. 

There s h a l l be no i n t e r r u p t i o n of the operation of the 

Eraployer. I t i s agreed t h a t the time l i r a i t a t i o n s set f o r t h 

herein are of the essence and t h a t no a c t i o n or raatter not i n 

compliance therewith s h a l l be considered the subject of a 

grievance unless said time l i r a i t a t i o n s are extended by w r i t t e n 

agreeraent of both p a r t i e s to t h i s Agreeraent. 

F a i l u r e of the Employer to answer a grievance w i t h i n the 

time l i m i t s herein s h a l l perrait the Union to advance the case t o 

the next step. The Union w i l l be informed of and allowed t o be 

i n attendance at a l l grievance or d i s c i p l i n a r y hearings. The 

Union s h a l l send w r i t t e n n o t i c e to the Department Head n o t i f y i n g 

him/her of advanceraent to the next Step. 

Before a formal grievance i s i n i t i a t e d , the employee raay 

discuss the raatter w i t h his/her iraraediate supervisor. I f the 

problera i s not resolved i n discussion, the f o l l o w i n g procedure 

s h a l l be used t o adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR 
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A. The eraployee or the Union s h a l l put the grievance i n 

w r i t i n g on the form t o be supplied by the Employer 

upon request, but i n the absence of such a forra, 

eraployee or the Union raay subrait the grievance i n 

l e t t e r forra, w i t h i n twelve working days of e i t h e r the 

eraployee or the Union having knowledge of the event 

which gives r i s e t o the grievance. The employee or 

the Union w i l l i n d i c a t e what Section and p a r t of the 

Agreement i s i n v i o l a t i o n , a b r i e f d e s c r i p t i o n of the 

f a c t s underlying the grievance, and the requested 

reraedy, and subrait the grievance t o the eraployee's 

iraraediate supervisor. I t i s understood t h a t i f the 

eraployee has knowledge of the grievance more than 

twelve working days than the Union, the Union s h a l l 

not t h e r e a f t e r f i l e any grievance w i t h the Eraployer 

concerning t h a t sarae issue and i n v o l v i n g t h a t 

eraployee. I t i s f u r t h e r understood t h a t i f an 

eraployee i s the b e n e f i c i a r y of an alleged contract 

v i o l a t i o n , and t h e r e f o r e f i l e s no grievance concerning 

t h a t issue, the Union i s not precluded frora f i l i n g a 

tiraely grievance over t h a t issue i f i t does so w i t h i n 

twelve working days a f t e r i t knew or "should have known 

of the alleged v i o l a t i o n . 
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B. Within f i v e (5) working days of the w r i t t e n grievance, 

the iraraediate supervisor w i l l n o t i f y the eraployee and 

the union i n w r i t i n g of the decision. 

Step I I 

A. I f the grievance i s not s e t t l e d at Step I , the Union 

representative and/or the eraployee s h a l l have the 

r i g h t t o raake an appeal i n w r i t i n g t o the Department 

Head or the Department Head's designee w i t h i n seven 

(7) working days a f t e r the date of r e c e i p t of the 

decision or the date i t was due under Step I , by the 

iraraediate supervisor. The narae of the Departraent 

Head's designee s h a l l be posted f o r employees i n areas 

where eraployee notices are norraally posted and 

subraitted to the Union. F a i l u r e t o post and so n o t i f y 

the union w i l l perrait iraraediate advanceraent t o 

a r b i t r a t i o n unless corrected w i t h i n two (2) working 

days of notice of f a i l u r e t o post. 

B. The Departraent Head or the Departraent Head's designee 

s h a l l raeet w i t h the Union's rep r e s e n t a t i v e at l e a s t 

once each month t o discuss a l l pending grievances t h a t 

have been advanced t o Step I I . The 'purpose of the 

Step I I meeting w i l l be f o r the Department and the 

Union to share relevant inforraation and discuss t h e i r 

respective p o s i t i o n s w i t h respect to each grievance 
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pending at Step I I , and atterapt t o araicably resolve as 

raany grievances as possible. The Departraent Head or 

the Department Head's designee s h a l l have the 

r e q u i s i t e a u t h o r i t y to resolve grievances during the 

Step I I raeeting. No grievances w i l l be discussed at 

raore than one Step I I raeeting, unless the C i t y and the 

Union rautually agree t h a t f u r t h e r raeeting and 

discussion would be b e n e f i c i a l . Nothing i n t h i s 

paragraph s h a l l be construed t o r e l i e v e the 'City and 

the Union frora t h e i r o b l i g a t i o n s t o otherwise process 

and respond t o grievances i n accordance w i t h t h i s 

A r t i c l e . 

C. The Departraent Head or the Departraent Head's designee 

w i l l n o t i f y the eraployee and Union i n w r i t i n g w i t h a 

copy t o the Union of his/her decision w i t h i n seven (7) 

working days of the corapletion of the Step I I raeeting. 

The response t o the grievance s h a l l s t a t e the 

Departraent's p o s i t i o n w i t h respect t o the grievance 

together w i t h a b r i e f stateraent of the f a c t s and 

reason (s) supporting t h a t p o s i t i o n . 

D. Any settleraent at Step I or I I s h a l l be binding upon 

the Eraployer, Union and the aggrieved eraployee or 

eraployees. Grievances raay be withdrawn without 
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prejudice at any step of the grievance procedure i f 

rautually agreed. 

I f the grievance i s not s e t t l e d at the second step, 

the Union or the Eraployer raay request f i n a l and 

binding a r b i t r a t i o n by serving w r i t t e n n o t i c e on the 

other w i t h i n ten (10) working days frora r e c e i p t of the 

Eraployer's Step I I decision or the date i t was'due.. 

I f the grievance or a r b i t r a t i o n a f f e c t s raore than one 

eraployee, i t raay be presented by a s i n g l e selected 

eraployee representative of the group or class. A 

class a c t i o n s h a l l be i d e n t i f i e d t o the Employer at 

Step I or as soon as p r a c t i c a b l e . The r e s o l u t i o n of a 

grievance f i l e d on behalf of a group of eraployees 

s h a l l be made applicab l e to a l l of the a f f e c t e d 

employees w i t h i n t h a t group. 

Even though a grievance has been f i l e d , employees are 

o b l i g a t e d to f o l l o w i n s t r u c t i o n s or orders of 

supervisors or the Eraployer, except where the 

i n s t r u c t i o n or order i s so i n h e r e n t l y dangerous t o the 

eraployee t h a t i t could cause death or serious p h y s i c a l 

harra. The Eraployer agrees t h a t by f o l l o w i n g 

i n s t r u c t i o n s or orders the eraployee does not waive 

his/her r i g h t to process the grievance. Refusal t o 
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follow instructions or orders s h a l l be cause for 

di s c i p l i n e . 

Step I I I - ARBITRATION 

- I f the raatter i s not s e t t l e d i n Step I I the Union or the 

Eraployer, but not an i n d i v i d u a l employee or eraployees, raay 

subrait the dispute t o a r b i t r a t i o n by serving a w r i t t e n request 

to a r b i t r a t e t o the designated representative from the 

Eraployer's operating departraent, w i t h copies of the request t o 

the designated law departraent r e p r e s e n t a t i v e and counsel f o r the 

C o a l i t i o n Unions, s e t t i n g f o r t h the f a c t s and s p e c i f i c r e l i e f 

requested, w i t h i n ten (10) working days a f t e r the answer i s 

given or due at Step I I hereof. 

Within f i v e (5) days of serving the request f o r 

a r b i t r a t i o n , or as soon t h e r e a f t e r as the p a r t i e s mutually raay 

agree, the Union s h a l l have the r i g h t to convene a raeeting w i t h 

the Eraployer's designated representative i n an atterapt t o 

resolve the grievance p r i o r t o any f u r t h e r a c t i o n being taken t o 

advance the raatter to a r b i t r a t i o n . At such raeeting, the Union 

s h a l l set f o r t h i n w r i t i n g the f a c t s of the raatter i n dispute 

and the r e l i e f requested. The Eraployer w i l l respond t o the 

grievance i n w r i t i n g by g i v i n g the reasons which i t contends 

support i t s p o s i t i o n w i t h respect t o the grievance. I n the. 

event the p a r t i e s are unable at such meeting to .resolve the 
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grievance, the Union and the Employer w i l l proceed w i t h the 

s e l e c t i o n of an a r b i t r a t o r as provided below. 

Either p a r t y may subrait the grievance t o a r b i t r a t i o n by 

serving a w r i t t e n request'to a r b i t r a t e t o the Federal Mediation 

and C o n c i l i a t i o n Service under the rules of t h a t t r i b u n a l w i t h a 

copy t o the other p a r t y . The foregoing s h a l l not prevent the 

Eraployer and Union frora rautually agreeing t o the s e l e c t i o n of an 

a r b i t r a t o r . 

The panel of a r b i t r a t o r s subraitted raustiagree as a whole t o 

comraenceraent of a hearing w i t h i n si.xty (60) days of s e l e c t i o n 

and t h a t they w i l l render a decision w i t h i n t h i r t y (30) days of 

the close of hearing. Any extension of those time l i m i t s must 

be by w r i t t e n consent of the Union and .the Employer. The 

f a i l u r e of e i t h e r side to agree t o an extension of tirae s h a l l 

not be disclosed t o the a r b i t r a t o r . 

A r b i t r a t o r s w i l l advise the p a r t i e s of t h e i r fees and 

expenses p r i o r to s e l e c t i o n and such fees and expenses s h a l l be 

borne equally between the Union and the Eraployer. The 

a r b i t r a t o r s h a l l have the r i g h t to subpoena witnesses and 

require the production of p e r t i n e n t docuraents at the request of 

e i t h e r party. Each pa r t y s h a l l be responsible f o r corapensating 

i t s own representative and witnesses. The cost of a t r a n s c r i p t 

s h a l l be borne by the party requesting the r e p o r t e r unless the 

p a r t i e s agree to share such costs. 
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An a r b i t r a b l e raatter raust i n v o l v e the raeaning and 

a p p l i c a t i o n or i n t e r p r e t a t i o n of a s p e c i f i c p r o v i s i o n of t h i s 

Agreeraent or a docuraent incorporated by reference t h e r e t o . The 

provisions of t h i s Agreement and any other document incorporated 

by reference i n t h i s agreeraent s h a l l be the sole source of any 

r i g h t s which e i t h e r p arty raay assert i n a r b i t r a t i o n . Questions 

•of a r b i t r a b i l i t y s h a l l be decided by the arbitrator,,. The 

a r b i t r a t o r s h a l l have no power t o araend, add t o , subtract frora, 

or change the terras of t h i s Agreement, and s h a l l be authorized 

only t o i n t e r p r e t the e x i s t i n g p r o v i s i o n s .of t h i s Agreement and 

apply thera' t o the s p e c i f i c f a c t s of the grievance or dispute. 

The decision of the a r b i t r a t o r s h a l l be based wholly on the 

evidence and arguraents presented t o hira by the p a r t i e s i n the 

presence of each other. No a r b i t r a t i o n hearing s h a l l be held 

unless both p a r t i e s are present. The decision of the a r b i t r a t o r 

s h a l l be f i n a l and binding on a l l p a r t i e s t o - the dispute, 

i n c l u d i n g the eraployee or eraployees involved. Where tiraeliness 

i s i n dispute, i t s h a l l be decided by the a r b i t r a t o r . 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

s e t t l e d at a pr e l i r a i n a r y step of the .grievance procedure or 

which would becorae moot due to the length of time necessary t o 

exhaust the grievance steps, or which the Union believes which 
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would be resolved more e x p e d i t i o u s l y , may be f i l e d at the option 

of the grievant/union at Step I I . 

B. PERTINENT WITNESSES AND INFORMATION 

The Union raay request the production of s p e c i f i c 

docuraentation, books, papers or witnesses- reasonably a v a i l a b l e 

frora the Eraployer and s u b s t a n t i a l l y p e r t i n e n t t o the grievance 

under consideratipn. Such request s h a l l not be unreasonably 

denied, and i f granted s h a l l be i n con'forraance w i t h a p p l i c a b l e 

laws and ru l e s issued • pursuant t h e r e t o governing the 

disseraination of such raaterials. 

A Union representative, a gri e v a n t , and Union steward w i l l 

be permitted a reasonable amount of tirae without loss of pay 

during working hours to i n v e s t i g a t e and process grievances where 

t h i s does not s u b s t a n t i a l l y i n t e r f e r e w i t h the e f f i c i e n t 

operation of the Departraent, provided t h a t representatives s h a l l 

observe the Eraployer's reasonable v i s i t a t i o n r u l e s f o r Union 

representatives. The steward s h a l l n o t i f y his/her iraraediate 

supervisor f o r perraission t o handle grievances on work tirae, i t 

being understood t h a t the operation of the Departraent takes 

precedence unless there i s an emergency, but such permission 

s h a l l not be denied unreasonably. A reasonable number of 

employees raay attend the meeting without loss of pay; such 

meetings s h a l l be set by rautual agreeraent by the Eraployer and 

the Union. Where the Employer d i r e c t s an eraployee to report f o r 
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a meeting concerning a grievance at a tirae when the eraployee i s 

not scheduled t o work such tirae s h a l l be considered time worked. 

I f there i s space a v a i l a b l e , the Employer, upon request of 

the Union representative, s h a l l provide the use of a roora and 

telephone, t o discuss the grievance, subject t o the Eraployer's 

reasonable r u l e s f o r the Union's use of such f a c i l i t i e s . 

C. EXPEDITED ARBITRATION 

The Eraployer and the Union raay rautually agree to subrait any 

grievance t o expedited a r b i t r a t i o n - . Pursuant t o expedited 

a r b i t r a t i o n , the p a r t i e s s h a l l mutually select an a r b i t r a t o r 

from a group of a r b i t r a t o r s approved by the p a r t i e s . The 

expedited a r b i t r a t i o n hearing . s h a l l be scheduled as e a r l y as 

possible from the date the p a r t i e s agreed t o submit the 

grievance t o expedited a r b i t r a t i o n . The p a r t i e s agree t o waive 

the stenographic recording of the hearing and the f i l i n g of 

post-hearing b r i e f s . Pursuant t o the p a r t i e s ' agreement, the 

a r b i t r a t o r s h a l l issue e i t h e r an o r a l d ecision at the--, close of 

the hearing or a w r i t t e n decision w i t h i n twenty (20) days of the 

date of the hearing. The a r b i t r a t o r ' s decision s h a l l be f i n a l 

and binding on a l l p a r t i e s t o the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law department and 

counsel f o r the C o a l i t i o n Unions s h a l l meet at le a s t q u a r t e r l y , 

or raore f r e q u e n t l y as necessary, i n order to discuss the 
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scheduling of s p e c i f i c cases f o r a v a i l a b l e hearing dates. At 

these raeetings, the p a r t i e s s h a l l designate at l e a s t one pre-

established hearing date per month f o r the a r b i t r a t i o n of 

grievances. 

ARTICLE 5 
NON-DISCRIMINATION 

Section 5.1 Equal Employment Opportunities 

The Union and the Eraployer agree to work cooperatively to 

insure equal eraployraent opportunities as required by law in a l l 

aspects of the Eraployer's personnel p o l i c i e s , and nothing in 

t h i s Agreeraent s h a l l be interpreted to cause a negative effect 

in said efforts. I t i s understood and agreed that th i s A r t i c l e 

s h a l l neither affect nor be interpreted to adversely affect the 

seniority provisions of this Agreeraent. 

Section 5.2 No Discrimination 

Neither the Eraployer nor the' Union s h a l l discriminate 

against any employee covered by th i s Agreement in a manner which 

would violate any applicable laws because of race, color, 

religion, national origin, age, sex, raarital status, mental 

and/or physical handicap or a c t i v i t y on behalf of the Union. 

Section 5.3 Grievances 

Grievances by eraployees a l l e g i n g v i o l a t i o n s of t h i s A r t i c l e 

s h a l l be resolved through the Grievance procedure of t h i s 

Agreeraent. 

Section 5.4 Reasonable Accommodation 

In the event the Eraployer s h a l l be required to raake a 

reasonable accoraraodation under the Araericans With D i s a b i l i t i e s 
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Act ("ADA") to the d i s a b i l i t y of an applicant or incurabent 

eraployee t h a t raay be i n c o n f l i c t w i t h the r i g h t s of an eraployee 

under t h i s Agreeraent, the Eraployer s h a l l b r i n g t h i s matter t o 

the a t t e n t i o n of the union. The p r o v i s i o n s of A r t i c l e 4 of t h i s 

Agreement s h a l l be a v a i l a b l e , and the A r b i t r a t o r may balance the 

Eraployer's o b l i g a t i o n s under the ADA and t h i s Agreeraent and the 

eraployee's r i g h t s under t h i s Agreeraent, provided t h a t no 

incurabent eraployee s h a l l be displaced by such decision of the 

A r b i t r a t o r . 

ARTICLE 6 
HOLIDAYS 

Section 6.1 

a. F u l l - t i r a e hourly eraployees s h a l l receive e i g h t hours 

s t r a i g h t - t i r a e pay f o r the holidays set f o r t h below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Colurabus Day 
8. Thanksgiving Day 

9. Christmas Day 

b. F u l l - t i m e s a l a r i e d eraployees s h a l l receive the 

f o l l o w i n g days o f f without any change i n t h e i r regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casirair Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Memorial Day 
7. Independence Day 
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8. Labor Day 
9. Columbus Day 
10. Veterans Day 
11. Thanksgiving Day 

12. Christmas Day 

c. Eraployees covered by t h i s Agreeraent i n c l u d i n g 

probationary eraployees s h a l l be e n t i t l e d t o one (1)- paid 

personal day i n each year of t h i s Agreeraent. At the eraployee's 

option, the personal day raay be scheduled i n accordance w i t h the 

vacation s e l e c t i o n procedures set f o r t h i n A r t i c l e 10 of t h i s 

Agreeraent. I f the eraployee e l e c t s not to schedule said personal 

day i n advance under the vacation s e l e c t i o n procedures as 

provided above, such day s h a l l be designated by the eraployee and 

s h a l l not be denied by the Eraployer. I f the employee i s required 

or allowed t o work on such designated day, the' employee s h a l l 

receive the appropriate holiday preraiura r a t e . An eraployee may 

e l e c t t o carry over the personal day t o the f o l l o w i n g calendar 

year provided such carry over s h a l l not exceed f i v e (5) personal 

days. Eraployees raay not designate such personal day i n 

connection w i t h an e x i s t i n g holiday. Good Friday, or a vacation 

schedule unless requested by the eraployee upon ten (10) days 

w r i t t e n notice and approved by the Eraployer. New eraployees who 

coraraence work f o r the Eraployer a f t e r June 30 s h a l l not be 

e l i g i b l e f o r t h i s personal day u n t i l the f o l l o w i n g calendar 

year. 

d. The b e n e f i t s set f o r t h i n (a), (b) and (c) above s h a l l 

be paid provided the eraployee i s i n pay status the f u l l 

scheduled work day iraraediately preceding and the f u l l scheduled 

work day immediately f o l l o w i n g such holiday, or i s absent or 
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tardy frora work on one or both of those days with the Employer's 

perraission; such perraission s h a l l not be unreasonably denied. 

Section 6.2 Payment for Holiday 

I f an eraployee i s scheduled to work on a paid h o l i d a y under 

the Agreeraent, except f o r Christraas, New Year's Day, and Dr. 

Martin Luther King's Birthday, he/she s h a l l be paid at the r a t e 

of two and one-half (2 ^) tiraes his/her regular hourly r a t e 

(which includes holiday pay) f o r a l l hours worked. 

An eraployee working on Christraas, New Year's Day and Dr. 

Martin Luther King's Birthday s h a l l be paid at the rat e of two 

(2) tiraes his/her regular hourly rate (which includes holiday 

pay) f o r a l l hours worked plus 8 hours o f f w i t h pay 

(corapensatory tirae) i f the eraployee i s a f u l l - t i r a e eraployee and 

pro r a t a tirae o f f i f the eraployee i s a part - t i r a e eraployee. 

I f a f u l l - t i r a e hourly eraployee i s not required t o work on a 

paid holiday under t h i s Agreeraent, such eraployee s h a l l be paid 

eight hours at his/her regular s t r a i g h t time hourly r a t e f o r 

such holiday. 

Section 6.3 Determining Work Days as Holidays 

A holiday i s the calendar day running from raidnight t o 

raidnight. An eraployee who workday extends over parts of two (2) 

calendar days, one of which i s a holiday, s h a l l be considered to 

have worked on the holiday i f the raajority of the hours worked 

f a l l on the holiday. 

Section 6.4 Failure to Report to Work on Scheduled Holiday 

I f an eraployee i s scheduled to.-'work on a holiday and f a i l s 

t o report t o work, the eraployee s h a l l f o r f e i t his/her r i g h t t o 
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pay for that holiday unless his/her absence i s due to i l l n e s s , 

injury, or other eraergency. 

Section 6.5 Holiday Observance 

Except f o r eraployees whose r e g u l a r l y scheduled workweek 

includes Saturday and/or Sunday, said holidays which f a l l on 

Saturday w i l l be observed the Friday before the holidays; said 

holidays which f a l l on Sunday w i l l be observed on the Monday 

a f t e r the holiday. For employees whose r e g u l a r l y scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

f a l l on e i t h e r Saturday or Sunday w i l l be observed on t h a t day. 

Whenever said holiday f a l l s during an employee's vacation 

period, the Eraployer s h a l l have the option of g r a n t i n g the 

eraployee an extra day's pay or an extra day of vacation at a 

tirae rautually agreed upon between the eraployee and the 

departraent head, provided the employee works the f u l l scheduled 

workday imraediately preceding and the f u l l scheduled workday 

imraediately f o l l o w i n g such vacation period, unless such absence 

i s f o r a reason the Employer f i n d s t o be v a l i d , such as 

r e c e i v i n g pay f o r s i c k days. 
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Section 6.6 Use of Compensatory Time 

A n — e m p l o y e e — s h a l l — u - s - e — h i s / h e r — c o r a p e n s a t o r y — t i r a o — w i t h i n 

n i n e t y — ( 9 0 ) — d a y s — a f t e r — i t — i s earned. O-,—however,—an—oraploycc ' o 

request—be—u^e—said—corapensatory—tirae—i-s—denied—by—the—Eraployor, 

he—er—she—raay—continue—be—carry—ouch—tirae—fer—up—t-e—ene—year, 

vjhercupon bhe craployoc may ahk f-er l i q u i d a t i o n — — e - f — ' said 

corapensatory—tirae— i n—cash,—er—raay,—subj e c t — t e — t h e . approval—ef-

the Eraployer,—continue—te—carry over—ouch—corapensatory tirae. 

Any banked overtime and/or compensatory time which 

employees have acctimulated as of June 1, 2018 i n excess of 160 

hours s h a l l be paid to employees i n the form of cash within 30 

days following June 1, 2018. 

Employees who receive compensatory time under t h i s 

agreement may e l e c t to have such compensatory time paid out i n 

the form of pay not l a t e r than the second regular payday 

following the end of the payroll period i n which i t i s earned or 

may accumulate such time up to a maximum of 160 hours. 

Use of compensatory time s h a l l be s i i b j e c t t o the 

op e r a t i o n a l needs of the Employer. A l l acciimulated compensatory 

time i n excess of 160 hours which has not been used or scheduled 

by June 1 i n any calendar year w i l l be p a i d t o employees i n the 

form of cash a t t h e i r c u r r e n t r a t e of pay. Nothing herein s h a l l 

be construed as t o allow the Employer t o fo r c e an employee t o 

use accrued compensatory time. 
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ARTICLE 7 
LEAVES 

Section 7.1 Leaves with Pay 

Section 7.1.1 Bereavement Pay 

I n the event of a death i n an employee's iraraediate f a r a i l y , 

such employee s h a l l be e n t i t l e d to a leave of absence up t o a 

raaxiraura of three consecutive days i n c l u d i n g the day of the 

f u n e r a l . Where death occurs and the f u n e r a l i s t o be held out 

of I l l i n o i s and beyond the states contiguous t h e r e t o , the 

eraployee s h a l l be e n t i t l e d to a raaxiraura of f i v e consecutive 

days. During such leave, an hourly eraployee s h a l l receive 

his/her regular s t r a i g h t time pay f o r such time as she/he i s 

required t o be away from work during his/her r e g u l a r l y scheduled 

hours of work (not t o exceed e i g h t hours per day) . Salaried 

eraployees s h a l l receive the leave of absence without a d d i t i o n a l 

corapensation. 

The eraployee's iraraediate faraily s h a l l be defined as: 

raother, f a t h e r , husband, w i f e , brother, s i s t e r ( i n c l u d i n g step 

or h a l f ) , son or daughter ( i n c l u d i n g step or adopted), f a t h e r -

in-law, raother-in-law, daughter-in-law, son-in-law, s i s t e r - i n -

law, brother-in-law, grandparents, grandchildren, c o u r t -

appointed l e g a l guardian, and a person f o r whom the eraployee i s 

a court-appointed l e g a l guardian. The employer may, at i t s 

option, require the employee to subrait s a t i s f a c t o r y proof of 

death and/or proof of the r e l a t i o n s h i p of the deceased t o the 

eraployee. 
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Section 7.1.2 Milit a r y Leave 

Any eraployee who i s a raeraber of a reserve force of the 

United States or of the State of I l l i n o i s , other than the 

National Guard, and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g prograra or perforra other d u t i e s 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed fourteen (14) 

calendar days i n any calendar year, provided t h a t the eraployee 

deposits his/her railitary pay f o r a l l days corapensated by the 

Eraployer w i t h the C i t y Coraptroller. Any employee who i s a 

member of the National Guard of the United States or of the 

State of I l l i n o i s and who i s ordered by the appropriate 

a u t h o r i t i e s t o attend a t r a i n i n g program or perforra other duties 

under the supervision of the United States or the State of 

I l l i n o i s , s h a l l be granted a paid leave of absence during the 

period of such a c t i v i t y , but not t o exceed f i f t e e n (15) calendar 

days i n any calendar year, provided t h a t the eraployee deposits 

his/her railitary pay f o r a l l days corapensated by the Eraployer 

w i t h the C i t y Coraptroller. Any r e s e r v i s t c a l l e d f o r a c t i v e duty 

on or a f t e r Septeraber 11, 2001, s h a l l be e n t i t l e d to f u l l s a l a ry 

and medical b e n e f i t s , provided that paid leave s h a l l be 

conditioned upon payment of m i l i t a r y pay to the Comptroller. The 

r i g h t to t h i s a d d i t i o n a l paid leave s h a l l a u t o m a t i c a l l y 

terrainate upon t e r m i n a t i o n of a c t i v e duty. 

Said paid leaves of absence s h a l l not reduce the employee's 

vacation or other leave b e n e f i t s . 
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Section 7.1.3 Jury Duty Leave/Stibpoena 

An employee who serves on a j u r y or i s subject t o a proper 

subpoena (except i f the employee i s a party t o the l i t i g a t i o n ) 

s h a l l be granted a leave of absence w i t h pay during the terra of 

such absence, provided t h a t the eraployee deposits his j u r y duty 

pay w i t h the C i t y Comptroller. 

Section 7.1.4 Sick Leave 

Salaried—employees—whe—ar^e—granted—paid—sick—leave—en—bhe 

execution—ef^—thio—Agreement—shall—continue—be—receive—the—same 

oick—leave—provisions—during—bhe—terra of—thio—Agreeraent,—&e—long 

a - s — h o / o h e — c o n t i n u e s — b e — w o r k — u n d e r — a — c l a s s i f i c a t i o n — t h a t — w a e 

r e c e i v i n g — o i c k — l e a v e — a t — t h e — e x e c u t i o n — e f — t h i o — A g r e e r a e n t . Thio 

p r o v i o i o n — w i l l — n e t — a f f e c t — a n y — a c c u r a u l a t e d — o i c k — l e a v e — c r a p l o y e e o 

raay—have—ab—bhe—execution—ef—thio—Agreeraent. An—employee s h a l l 

have—the option t o use up t o — o i x days—ef—sick leave per y e a r — f e ^ 

the i l l n e s s of an iraraodiatc faraily raeraber. 

N o t v j i t h o t a n d i n g — t h e — f o r e g o i n g , E e f f e c t i v e January 1, 1998 

and thereafter, said s a l a r i e d eraployees who receive paid sick 

tirae s h a l l accrue sick tirae at the rate of one (1) day for each 

month of eraployraent. Employees may use up to s i x (6) days of 

sick time per year for the bona fide i l l n e s s of family members, 

who s h a l l include (or may be expanded upon by the City) : 

(i)mother, father, husband, wife, brother or s i s t e r (including 

blood, step or half) , son or daughter (including blood, step or 
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adopted), father-in-law, mother-in-law, daughter-in-law, son-in-

law, grandparents or grandchildren; or ( i i ) domestic partner or 

the domestic partner's mother, father, son or daughter 

(including blood, half, step or adopted), provided that the 

employee's domestic partner i s registered with the Department of 

Hiiman Resources. In the event an emplo.yee experiences a serious 

health condition within the meaning of the Family Medical Leave 

A c t , i - s — h o s p i t a l i z e d , upon request of the eraployee, the Eraployer 
'\ 

w i l l raake a v a i l a b l e t o said eraployee up t o the f u l l araount of 

s i c k tirae the eraployee would have accrued f o r the reraainder of 

t h a t calendar year as i f he/she were a c t i v e l y eraployed, i n order 

to cover the absence r e s u l t i n g from the serious h e a l t h 

c o n d i t i o n , h o s p i t a l i z a t i o n and recovery. Upon his/her r e t u r n t o 

work, the employee w i l l begin t o accrue s i c k tirae w i t h the s t a r t 

of the next calendar year. The Eraployer reserves the r i g h t t o 

req u i r e an eraployee t o provide docuraentation of the i l l n e s s i n 

question. 

Section 7.1.5 Paid Parental Leave 

Paid Parental Leave: An employee wishing to take paid 

parental leave must apply and be e l i g i b l e for Family Medical 

Leave Act (FMLA) leave. An employee i s e l i g i b l e for FMLA leave 

i f he or she has been employed by the City for at l e a s t twelve 

(12) months before taking the leave and has worked at l e a s t 1250 

hours during the 12-month period prior to the leave. E l i g i b l e 
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employees may be granted the following paid parental leaves, i n 

conjunction with and as a part of an approved FMLA leave: 

• Up to four (4) weeks paid maternity leave to a b i r t h mother 

to recover from a non-surgical delivery; or 

• Up to s i x (6) weeks paid maternity leave to a b i r t h mother 

to recover from a C-section delivery; or 

• Up to two (2) weeks paid parental leave for the b i r t h of a 

ch i l d or children by an employee spouse or domestic partner 

of the b i r t h mother; or 

• Up to two (2) weeks paid parental leave for the adoption of 

a c h i l d or children by an employee or the spouse or 

domestic partner of the employee. 

For e l i g i b l e non-salaried employees compensation s h a l l be 

based on the employee's scheduled work hours. 

Paid parental leave may be combined with other earned paid 

,time-off, such as vacation and/or sick time, to achieve the 

maximum amount of paid time off from work while taking FMLA 

leave. Notwithstanding any other provision of th i s agreement, 

paid parental leave shall^be granted only as part of an approved 

FMLA leave and may not be used as intermittent leave. 

Section 7.2 Leaves Without Pay 

Section 7-2.1 Personal Leave 

Non-probationary eraployoes may apply f o r leaves of absence 

without pay f o r personal reasons. The grant and du r a t i o n of 

such leaves s h a l l be w i t h i n the d i s c r e t i o n of the Employer. 

S e n i o r i t y s h a l l accumulate f o r eraployees on said leaves. 

Eraployees who r e t u r n frora said leaves s h a l l be r e i n s t a t e d t o 
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t h e i r forraer job c l a s s i f i c a t i o n , i f the Eraployer determines i t 

i s vacant or i f i t i s then occupied by an eraployee w i t h lower 

s e n i o r i t y . I f the eraployee's forraer job i s not a v a i l a b l e 

because the employee would have been l a i d o f f i f the eraployee 

had not been on a leave of absence, the eraployee raay exercise 

s e n i o r i t y r i g h t s i n accordance w i t h and subject t o the l a y o f f , 

r e c a l l and break-in-service provisions of t h i s Agreeraent. 

Bargaining u n i t eraployees who have corapleted t h e i r f i r s t 12 

raonths of eraployraent -and who have worked 1,250 hours i n the 

preceding 12 month period s h a l l t h e r e a f t e r be e n t i t l e d t o faraily 

and raedical leave f o r a period of up t o twelve (12) work weeks 

during any twelve (12)' month period f o r any of the f o l l o w i n g 

reasons: 

(1) f o r the b i r t h of an employee's c h i l d and t o care f o r 

the newborn c h i l d ; 

(2) f o r the placeraent w i t h the employee of a c h i l d f o r 

adoption or f o s t e r care; 

(3) t o care f o r the employee's spouse, c h i l d or parent 

w i t h a serious h e a l t h c o n d i t i o n ; 

(4) due t o a serious health c o n d i t i o n a f f e c t i n g the 

eraployee. 

Such leave s h a l l be without pay unless the eraployee 

deterraines t o s u b s t i t u t e accrued paid leave f o r which the 

eraployee i s e l i g i b l e . During any leave taken under t h i s 

A r t i c l e , the eraployee's health care coverage s h a l l be raaintained 

and paid f o r by the eraployer, as i f the eraployee was working and 

s e n i o r i t y s h a l l accrue. 

61 
356590.1 



Any eraployee d e s i r i n g t o take leave under t h i s Section 

s h a l l provide reasonable advance notice t o the eraployer on a 

forra provided by the eraployer, which forra s h a l l be approved by 

the Union. Reasonable advance noti c e s h a l l be no less than ten 

(10) days; and where advance noti c e cannot be provided, the 

eraployee s h a l l provide notice w i t h i n 48 hours a f t e r the eraployee 

i s able t o do so. Fa i l u r e t o provide the noti c e provided f o r i n 

t h i s Section s h a l l not a f f e c t the v a l i d i t y of the leave where 

the eraployer has actual n o t i c e . Except as.raay be s p e c i f i c a l l y 

s tated i n t h i s Agreeraent, eraployees s h a l l take leave provided 

f o r as perraitted by the provisions of the Faraily Medical Leave 

Act, i n c l u d i n g i t s rules and r e g u l a t i o n s . Employees s h a l l have 

a r i g h t ' t o r e t u r n t o t h e i r regular assignraent,and l o c a t i o n . 

Section 7.2.2 Medical Leave 

Non-probationary eraployees s h a l l be granted raedical leaves 

of absence upon request. Said medical leaves of absence s h a l l 

be granted f o r up t o 3 raonths, provided said leaves s h a l l be 

renewable f o r l i k e 3-raonth periods. The eraployer raay request 

s a t i s f a c t o r y proof of raedical leaves of absence. A f t e r the 

f i r s t year, such raedical leaves s h a l l be extended i n up t o one-

year segraents. Eraployees on medical leaves of absence s h a l l 

r e t u r n t o work promptly a f t e r t h e i r doctor releases thera to 

r e t u r n t o work. 

Eraployees who r e t u r n from said medical leaves of absence 

promptly a f t e r t h e i r doctor's release w i t h i n one year s h a l l be 

r e i n s t a t e d to t h e i r former j o b / c l a s s i f i c a t i o n according to the 

f o l l o w i n g schedule. I f an employee returns w i t h i n s i x (6) 
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raonths of the s t a r t of the leave, the Eraployer s h a l l r e i n s t a t e 

the employee to his/her previous geographic l o c a t i o n and job 

assignment. I f an eraployee returns frora leave raore than s i x (6) 

raonths but less than one (1) year frora the s t a r t of the leave, 

the eraployee raay request the r i g h t t o r e t u r n t o his/her previous 

geographic l o c a t i o n and job assignraent, which request s h a l l not 

be unreasonably denied by the Eraployer. I n a d d i t i o n , the 

eraployer w i l l r e t u r n an eraployee t o the sarae geographic l o c a t i o n 

of h i s or her previous job assignraent f o r a period of up t o one 

year a f t e r the s t a r t of the leave. I f the eraployee's forraer job 

i s not a v a i l a b l e because the employee would have been l a i d o f f 

i f the eraployee had not been on a leave of absence, the eraployee 

raay exercise s e n i o r i t y r i g h t s i n accordance w i t h and subject t o 

l a y o f f , r e c a l l and break-in-service p r o v i s i o n s i n t h i s 

agreeraent. 

A f t e r one year on an approved raedical leave of absence, 

eraployees who r e t u r n t o work proraptly a f t e r t h e i r doctor's 

release and who raeet the f o l l o w i n g continuous service 

requireraents s h a l l be r e i n s t a t e d as described above according t o 

the f o l l o w i n g forraula: three (3) months of such reinstateraent 

r i g h t s f o r every year of service t o a raaxiraura of f i v e (5) years 

reinstateraent r i g h t s . 

An eraployee who does not raeet the above e l i g i b i l i t y 

requireraents and who returns to work 'proraptly a f t e r his/her 

doctor's release a f t e r raore than one year on a medical leave of 

absence, s h a l l be returned t o his/her forraer job c l a s s i f i c a t i o n 
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i f the job i s vacant. I f not, the eraployee w i l l be placed on a 

l i s t f o r reinstateraent. 

S e n i o r i t y s h a l l accuraulate f o r eraployees on raedical leaves 

of absence f o r only up t o one year. A f t e r one year, an eraployee 

on a raedical leave of absence s h a l l r e t a i n , but not accuraulate, 

s e n i o r i t y . 

An eraployee returning frora raedical leave of absence on 

his/her scheduled return date w i l l be reinstated on the next 

regularly scheduled work day following that return date, 

provided the eraployee complies with a l l of the Employer's 

conditions of returning to work. In the event an employee 

desires to return to work before his scheduled return date, the 

Employer w i l l reinstate the employee not l a t e r than fourteen 

(14) days following the Eraployer's receipt of the eraployee's 

written request to return to work and an accompanying doctor's 

note, assuming no dispute as to the employee's fitness for duty. 

Section 7.2.3 Duty D i s a b i l i t y Leaves 

Any eraployee who i s absent frora work due t o an i n j u r y on 

duty s h a l l be granted a leave of absence. The Employer w i l l 

raail the i n i t i a l Duty D i s a b i l i t y payraent w i t h i n ten working days 

upon r e c e i p t of . v e r i f i e d a u t h o r i z a t i o n frora the approving 

a u t h o r i t y . Subsequent payraent f o r e l i g i b l e eraployees w i l l be 

raade twice a raonth. I f duty d i s a b i l i t y i s denied, and such 

denial i s l a t e r reversed, the eraployee s h a l l be paid up to date 

the araount the eraployee was e l i g i b l e t o receive. Eraployees who 

r e t u r n frora said leaves s h a l l be r e i n s t a t e d t o t h e i r forraer job 

c l a s s i f i c a t i o n , and assignraent, i n accordance -with the 
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Eraployer's h i s t o r i c a l p r a c t i c e , i f i t i s vacant or i f i t i s 

then occupied by an employee w i t h lower s e n i o r i t y . I f the 

employee's former job c l a s s i f i c a t i o n i s not a v a i l a b l e because 

the employee would have been l a i d o f f i f the employee had not 

been on a leave of absence, the eraployee raay exercise s e n i o r i t y 

r i g h t s i n accordance w i t h and subject t o the l a y o f f , r e c a l l and 

break-in-service p r o v i s i o n s of t h i s Agreeraent. 

The Eraployer w i l l raail the i n i t i a l Duty D i s a b i l i t y payraent 

within fourteen (14) days of the Eraployer's designated raedical 

o f f i c e r being advised by the eraployee or his physician of the 

occurrence of a job-related injury, provided that there i s no 

dispute as to eraployee's entitleraent to Duty D i s a b i l i t y . 

Section 7.2.4 Return from Leaves 

A l l eraployees who return frora leaves of absence s h a l l , as a 

condition of their return, have the present a b i l i t y to perforra 

the required work to the Eraployer's s a t i s f a c t i o n without further 

training after a reasonable araount of orientation. I f the 

employee returns from a leave of absence of 30 days or le s s , the 

Employer w i l l make every effort to return the eraployee to the 

eraployee's same or sirailar position and location. 

Section 7.2.5 Education Leave 

I f employees are required by the Eraployer to take courses 

on a par t - t i m e basis so as to r e t a i n t h e i r present p o s i t i o n , 

such employees s h a l l be reimbursed f o r the f u l l costs of 

t u i t i o n . I f eraployees are required by the Eraployer t o attend 

such courses during the regular work day, the Eraployer s h a l l 

grant such eraployees tirae o f f without loss of pay t o attend such 
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courses. I f eraployees are required by the Eraployer t o take 

courses on a f u l l - t i m e basis so as t o r e t a i n t h e i r present 

p o s i t i o n , such employees s h a l l be granted a leave of absence 

without loss of pay and s h a l l be reimbursed f o r the f u l l costs 

of t u i t i o n . 

ARTICLE 8 
RECORDS AND FORMS 

Section 8.1 Attendance Records 

An eraployee upon reasonable advance notice s h a l l have the 

right to review his/her tirae and pay records on f i l e with the 

Employer but s h a l l not be able to review the tirae and pay 

records of other employees. Upon reasonable advance notice, the 

Union s h a l l have the right to review eraployee tirae and 

attendance records in order to adrainister the c o l l e c t i v e 

bargaining agreeraent. 

Section 8.2 Personnel F i l e s 

The Eraployer s h a l l n o t i f y the Union as t o what c o n s t i t u t e s 

the eraployee's o f f i c i a l personnel f i l e s . The Eraployer's 

personnel f i l e s , which s h a l l include inforraation such as tax 

withholding records, personal a c t i o n r e p o r t s , performance 

evaluations, l e t t e r s of accoraraodation or coraplaint, health 

insurance inforraation and which s h a l l f u r t h e r include a l l 

inforraation and i n v e s t i g a t i v e r e p o r t s , i f any, which forraed the 

basis of any adverse personnel a c t i o n or d i s c i p l i n e against the 

Eraployee, s h a l l be a v a i l a b l e f o r inspecti o n , as provided herein, 

during hours deterrained by the Eraployer, except i f excluded by 

law or ordinance. The personnel f i l e , upon request of the 

Union, s h a l l be iraraediately a v a i l a b l e f o r in s p e c t i o n . In those 
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instances in which the f i l e i s not in i t s assigned location, 

then said f i l e raust be obtained and supplied to the Union in no 

raore than five (5) working days. An Eraployee must receive 

access to his or her f i l e no l a t e r than five (5) working days 

from the date of the request. Reasonable requests by the 

employee or the Union to copy documents in the f i l e s h a l l be 

honored at cost to the requesting party. Material and/or raatter 

not available for inspection s h a l l not be used in any raanner or 

any forura adverse to the eraployee's interest. 

Section 8.3 Contents 

No inforraation may be used against an employee i n any 

adverse way or d i s c i p l i n a r y proceeding u n t i l i t has been made 

par t of the o f f i c i a l personnel f i l e or provided f o r i n s p e c t i o n . 

The eraployee raay have placed in his/her personnel f i l e a 

rebuttal to anything placed in said f i l e . 

Section 8.4 Employee Notification 

A copy of any d i s c i p l i n a r y a c t i o n or raaterial r e l a t e d t o 

employee performance which i s placed i n the o f f i c i a l personnel 

f i l e s h a l l be served upon the eraployee i n person (the eraployee 

so noting r e c e i p t ) or, sent by c e r t i f i e d mail ( r e t u r n r e c e i p t 

requested) t o the employee's l a s t address appearing on the 

records of the Eraployer. I t i s the o b l i g a t i o n of such employee 

to provide the Employer w i t h his/her current address. Eraployees 

who provide the Eraployer w i t h any change of address i n w r i t i n g 

s h a l l receive a date-stamped receipted copy frora the Eraployer, 

and a copy of such r e c e i p t w i l l be mailed to the o f f i c e of the 

appropriate l o c a l Union. 
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Section 8.5 Undated Forms 

No Supervisor or other person ih a position of authority 

s h a l l demand or request that an eraployee sign an undated 

resignation on a blank form. No eraployee s h a l l be required to 

sign such an undated or incomplete forra of any kind. 

Section 8.6 Incomplete Forms 

Any inforraation placed on a forra without the eraployee's 

knowledge, or any modification or alteration of- existing 

inforraation on a form subsequent to the form having been' signed 

by the eraployee s h a l l be null and void. No such inforraation 

s h a l l be used against an eraployee in any hearing or proceeding 

or for any adverse purpose. Any employee required to sign any 

form prepared pursuant to this Agreement s h a l l be given a copy 

of i t at the tirae the eraployee signature i s affixed. 

Section 8 . 7 Telephone Niambers 

The Eraployer s h a l l not release an eraployee's phone nuraber 

and/or address to non-work r e l a t e d sources without the 

eraployee's permission. The C i t y Council of the C i t y of Chicago 

and i t s coraraittees i n the exercise of i t s l e g i s l a t i v e a u t h o r i t y 

s h a l l be considered a work r e l a t e d source w i t h i n the raeaning of 

t h i s Section. 

ARTICLE 9 
HOURS OF WORK AND OVERTIME 

Section 9.1 Purpose 

This A r t i c l e i s intended to define the work week, e s t a b l i s h 

schedules and serve as the basis f o r the c a l c u l a t i o n of 

overtime. I t s h a l l not be construed as a guarantee of work or 

68 
336590.1 



hours f o r any day or week except as expressly provided herein. 

Under no circumstances s h a l l hours be changed s o l e l y t o avoid 

the payraent of overtirae. 

Section 9.2 Definition of The Work Week 

Section 9.2.1 Non-Salaried Employees 

For a l l non-salaried eraployees the normal work week s h a l l 

consist of five (5) consecutive eight (8) hour days, with an 

additional one-half hour unpaid lunch period to be scheduled by 

the Eraployer midway through the day, Monday through Friday, and 

two consecutive days off. Upon execution of t h i s Agreeraent, 

such employees s h a l l maintain existing schedules in accordance 

with current practice, except as to starting tiraes under Section 

9.3.1 or as provided in Section 9.3.2. 

Section 9.2.2 Salaried Employees 

For salaried eraployees the norraal work week s h a l l consist 

of five consecutive eight hour days, including a one hour unpaid 

lunch to be scheduled by the Eraployer raidway through ' the day, 

Monday through Friday, with no reduction in rates of pay. 

Salaried eraployees who work with f i e l d personnel s h a l l have the 

sarae lunch schedule as the f i e l d personnel except where other 

salaried personnel have a one hour lunch schedule (in the same 

work unit but in a different bargaining u n i t ) . 

Section 9.2.3 Refuse Collectors 

Refuse c o l l e c t o r s i n the Bureau of S a n i t a t i o n work a norraal 

schedule under Subsection 9.2.1 from 7:00 a.m. t o 3:30 pm., wit h 

one-half hour unpaid lunch. Refuse c o l l e c t i o n laborers s h a l l 

upon reasonable request, perform t r a d i t i o n a l d u t i e s i n 
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accordance with past practices. In suraraer raonths the City raay 

change the starting tirae to 6:00 a.ra., under Subsection 9.3, in 

accordance with past practice. 

Section 9.3 Starting Times 

Section 9.3.1 S h i f t Schedules 

S h i f t s of eight (8) hours per -day, i n c l u d i n g one h a l f hour 

of unpaid lunch periods, under Section 9.2 raay be scheduled by 

the Employer w i t h i n the f o l l o w i n g s t a r t i n g times: 

F i r s t S h i f t 6:00 - 8:00 a.ra. 

Second S h i f t 2:00 - 4:00 p.ra. 

T h i r d S h i f t 10:00 - 12 Midnight • 

Such scheduling changes s h a l l r e f l e c t o p e r a t i o n a l needs 

w i t h i n Departraents. Such changes i n s h i f t schedule s t a r t i n g 

tiraes s h a l l r e q u i r e fourteen (14) calendar, days' n o t i c e i n 

w r i t i n g t o the Union and the a f f e c t e d eraployees. Said n o t i c e 

s h a l l specify the Departraent, Bureau, work, u n i t , crew and/or 

i n d i v i d u a l s involved and the change of s t a r t i n g tirae t o be 

implemented. Eraployees s h a l l not have t h e i r s h i f t s t a r t i n g 

tiraes changed raore than eight (8) tiraes i n a calendar year. 

An eraployee whose s h i f t s t a r t i n g tirae i s changed under t h i s 

p r o v i s i o n and who requires raore than fourteen (14) days not i c e 

f o r serious personal or faraily reasons, raay request a d d i t i o n a l 

tirae to change s t a r t i n g tiraes and such requests s h a l l not be 

unreasonably denied. I f necessary, during such request period 

not to exceed ten (10) working days beyond the date contained i n 

the n o t i c e , such eraployee's intended change of s t a r t i n g tirae may 

be f i l l e d by d e t a i l i n g under Section 15.5 of t h i s Agreement, and 
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the employee making such request raay be assigned t o f i l l the 

assignraent of the d e t a i l e d eraployee. The Union and a f f e c t e d 

eraployees s h a l l be n o t i f i e d as soon as such d e t a i l i n g i s 

deterrained. 

F a i l u r e of a Departraent t o give n o t i c e under t h i s p r o v i s i o n 

s h a l l r e q u i r e the payraent of preraiura tirae at the appropriate 

rate t o a l l a f f e c t e d eraployees u n t i l t h i s p r o v i s i o n i s coraplied 

w i t h . 

A l l changes i n s h i f t s t a r t i n g tiraes raade pursuant t o t h i s 

p r o v i s i o n s h a l l s t a r t on a Monday (or on t h e ' ' f i r s t day of the 

eraployee's current work week) and s h a l l be f o r a miniraura of one 

(1) work week. 

Nothing provided herein s h a l l mean that the normal work 

week provided in Sections 9.2.1 and 9.2.2 (Monday through Friday 

on current existing schedules) raay be changed without the 

express written agreeraent of the Union. 

Section 9.3.2 Change of S h i f t Schedule 

Whenever the C i t y believes i t i s necessary t o t e m p o r a r i l y 

change (a) a' scheduled s h i f t assignraent or (b) the s t a r t i n g tirae 

f o r such assignment outside the above l i s t e d normal s t a r t i n g 

tiraes f o r s h i f t s the Union and a f f e c t e d eraployees s h a l l be given 

at l e a s t 10 days w r i t t e n n o t i c e and s h a l l be advised as t o the 

reason f o r the change (s) and the d u r a t i o n thereof. I n an 

eraergency the C i t y s h a l l give as ranch n o t i c e as possible. As 

soon as the teraporary necessity i s a l l e v i a t e d normal assignraent 

and scheduling s h a l l be resuraed. The p a r t i e s acknowledge and 

agree t h a t changes under t h i s subsection s h a l l be l i r a i t e d to 
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s i t u a t i o n s where changes i n s t a r t i n g tiraes are required because 

of State law, ordinance, r e g u l a t i o n or safe working c o n d i t i o n s . 

Teraporary changes f o r reasons other than those described herein 

s h a l l not be irapleraented without the w r i t t e n consent of the 

Union, provided t h a t such consent s h a l l not be unreasonably 

withheld. The appropriate r a t e of overtirae s h a l l be a p p l i c a b l e 

to a l l hours worked before or a f t e r an eraployee's r e g u l a r l y 

assigned s h i f t and no s t a r t i n g tirae or s h i f t schedule w i l l be 

established or a l t e r e d f o r the purpose' of avoiding payment of 

overtime. 

Section 9.3.3 Permanent Changes i n S h i f t Schedule 

I n the event the Employer desires to permanently change a 

scheduled s h i f t assignment or s t a r t i n g tirae f o r such assignment 

outside the above l i s t e d normal s t a r t i n g tiraes i n Section 9.3.1 

above, the Eraployer s h a l l seek the Union's w r i t t e n consent, 

which s h a l l not be unreasonably withheld. I f the Union does not 

give i t s consent, the Employer may subrait t o -expedited 

a r b i t r a t i o n the issue of whether the proposed permanent change 

i s reasonable. The Eraployer s h a l l not irapleraent the change 

u n t i l 30 working days a f t e r the Union's w i t h h o l d i n g of consent 

or r e c e i p t of the a r b i t r a t o r ' s decision s u s t a i n i n g the 

reasonableness of the change, whichever occurs f i r s t , provided 

the Eraployer f u l l y cooperates i n the s e l e c t i o n of an a r b i t r a t o r 

and p a r t i c i p a t i o n i n a hearing w i t h i n the said 30 day period. 

Otherwise the date of the award s h a l l govern the irapleraentation 

of the change. 

Section 9.4 C a l l in Guarantee 
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Section 9.4.1 Outside Regular Working Hours 

Eraployees c a l l e d i n outside t h e i r regular working hours 

s h a l l receive not less than 2 hours work or pay at t h e i r 

appropriate overtirae r a t e , under 9.7, except t h a t on the s i x t h 

day a l l hours worked outside regular s t a r t i n g tiraes or q u i t t i n g 

times s h a l l be at double time and the seventh day s h a l l be at 

double time. Employees scheduled f o r work outside t h e i r regular 

working hours s h a l l receive not less than 4 hours work or pay at 

t h e i r appropriate overtirae r a t e under 9.7, except t h a t on the 

s i x t h day a l l hours -worked outside regular s t a r t i n g tiraes or 

q u i t t i n g tiraes s h a l l be at double tirae and the seventh day s h a l l 

be at double tirae. 

Section 9.4.2 Contiguous to Regular Working Hours 

Where c a l l - i n i s contiguous to the s t a r t of a s h i f t , but 

begins less than four hours before the regularly scheduled 

s h i f t , the two hour guarantee s h a l l not apply, however, the 

eraployee s h a l l receive overtirae at the appropriate rate for the 

c a l l - i n time worked and the regularly scheduled s h i f t s h a l l not 

be shortened for the purpose of avoiding overtirae. 

Section 9.5 Reporting Pay 

When an employee reports f o r h i s or her r e g u l a r l y scheduled 

s h i f t , the employee s h a l l receive a rainiraura of two (2) hours 

work or pay at the eraployee's regular s t r a i g h t tirae hourly r a t e , 

unless the eraployee. was t o l d at l e a s t three hours p r i o r to h i s 

or her normal s t a r t i n g time not t o report f o r work, except f o r 

reasons beyond the Eraployer's c o n t r o l . To be e l i g i b l e f o r pay 

under t h i s p r o v i s i o n , eraployees raust advise the designated 

7 3 
356590.1 



-person w i t h i n the Departraent of h i s or her current telephone 

nuraber. 

I f the eraployee works raore than two (2) hours, he or she 

sh a l l receive a rainiraura of four (4) hours work or pay for that 

day. I f the eraployee works raore than four (4) hours, he s h a l l 

be guaranteed eight (8) hours work or pay for that day. An 

eraployee who does not complete a normal eight (8) hour s h i f t 

because he or she i s sent home by the Eraployer s h a l l have the 

option of using a portion of accrued vacation, personal or 

corapensatory tirae for that day upon notice to the Eraployer. 

Section 9.6 Notice of and Distribution of Overtime 

(a) When overtime i s scheduled beyond the regular workweek 

(e.g. Saturday, or 6th day where a p p l i c a b l e ; Sunday, or 7th day 

where applicable) the Employer w i l l give eraployees so scheduled 

at l e a s t 23 hours advance n o t i c e . Eraergency scheduling of 

overtirae during the r e g u l a r l y scheduled work week only s h a l l 

r equire 16 hours no t i c e to eraployees and the Union. The advance 

notic e requireraents apply i f such lead tirae i s a v a i l a b l e t o the 

Eraployer. 

(b) Overtirae and/or preraiura tirae r e f e r r e d t o i n t h i s 

Agreeraent s h a l l be o f f e r e d f i r s t t o the eraployee perforraing the 

job and t h e r e a f t e r t o volunteers, w i t h the most senior employee 

or volunteer i n the job c l a s s i f i c a t i o n at the work l o c a t i o n 

being given the oppo r t u n i t y t o work. Where eraployees i n a 

c l a s s i f i c a t i o n ( s ) are needed f o r overtirae at a l o c a t i o n where 

such eraployees are not o r d i n a r i l y assigned, such overtime s h a l l 

be r o t a t e d w i t h i n the c l a s s i f i c a t i o n as e q u i t a b l y as possible, 
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provided the eraployee has the present a b i l i t y t o perform the 

work. A reasonable a'mount of overtime s h a l l be a c o n d i t i o n of 

continued employraent, provided however, t h a t i n the event such 

o f f e r s of overtirae are not accepted by such eraployees, the 

Eraployer raay raandatorily assign such overtirae by inverse 

s e n i o r i t y . Each Departraent s h a l l raaintain and post overtirae 

r o t a t i o n l i s t s , which s h a l l be raade a v a i l a b l e t o the Union upon 

request. 

(c) Eraployees in the c l a s s i f i c a t i o n at the work location 

who have been given the option to work the overtirae and/or 

preraium tirae, whether the option was accepted or rejected, w i l l 

not be afforded the option to work subsequent . overtirae- and/or 

preraium tirae u n t i l a l l eraployees in the c l a s s i f i c a t i o n at the 

work location, have been reasonably afforded the opportunity to 

work the overtirae and/or premium tirae, subject to the sarae 

provision as in paragraph (a) of t h i s Section. 

Section 9.7 Payment of Overtime 

Section 9.7.1 Payment 

A l l overtirae s h a l l be paid i n the next regular paycheck. 

A l l work perforraed i n excess df eight (8) hours worked i n any 

workday, i n c l u d i n g work required t o be perforraed immediately 

before or a f t e r any scheduled w o r k s h i f t , s h a l l be paid at one 

and one-half (1-1/2) tiraes the regular s t r a i g h t - t i r a e r a t e of 

pay, except: 

(a) A l l work perforraed i n excess of 10 -̂̂  hours worked i n 

any workday, i n c l u d i n g work required t o be perforraed before or 

a f t e r any scheduled w o r k s h i f t , s h a l l be paid at two (2) tiraes 
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the regular s t r a i g h t - t i r a e hourly r a t e of pay, i t being 

understood t h a t only work scheduled w i t h i n two and one-half 

hours iraraediately before or a f t e r a s h i f t , as. the case raay be, 

s h a l l be subject t o payment of overtirae at tirae and one-half. 

(b) A l l work perforraed during the f i r s t e i g h t hours on the 

s i x t h day of any workweek s h a l l be paid at one and one-half ( 1 -

1/2) tiraes the regular s t r a i g h t - t i r a e r a t e of pay except as 

provided i n Section 9.4.1. 

(c) A l l work perforraed i n excess of eight hours on the 

s i x t h day of any workweek, s h a l l ' bê  paid at two (2) tiraes the 

regular s t r a i g h t - t i r a e r ate of pay. 

(d) A l l work perforraed on the seventh day of any workweek 

s h a l l be paid at double the straighb-tirae rate of pay. 

(e) Work perforraed by salaried employees between 35 and 40 

hours worked per week (when such i s not part of their regularly 

scheduled work week) which i s not cove.red above, s h a l l be 

corapensated at straight tirae in the forra of corapensatory tirae. 

Section 9.7.2 Compensatory Time 

Eraployees exerapt frora the provision of the Fair Labor 

Standards Act s h a l l not be entitled to overtirae corapensation, 

but s h a l l continue to receive corapensatory time off on an hour-

for-hour basis for overtirae hours worked in accordance with past 

practice, except under subsections (b),(c) and (d) above. 

Section 9.8 Medical Attention 

In case of an accident r e q u i r i n g raedical a t t e n t i o n during 

working hours, employees s h a l l be permitted to go or be taken 
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f o r medical a t t e n t i o n at once, and s h a l l be paid f o r tirae l o s t 

t h a t day. 

In the event such injured eraployee i s perraitted to continue 

working by the doctor, but required to return for periodic 

raedical attention during working hours by the Eraployer doctor, 

such injured eraployee s h a l l be paid for tirae l o s t . 

Section 9.9 Standby 

Where the Employer requires an employee t o reraain on 

standby, a v a i l a b l e f o r work, and the, eraployee i s not able t o 

corae and go as he/she pleases, such tirae. s h a l l be paid as tirae 

worked. 

Section 9.10 Deferred Compensation The Eraployer's p o l i c y which 

i s i n e f f e c t at the execution of t h i s Agreeraent, p e r t a i n i n g t o 

deferred corapensation, s h a l l be afforded t o a l l eraployees of the 

Eraployer without change during the terra of t h i s Agreeraent. 

The Employer w i l l make contributions, on a d o l l a r - f o r -

dollar basis, under a 401(a)Plan (or any similar successor plan 

agreed to by COUPE) up to the maximum to t a l amounts per year 

shown below based on amounts deferred by each employee i n those 

same years to the employee's 457 Plan, as follows: 

a. January 1, 2020 - up to $250 per year 

b. January 1, 2021 - up to $250 per year 

c. January 1, 2022 - up to $500 per year 

The C i t y s h a l l advise the unions, a t l e a s t semi-annually, 

of the t o t a l c o n t r i b u t i o n s i t has made. 
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Section 9.11 Meals Scheduling 

A l l eraployees s h a l l receive t h e i r lunch break no l a t e r than 

5-1/2 hours a f t e r they s t a r t work. 

For eraployees who are scheduled to work a consecutive s h i f t 

schedule past practice regarding raeal scheduling, including 

payraent, s h a l l continue. 

Section 9.12 Degree Days 

(a) Locals 1001 and 76. I n accordance w i t h current 

p r a c t i c e , i n Departments which h i s t o r i c a l l y c u r t a i l e d operations 

due t o low temperature and/or other weather f a c t o r s , the 

Standard Temperature S t a t i o n w i l l be the A i r p o r t determined by 

the Department. A Department w i l l not change the t r a d i t i o n a l 

h i s t o r i c f a c t o r s at which i t s operations have . been c u r t a i l e d 

without n o t i c e t o and c o n s u l t a t i o n w i t h the Union. 

Days o f f because of Degree Days w i l l be c r e d i t e d f o r 

purposes of computing s e n i o r i t y and b e n e f i t e n t i t l e m e n t . Days 

o f f because of Degree Days w i l l be assigned f i r s t t o a l l 

seasonal eraployees and then t o probationary eraployees, and then, 

i f necessary, on a r o t a t i n g basis by inverse s e n i o r i t y t o career 

service eraployees w i t h i n the Bureau. 

An eraployee scheduled f o r a Degree Day raust continue to be 

t o l d on the preceding work day t o c a l l the assigned Bureau or 

Departraent at l e a s t an hour p r i o r to the norraal s t a r t i n g tirae 

the raorning of his/her Degree Day to a s c e r t a i n whether he/she 

s h a l l report t o work. An eraployee s h a l l have no claim under 

t h i s Agreement i f the eraployee f a i l s to coraply w i t h t h i s . 

Section. 
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In the event t h a t eraployees are sent horae during the work 

day because of temperature or other weather-related f a c t o r s , and 

there i s a need f o r a d d i t i o n a l work t o be performed i n other 

l o c a t i o n s , the Eraployer w i l l assign such work t o employees t h a t 

otherwise may be sent horae on a r o t a t i n g basis of s e n i o r i t y . 

(b) Members of Local 1092 w i l l not be scheduled o f f because 

of Degree Days. 

Section 9.13 Emergency C a l l Pay 

I n the event a General Foreman or Foreman i s d i r e c t e d by 

the Employer t o respond t o emergency c a l l s frora horae and outside 

of h i s or her regular working hours, he or she w i l l be granted 

compensatory tirae at the appropriate r a t e f o r a l l v e r i f i e d tirae 

spent responding t o the eraergency frora horae, w i t h a rainiraura of 

15 minutes of compensatory time t o be granted i n any calendar 

day on which any such eraergency responses were required, up to a 

raaxiraura of two hours of corapensatory tirae i n any calendar day. 

ARTICLE 10 
VACATIONS 

Section 10.1 Vacation E l i g i b i l i t y 

Eraployees s h a l l be e l i g i b l e f o r ̂  paid vacations as of 

January 1 of each year f o l l o w i n g the year i n which they were 

eraployed. An eraployee w i l l earn the f o l l o w i n g araounts of paid 

vacation, based on such employee's continuous service p r i o r to 

July 1, f o l l o w i n g his/her January 1 e l i g i b i l i t y . 

Continuous 

Service P r i o r to July 1 Vacation 

Less than 6 years 13 days 

6 years or more, but less 
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than 14 years 18 days 

14 years or raore 23 days 

A f t e r 24 years 24 days 

A f t e r 25 years 25 days 

Section 10.2 Pro Rata Vacations 

An eraployee s h a l l be e l i g i b l e f o r pro r a t a vacation i f : -

1. The employee d i d not have twelve (12) raonths of 

continuous service i n the preceding calendar year and i s on the 

p a y r o l l as of January 1 of the current calendar year; or 

2. The eraployee was separated frora eraployraent, other than 

f o r cause, during a calendar year i n which the eraployee d i d not 

have twelve (12) raonths of continuous service. 

The araount of pro r a t a vacation i s deterrained by d i v i d i n g 

the nuraber of raonths of continuous service the f u l l - t i r a e 

eraployee worked i n the previous/current calendar year, whichever 

i s a p p l i c a b l e , by 12; the r e s u l t i n g f i g u r e i s raultiplied by the 

araount of paid vacation f o r which the eraployee i s e l i g i b l e i n 

Section 10.1 above and w i l l be paid on a suppleraental p a y r o l l as 

soon as p r a c t i c a b l e f o l l o w i n g the l a s t day worked. Any f r a c t i o n 

i s rounded o f f to the nearest whole nuraber of days. 

Part-tirae eraployees who work at le a s t 80 .hours per month 

earn vacation on a pro rata basis c a l c u l a t e d i n accordance wit h 

the forraula used by the Employer i n accordance w i t h past 

p r a c t i c e . 
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Section 10.3 F o r f e i t of Vacation 

A l l earned vacation leave s h a l l be forfeited unless (1) the 

eraployee was denied vacation by the eraployer, or (2) the eraployee 

i s on an approved leave of absence, or (3) the employee elects in 

writing to carry over vacation days (up to three (3) ouch 

vacation days of accrued and unused vacation days for employees 

with l e s s than ten (10) years of service, and up to f i v e (5) days 

of accrued and unused vacation days for employees with ten (10) 

or more years of service) for use individually or consecutively 

during the next vacation year, provided that notice of such 

election s h a l l be given to the eraployer before Deceraber 15 of the 

vacation year. Carry over days s h a l l not count against an 

employee's maximvim nvimber of single use vacation days provided 

for under t h i s Agreement. Such carry over vacation days raust be 

scheduled i n the then current year for use i n the next year. 

Cancellation or re-scheduling of carry over days s h a l l be 

controlled by the provisions set forth i n the Agreement under 

Vacation Picks, upon—rautual—agrccraont—e-f—bhe—employer,—which 

agreement—shall—net—be—unreasonably denied—e^ withheld, and such 

carry over days raust be taken on or before April June 30 of the 

next vacation year (or within six (6) raonths, in the case of an 

employee's return from an approved leave of absence). Nothing 

herein s h a l l l i m i t or prohibit the Employer from allowing the 

employee to reschedule carry over before June 30^^, or approving 
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the rescheduling o f c a r r y over days beyond June 30*^. Eraployees 

on duty d i s a b i l i t y s h a l l r e t a i n any vacation leave earned p r i o r 

t o being placed on duty d i s a b i l i t y leave, together w i t h a l l 

vacation tirae earned during the period of duty d i s a b i l i t y f o r the 

twelve (12) raonths f o l l o w i n g the date i n which the person becarae 

disabled, and s h a l l be e n t i t l e d t o use such vacation tirae w i t h i n 

twelve (12) raonths f o l l o w i n g t h e i r r e t u r n t o work 

Section 10.4 Termination 

Eraployees who are terminated f o r cause are not e n t i t l e d to 

any vacation pay not taken. An employee who resigns i n l i e u of 

discharge i s e n t i t l e d t o the amount of vacation pay i n t h e i r 

bank a t the time of r e s i g n a t i o n . Eraployees s h a l l not earn 

vacation credit for any period during which they are on layoff 

or leave of absence without pay in excess of 30 days (except 

where such leave was adjudged e l i g i b l e for duty d i s a b i l i t y ) or 

engaged in conduct in violation of A r t i c l e 14 of t h i s Agreeraent. 

In the event of the death of an e l i g i b l e eraployee, the surviving 

widow, widower or estate s h a l l be entitled to any vacation pay 

to which the deceased employee was entitled. 

Section 10.5 Rate 

The r a t e of vacation pay s h a l l be computed by m u l t i p l y i n g 

the employee's s t r a i g h t time hourly r a t e of pay i n e f f e c t f o r 

the eraployee's regular job at the time the vacation i s being 

taken, times 8 hours per day, times the nuraber of days' vacation 

to which the employee i s e n t i t l e d . Salaried employees s h a l l 
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receive their regular salary in effect at the tirae the scheduled 

vacation i s taken. 

Section 10.6 Picks 

Vacation picks w i l l be granted by c l a s s i f i c a t i o n s e n i o r i t y 

araong the eraployees i n _the sarae work l o c a t i o n , provided however, 

the Departraent Head s h a l l have the r i g h t t o deterraine the nuraber 

and scheduling of crews and eraployees who can be on vacation at 

any one time without h i n d e r i n g the operation of the Department. 

The Department w i l l not designate any tirae or period' during the 

calendar year when e l i g i b l e eraployees would be p r o h i b i t e d frora 

scheduling and t a k i n g vacation tirae. 

Eraployees s h a l l raake vacation picks at a time and i n the 

raanner c u r r e n t l y provided f o r by t h e i r ^Department. The 

Departraent w i l l respond t o the employees' request f o r s p e c i f i c 

vacation dates w i t h i n a reasonable period of time a f t e r the 

request i s raade, but not raore than fourteen (14) days from the 

date the request i s received by the Departraent, except i n cases 

where the request i s raade f o r a vacation t o be scheduled w i t h i n 

fourteen (14) days. The Departraent w i l l not a r b i t r a r i l y cancel 

an approved vacation s e l e c t i o n absent a severe eraergency 

s i t u a t i o n caused by an act of God (e.g., snow, f l o o d , storras), 

a severe raanpower shortage which raay s e r i o u s l y hinder the 

Departraent' s operations,' or where an eraployee possesses a unique 

s k i l l indispensable t o the iraraediate perforraance of a 

Departraent's operation. Any such c a n c e l l a t i o n of the vacation 

pick s h a l l r e s u l t i n the payraent of the vacation pay (thereby 

reducing the t o t a l of the eraployee's accrued vacation tirae) plus 
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payraent t o the eraployee of the appropriate pay r a t e f o r a l l 

hours worked as i f i t were a norraaT work day, or f o r a norraal 

work day, whichever i s greater, unless the eraployee v o l u n t a r i l y 

agrees t o reschedule the vacation days l o s t . 

Cancellation of approved vacation requests which would 

result in serious provable f i n a n c i a l loss to an eraployee s h a l l 

occur only in the raost extrerae eraergencies. In the event of such 

cancellation, the Eraployer w i l l reiraburse the eraployee for 

reasonable losses incurred as a direct result of the 

cancellation, (e.g., cost of, rescheduling a i r l i n e t i c k e t s , 

deposit forfeitures, and the like) . 

Soction 10.7 Prior Service 

Any oraploycc ef^ bhe C i t y ef Chicago h i r e d p r i o r be 

February 13, 198 6—whe—has—rendered—service—t-e—tf^e—County—ef^ 

Coolc,—bhe—Chicago—Park—Diotrict,—bhe—Chicago—Housing—Authority, 

b h e — F o r e s t — P r c o c r v e — D i o t r i c t , — t h - e — M e t r o p o l i t a n — S a n i t a r y — D i o t r i c t 

ef—Greater—Chicago,—bhe—Stato— e i—Illinois,—bhe—Chicago—Board—ef-

Education, bhe C i t y — C o l l e g e s ef Chicago, Coraraunity—College 

D i s t r i c t — 5 0 8 ,—bh-e—Chicago—Tranoit A u t h o r i t y , t h e — P u b l i c — B u i l d i n g 

Commission e i Chicago, bhe Chicago Urban Transportation 

D i s t r i c t , — a n d — t h e — R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y , — s h a l l — h a v e 

b h e — r i g h t — b e — h a v e — t - h e — p e r i o d — e i — s u c h — s e r v i c e — c r e d i ted—a-nd 

counted—fe^?—the—purpose—e-f—computing—bh:e—nurabcr—ef—years— e i 

servico—a-s—an—eraployee—ef—the—City—f-er—vacations,—provided—that 

s u c h — o c r v i c c — h a s — b e e n — c o n t i n u o u s — s e r v i c e . Hov^?cvcr,—vacation 

t i r a e — a c c r u e d — w h i l e — w o r k i n g — f e r — a n o t h e r — p u b l i c — a g e n c y — i s — n e b 

t r a n s f e r a b l e . Eraployees—hired—af t o r February—12r-, 198 6—who 
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render—service—for any other eraployor as—stated above—shall—have 

b h e — r i g h t — t - e — h a v e — t h e — p e r i o d — e f — s u c h — s e r v i c e — c r e d i t e d — a ^ d 

counted—fer—the—purpose— e i—coraputing—bhe—nuraber—ef—years—ef 

service—a-s—an—eraployee—ef—the—City—fer—vacations,—provided—a 

raajority of other eraploycco of the Employer receive ouch credit. 

Section 10.8 Non-Consecutive Vacation Days 

Employees raay receive up to five s i x (6) of their vacations 

days one or raore day(s) at a tirae as days off in each year. 

Such days off s h a l l , be scheduled pursuant to Section 10.6 above 

(Vacation Selection). Such day(s) off s h a l l be approved by the 

eraployee's supervisor and such approval s h a l l not be 

unreasonably withheld. I f the eraployee seeks such days so late 

in the vacation year that the employee's supervisor cannot 

reasonably grant the employee's request, such days s h a l l be 

scheduled by the Employer.prior to the year-end. I f an employee 

schedules a week-long vacation and a holiday f a l l s within the 

week (for example, the employee works a Monday - Friday work 

week and the holiday f a l l s on Tuesday) the vacation days 

scheduled for the week w i l l be considered consecutive vacation 

days (for example, Monday w i l l be considered consecutive with 

Wednesday, Thursday and Friday), and the employee would not be 

charged with a single, non-consecutive vacation day (WF). 

Furthermore, i f an employee schedules two (2) or more vacation 

days on either side of his/her regularly scheduled days off and 

then schedules a single vacation day on the opposite side of the 

regularly scheduled days off, then the single day s h a l l be 

considered consecutive with the other vacation days and the 
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employee s h a l l not be charged with a single vacation day. 

Nothing herein s h a l l l i m i t or prohibit the Employer from 

approving additional single vacation days. 

Employees may designate and use at t h e i r o ption up t o f i v e 

- ( - ^ s i x (6) of t h e i r vacation days i n each year of t h i s 

Agreement as s i c k days t o cover periods of bonafide raedical 

i l l n e s s or the i l l n e s s of f a m i l y members, who s h a l l i n clude (or 

may be expanded upon by the City ) : (i)mother, f a t h e r , husband, 

w i f e , b r o t h e r or s i s t e r ( i n c l u d i n g blood, step or h a l f ) , son or 

daughter ( i n c l u d i n g blood, step or adopted), f a t h e r - i n - l a w , 

mother-in-law, daughter-in-law, son-in-law, grandparents or 

grandchildren; or ( i i ) domestic p a r t n e r or the domestic 

partner's mother, f a t h e r , son or daughter ( i n c l u d i n g blood, 

h a l f , step or adopted), provided t h a t the employee's domestic 

pa r t n e r i s r e g i s t e r e d w i t h the Department of Hviman Resources. 

The Eraployer reserves the r i g h t t o ask the eraployee t o f u r n i s h 

proof of said i l l n e s s . An eraployee d e s i r i n g to use vacation days 

as sick days under t h i s p r o v i s i o n s h a l l inforra the 

representative of the Eraployer who eraployees are t o l d i s 

designated f o r such purposes of t h a t f a c t at the tirae he/she 

c a l l s i n to report an i l l n e s s . Salaried eraployees who c u r r e n t l y 

are r e c e i v i n g sick days under t h i s Agreeraent s h a l l be i n e l i g i b l e 

t o use vacation days as s i c k days while they have a v a i l a b l e 

unused sick days. 

ARTICLE 11 
CONTINUOUS SERVICE 

Section 11.1 Definition 
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Continuous service raeans continuous paid eraployraent frora 

the eraployee's l a s t date of h i r e , without a break or 

i n t e r r u p t i o n i n such paid eraployraent. In a d d i t i o n , an eraployee 

earns continuous service c r e d i t even though he or she i s not 

paid f o r : 

1. An unpaid leave of absence of one(l) year or less or 

l a y o f f ; or 

2. An absence where the eraployee i s adjudged e l i g i b l e f o r 

duty d i s a b i l i t y corapensation. 

Section 11.2 Interruption i n Service 

(a) Non-seasonal eraployees who work a rainimum of e i g h t y 

(80) hours per month s h a l l be c r e d i t e d w i t h continuous service 

f o r the time worked. Continuous service c r e d i t w i l l not be 

earned f o r : 

(1) absences without leave 

(2) absences due t o suspension 

(3) unpaid medical leave of absence f o r raore than 30 

days or l a y o f f f o r raore than 30 days, unless 

eraployees are allowed t o accuraulate s e n i o r i t y 

under t h i s Agreement. 

Section 11.3 Reciprocity 

• Eraploycco h i r e d p r i o r t-e February 12-, 198 6 whe have 

r e n d e r e d — s e r v i c e — b e the—County , of—Cook, bh-e—Chicago Park 

D i s t r i c t-7 t h e — F o r e s t P r e s e r v e — D i s t r i c t , the—Chicago—Housing 

A u t h o r i t y , the Metropolitan Sanitary D i o t r i c t ef Greater 

Chicago,—th-e—State—ef—Illinois,—bhe—Chicago—Boa rd—ef—Education, 

City—Geir-logcs—ef—Chicago,—Coraraunity—College—Diotrict—508 , — t h e 
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Chicago T r a n s i t A u t h o r i t y . Public B u i l d i n g Coraraission ef 

Chicago, bhe—Chicago—Urban—Tranoportation , D i s t r i c t — a n d — t h e 

R e g i o n a l — T r a n s p o r t a t i o n — A u t h o r i t y — s h a l l — h a v e — t h e — p e r i o d — e f — s u c h 

s o r v i c e — c r e d i t e d — a n d — c o u n t e d — f e r — b h e — p u r p o o c — e f — a d v a n c e r a c n t 

w i t h i n — l o n g e v i t y — o a l a r y — s c h e d u l e s . However, craployceo—hired 

a f t e r — F e b r u a r y — 1 2 - , 1 9 8 6 — w h e — r e n d e r — o c r v i c c f e r — a n y — o t h e r 

eraployer as—otatcd above—shall—have the—right—be—have—tho period 

ef such service c r e d i t e d and counted fei* the purpooc ef 

advanceracnt w i t h i n l o n g e v i t y salary schedules provided a 

raajority of other craployceo of the Eraployer receive such credit. 

Section 11.4 Break i n Service 

Notwithstanding the provisions of any ordinance or rule to 

the contrary, continuous service of an eraployee i s broken, the 

eraployraent relationship i s terminated, and the eraployee s h a l l 

have no right to be rehired, i f the employee quits, i s 

discharged, r e t i r e s , i s absent for five (5) consecutive work 

days without notifying the employee's authorized Eraployer 

representative unless the circurastances preclude the Eraployee, 

or soraeone on his behalf, frora giving such notice, does not 

actively work for the Eraployer for twelve (12) months (except 

for approved f u l l time Union representative leaves or raedical 

leaves of absence and duty d i s a b i l i t y leaves), or i s on layoff 

for more than twelve (12) consecutive months i f the eraployee has 

less than five (5) years of service at the tirae of the layoff, 

or i s on layoff for raore than two (2) years i f the eraployee has 

five (5) or more years of service at the tirae of the layoff. 

Section 11.5 Probationary Employment 
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New eraployees, hired after r a t i f i c a t i o n of t h i s Agreement, 

w i l l be regarded as probationary eraployees f o r .the f i r s t twelve 

(12) -sfx—(-&f raonths of t h e i r eraployraent and w i l l receive no 

s e n i o r i t y or continuous service c r e d i t during such probationary 

period. Probationary eraployees continuing i n the service of the 

Eraployer a f t e r twelve (12) si^? (-6) raonths s h a l l be career 

service eraployees and s h a l l have t h e i r s e n i o r i t y date raade 

r e t r o a c t i v e t o the date of t h e i r o r i g i n a l h i r i n g . Probationary 

eraployees may be d i s c i p l i n e d or discharged as e x c l u s i v e l y 

determined by the Employer and such Eraployer a c t i o n s h a l l not be 

subject t o the grievance procedures, provided t h a t , ( 1 ) a f t e r the 

f i r s t s i x (6) months of the probationary p e r i o d , i f the Employer 

intends t o impose a d i s c i p l i n a r y suspension on the probationary 

employee where the suspension would r e s u l t i n a loss of pay, 

p r i o r t o imposing the suspension, except i n emergency or where 

the employee i s una v a i l a b l e , the Employer s h a l l n o t i f y the 

employee and the Union and, upon request from the Union, w i l l 

schedule a meeting w i t h the Union and the employee t o discuss 

and allow the employee t o respond t o the accusations, and/or (2) 

i f the Eraployer,• w i t h i n i t s d i s c r e t i o n , r e h i r e s a forraer 

eraployee who d i d not coraplete his/her probationary period w i t h i n 

one year frora the eraployee's t e r r a i n a t i o n , and said forraer 

eraployee had served 90 days or more of his/her probationary 

period, a l l time p r e v i o u s l y served i n the probationary period 
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s h a l l be counted f o r purposes of deterraining when the said 

eraployee corapletes his/her probationary period. A probationary 

employee who has served 90 days or raore of his/her probationary 

period and who i s l a i d o f f s h a l l be given preference over other 

applicants f o r eraployraent i n the sarae job t i t l e i n the 

departraent frora which he/she was l a i d o f f , so long as he/she 

does not refuse an o f f e r of eraployraent, and does not s u f f e r a 

break i n service under Section 8.4 of t h i s Agreeraent. Seasonal 

employees who have worked w i t h o u t a break i n service or who have 

works more than twelve (12) cumulative months and b i d i n t o (or 

otherwise become) career service position/employees, s h a l l not 

have t o serve the above twelve (12) month probationary p e r i o d , 

but s h a l l have an e v a l u a t i o n p e r i o d not t o exceed s i x t y (60) 

days, t o demonstrate t h a t he/she can perform the j o b . I f the 

Employer has j u s t cause based upon the employee's job 

performance a t any time d u r i n g the e v a l u a t i o n p e r i o d t h a t the 

employee cannot perform the j o b , then he/she s h a l l be returned 

to the seasonal p o s i t i o n h e l d j u s t p r i o r , d i s p l a c i n g , i f 

necessary, any employee who has been placed i n t o s a i d j o b . 

Probationary eraployees s h a l l not be e l i g i b l e f o r dental or 

v i s i o n insurance but s h a l l receive a l l other b e n e f i t s under t h i s 

Agreeraent. Probationary eraployees s h a l l be corapensated at the 

sarae rate as career service eraployees. 
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Section 11.6 Seasonal Employment: A seasonal eraployee i s an 

eraployee who i s eraployed i n a job t i t l e f o r a period not t o 

exceed 180 calendar days f o r teraporary work r e l a t e d t o or caused 

by seasonal needs. Such appointraents s h a l l expire auto r a a t i c a l l y 

at raidnight on the 180th day. Such eraployees raay be reappointed 

f o r teraporary work r e l a t e d t o or caused by seasonal needs, w i t h 

the w r i t t e n concurrence of the Budget D i r e c t o r and Coramissioner 

of Personnel, t o an a d d i t i o n a l t h i r t y - d a y term which s h a l l 

expire at raidnight of the 30th day. One f u r t h e r said t h i r t y - d a y 

reappointraent f o r the sarae purposes raay be raade upon s i r a i l a r 

Budget D i r e c t o r and Coraraissioner of Personnel approval. The 

Employer s h a l l n o t i f y the Union of the number and job t i t l e s of 

any such reappointments. I t i s understood and agreed t h a t the 

h i r i n g and r e t e n t i o n of seasonal employees s h a l l be at the 

d i s c r e t i o n of the Eraployer. 

Seasonal appointees s h a l l not becorae Probationary Career 

Service or Career Service eraployees by v i r t u e of length of 

service i n a seasonal appointraent. 

Seasonal eraployees s h a l l not be e l i g i b l e f o r holidays, 

vacations, sick leave f o r s a l a r i e d eraployees, v i s i o n care, 

de n t a l , l i f e and accident b e n e f i t s , bereaveraent pay or j u r y 

duty, but w i l l be provided w i t h group health insurance under the 

sarae e l i g i b i l i t y and conditions as other eraployees covered by 

t h i s Agreement, except t h a t e l e c t i v e medical care and pre-
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e x i s t i n g c o n d i t i o n s , as those terras are defined i n the standard* 

group insurance p o l i c y , s h a l l be excluded. 

Seasonal eraployees s h a l l be "corapensated at the sarae r a t e as 

career service eraployees. Seasonal eraployees raay be d i s c i p l i h e d 

or discharged as e x c l u s i v e l y deterrained by the Eraployer and such 

Eraployer a c t i o n s h a l l not be subject t o the grievance 

procedures. 

Seasonal eraployees s h a l l be e l i g i b l e f o r r e c a l l t o seasonal 

p o s i t i o n s i n which they have accuraulated e i t h e r (a) four (4) 

raonths of said seasonal service during the 1984-85 winter 

season, or (b) f i v e (5) raonths of said seasonal service from and 

a f t e r July 1, 1983, provided t h a t such employees: 

1. s h a l l not have received a negative e v a l u a t i o n during 

t h e i r l a s t seasonal appointment and s h a l l not have 

received (a) more than one w r i t t e n warning or (b) a 

d i s c i p l i n a r y suspension i n any Eraployer p o s i t i o n ; 

2. s h a l l be a v a i l a b l e , f i t f o r duty and subject t o the 

sarae pre-eraployraent screening procedures as are new 

applicants f o r eraployraent when r e c a l l e d , and s h a l l 

have the present a b i l i t y without f u r t h e r t r a i n i n g to 

imraediately- perforra the duties of the p o s i t i o n t o 

which they are r e c a l l e d ; 

3. s h a l l not- refuse r e c a l l . Upon r e c a l l , the employee 

s h a l l promptly n o t i f y the Eraployer of his/her desire 
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t o r e t u r n t o work and s h a l l be a v a i l a b l e t o r e p o r t f o r 

eraployment w i t h i n seventy-two (72) hours of said 

no t i c e or the eraployee s h a l l be deemed to have refused 

r e c a l l ; 

4. s h a l l have been r e c a l l e d w i t h i n one year of the 

e x p i r a t i o n of t h e i r l a s t seasonal eraployraent; and 

5. s h a l l not have resigned or i n c u r r e d a break i n service 

during a period of appointraent. 

Eraployees who do not raeet and continue t o raeet a l l of the 

f i v e (5) conditions s t a t e d above, s h a l l have t h e i r naraes 

perraanently reraoved frora the r e c a l l l i s t . 

Evaluations s h a l l not be subject t o the grievance 

procedure, except t h a t the Eraployer s h a l l not, a f t e r January 1, 

1985, give a seasonal eraployee a negative evaluation f o r an 

a r b i t r a r y or capricious reason f o r the purpose of preventing the 

employee from becoming e l i g i b l e f o r r e c a l l under t h i s Section, 

and, only to t h a t l i m i t e d extent may such Eraployer a c t i o n be 

subject to grievance. 

A seasonal eraployee who i s h i r e d on an annual r e c u r r i n g 

basis w i t h i n one year of his/her l a s t t e r r a i n a t i o n ; and who 

accuraulated twelve (12) raonths of said seasonal service frora and 

a f t e r July 1, 1983, s h a l l not be a career service eraployee but 

s h a l l receive the b e n e f i t s under t h i s Agreeraent which are given 

to probationary eraployees. 
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E f f e c t i v e January 1, 2001, a seasonal eraployee who i s h i r e d 

on an annual r e c u r r i n g basis w i t h i n one year of his/her l a s t 

t e r r a i n a t i o n , and who accuraulates 12 raonths of said seasonal 

service, s h a l l receive the b e n e f i t s under t h i s Agreement which 

are given t o career service eraployees, and s h a l l rerait f u l l 

c o n t r i b u t i o n s toward t h e i r h e a l t h care coverage as set f o r t h i n 

A r t i c l e 9 below. 

E f f e c t i v e January 1, 2001, seasonal eraployees w i t h less 

than 12 raonths of seasonal service w i l l continue t o receive 

t h e i r current b e n e f i t package, but w i l l pay a pro-rata share of 

the f u l l c o n t r i b u t i o n toward t h e i r h e a l t h care coverage. The 

araount of t h a t c o n t r i b u t i o n s h a l l be approxiraately 90% of the 

eraployee raedical c o n t r i b u t i o n f o r career service employees. For 

example, the c o n t r i b u t i o n s at selected salary l e v e l s per pay 

period are as f o l l o w s : 
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E f f e c t i v e — J u l y — h , 2006, t h e s e — c o n t r i b u t i o n s — a t — s e l e c t e d 

salary l e v e l s per pay period w i l l be adjusted as—follows: 
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92. 87 

Following the r a t i f i c a t i o n of t h i s Agreeraent, the Eraployer 

w i l l place a l l seasonal S a n i t a t i o n Laborers who have raore than 

one (1) year of continuous service as of the date of 

r a t i f i c a t i o n i n t o probationary career service s a n i t a t i o n laborer 

p o s i t i o n s . A f t e r successful completion of s i x (6) months 

probation as per Section 11.5 above, those persons w i l l become 

career service employees. 

E f f e c t i v e upon r a t i f i c a t i o n , i n the event the Eraployer 

intends to irapose a d i s c i p l i n a r y suspension w i t h respect t o a 

seasonal eraployee w i t h at l e a s t f i v e (5) years of seasonal 

service, as defined herein, and where the suspension would 

r e s u l t i n a loss of pay f o r the eraployee, p r i o r t o iraposing the 

suspension, except i n an eraergency or where the employee i s 

unavailable, the Employer s h a l l n o t i f y the eraployee and the 

Union and, upon request frora the Union, w i l l schedule a raeeting 

w i t h the Union and the eraployee. At the meeting the Employer 

w i l l n o t i f y the eraployee and the Union of the conteraplated 

d i s c i p l i n a r y action, and the reason(s) underlying i t . The 

eraployee and the Union w i l l be given the op p o r t u n i t y t o respond 
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t o the accusations at the raeeting. This raeeting s h a l l be 

inforraal and there s h a l l be no witnesses present unless both 

p a r t i e s agree. The Eraployer raay, at i t s op t i o n , conduct f u r t h e r 

i n v e s t i g a t i o n a f t e r t h i s raeeting. I n the event d i s c i p l i n e i s 

iraposed i t s h a l l not be subject t o the grievance procedure, as 

nothing i n t h i s p r o v i s i o n s h a l l be deeraed as a l t e r i n g the non-

Career Service status of seasonal employees. This p r o v i s i o n 

s h a l l not apply where the suspension i s the r e s u l t of 

a p p l i c a t i o n of progressive d i s c i p l i n e f o r v i o l a t i o n of the 

Employer's time and attendance p o l i c i e s , provided- t h a t the 

Employer s h a l l , upon -request, provide the Union w i t h copies of 

the eraployee's tirae and attendance record. 

Upon request by either party raade after one year frora the 

date of r a t i f i c a t i o n of thi s Agreeraent, the parties s h a l l meet 

to discuss any proposed changes to th i s Section 11.6. 

Section 11.7 Hand Laborers 

Hand Laborers (6322) eraployed i n the Departraent of Streets 

and S a n i t a t i o n s h a l l receive a pay r a t e equivalent to 60% of' the 

S a n i t a t i o n Laborer r a t e , e f f e c t i v e as of January 1, 2000. 

Hand Laborers s h a l l receive the sarae group health insurance 

package as received by seasonal eraployees w i t h less than twelve 

(12) raonths of seasonal service, and s h a l l pay the same 

healthcare c o n t r i b u t i o n s . A f t e r twelve (12) manths of continuous 

service. Hand Laborers w i l l receive the same health insurance 

package and pay the sarae c o n t r i b u t i o n s as seasonal employees w i t h 
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twelve (12) months or raore of seasonal service, but not the other 

b e n e f i t s received by such seasonal eraployees. On a one-tirae only 

basis, on the f i r s t day of the raonth f o l l o w i n g the e f f e c t i v e date 

of t h i s Agreeraent, a l l Hand Laborers then eraployed s h a l l receive 

the h ealth insurance package and pay the same c o n t r i b u t i o n s as 

seasonal eraployees w i t h raore than twelve (12) months of seasonal 

service. 

Hand Laborers are not career service employees and raay be 

d i s c i p l i n e d or discharged as e x c l u s i v e l y deterrained by the 

Employer. Such Employer a c t i o n s h a l l not be subject t o the 

grievance procedure. Hand -Laborers s h a l l not become Probationary 

Career Service or career service eraployees by v i r t u e of length of 

service i n t h e i r p o s i t i o n . The Eraployer w i l l evaluate Hand 

Laborers frora tirae t o tirae, i n order t o provide thera n o t i c e of 

t h e i r perforraance. P r i o r t o t e r r a i n a t i n g a Hand Laborer, except 

f o r egregious offenses as defined i h Section 4.1(b) above, the 

Eraployer w i l l issue a warning. 

Section 11.7.1 Promotion to Sanitation Laborers 

For S a n i t a t i o n Laborer p o s i t i o n s f i l l e d p r i o r t o the 

r a t i f i c a t i o n of the new c o l l e c t i v e bargaining agreement, and 

pursuant t o the terms of Section 11.7.1 of the 2003-2007 

c o l l e c t i v e bargaining agreement, the Employer s h a l l o f f e r newly 

created vacancies i n S a n i t a t i o n Laborer p o s i t i o n s f i r s t t o 

persons who are employed as Hand Laborers, by order of 

s e n i o r i t y . Persons who accept the o f f e r t o becorae S a n i t a t i o n 

Laborers s h a l l serve a probationary period of one (1) year, 
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during which tirae they raay be d i s c i p l i n e d or discharged as 

e x c l u s i v e l y deterrained by the Eraployer without r e s o r t t o the 

grievance procedure. At the end of t h a t one (1) year period, 

they s h a l l becorae f u l l career service eraployees. Hand Laborers 

who accept these S a n i t a t i o n Laborer vacancies s h a l l be paid at 

70% of the then current S a n i t a t i o n Laborer r a t e f o r the f i r s t 

year of t h e i r eraployraent, and s h a l l be paid at 80% of the then 

current S a n i t a t i o n Laborer r a t e f o r the second year of t h e i r 

employraent. At the end of t h e i r second year of employment as 

Sa n i t a t i o n Laborers, such persons s h a l l be paid at the f u l l 

S a n i t a t i o n Laborer r a t e . 

Hand Laborers who become employed as Sanitation Laborers 

under this Section s h a l l receive the sarae benefits as 

probationary eraployees for the f i r s t year of thei r eraployraent, 

and s h a l l receive the sarae benefits as career service employees 

during the second year of j their employraent as Sanitation 

Laborers. Such persons s h a l l perform the normal duties of 

Sanitation Laborer, provided, however, that the Employer w i l l 

not assign a probationary Sanitation Laborer to the back of a 

particular truck without a non-probationary Sanitation Laborer 

on that same truck. 

Section 11.7 .2 

Following r a t i f i c a t i o n of the new c o l l e c t i v e bargaining 

agreement, the Employer w i l l declare newly-created vacancies f o r 
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S a n i t a t i o n Laborer (TC 6324) p o s i t i o n s , t o replace a l l current 

Hand Laborer (TC 6322) p o s i t i o n s perforraing work which the 

Employer determines i s needed on a regu l a r , year-round basis. 

These p o s i t i o n s w i l l be o f f e r e d f i r s t t o persons who are 

c u r r e n t l y employed i n the Hand Laborer job c l a s s i f i c a t i o n , i n 

order of s e n i o r i t y . Seasonal terrainations of Hand Laborers w i l l 

not begin u n t i l the end of the 2008 season. I n a d d i t i o n , a l l 

current incurabent Hand Laborers who are s t i l l eraployed by the 

C i t y as Hand Laborers as of October 31, 2008 w i l l be o f f e r e d 

S a n i t a t i o n Laborer p o s i t i o n s e f f e c t i v e Noveraber 1, 2008. 

A l l i n d i v i d u a l s who are h i r e d as S a n i t a t i o n Laborers (TC 

6324) f o l l o w i n g the e f f e c t i v e date of the new c o l l e c t i v e 

bargaining agreeraent w i l l be probationary career service f o r the 

f i r s t s i x (6) raonths of t h e i r eraployraent i n the S a n i t a t i o n 

Laborer t i t l e , and w i l l then become career service f o l l o w i n g the 

end of t h a t s i x (6) raonth period. During the f i r s t year of 

eraployment, a l l new S a n i t a t i o n Laborers w i l l be paid at a base 

ra t e equal to 70% of the f u l l S a n i t a t i o n Laborer r a t e . I n the 

second year of employraent, the r a t e w i i l be - 80% of the f u l l 

r a t e . In the t h i r d year, the r a t e w i l l be 90%. I n the f o u r t h 

year, these eraployees w i l l receive the f u l l S a n i t a t i o n Laborer 

r a t e . 

In the event t h a t only one f u l l - r a t e S a n i t a t i o n Laborer or 

General Laborer i s assigned t o a refuse, r e c y c l i n g or corapost 
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t r u c k , t h a t S a n i t a t i o n Laborer/General Laborer w i l l be paid a 

preraiura of an a d d i t i o n a l 8.5% $3.25 per hour above h i s or her 

regular base ra t e of pay f o r a l l hours worked as the only 

S a n i t a t i o n Laborer/General Laborer on the t r u c k . E f f e c t i v e — J u l y 

h-, 2008 , such—preraiura—vjill—be—increased—be— 9 % - r E f f e c t i v e 

January 1, 2021, such premium w i l l be increased to $3.50 per 

hour. In the event that a break-in rate Sanitation Laborer i s 

the only Sanitation Laborer assigned to a refuse, recycling or 

corapost truck, the hourly preraiura to • be paid that Sanitation 

Laborer w i l l be the greater of 8.5% (9% effective July 1, 2008) 

over that Sanitation Laborer's regular hourly rate, or the 

d i f f e r e n t i a l between that Sanitation Laborer's regular hourly 

rate, and the regular f u l l Sanitation Laborer hourly rate. 

11.7.3 

I f a current member of bargaining unit 53 or 54 i s a 

successful bidder to a Seasonal status position and has at l e a s t 

twelve months of City Service within the bargaining unit, said 

member w i l l not be required to repeat the 12 month requirement 

for purposes of earning probationary employee benefits under 
t 

Section 11.6 of the CBA, including vacation accrual, health 

care, and holiday pay. 

ARTICLE 12 
GROUP HEALTH, VISION CARE, DENTAL, 

LIFE AND ACCIDENT BENEFITS 

Section 12.1 
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a) The Eraployer s h a l l provide t o eraployees and t h e i r 

e l i g i b l e dependents Group Health, V i s i o n Care, Dental, L i f e 

($25,000) and Accident b e n e f i t s as provided t o a raajority of 

other eraployees of the C i t y under the sarae terras and conditions 

a p p l i c a b l e t o said other eraployees, provided f u r t h e r , said 

b e n e f i t s shall- be at no cost t o eraployees and t h e i r e l i g i b l e 

dependents. 

b) Eraployees who p a r t i c i p a t e i n the Eraployer; raedical 

care plan or an HMO s h a l l raake the f o l l o w i n g c o n t r i b u t i o n s 

toward t h e i r h e a l t h care coverage, based' on the a p p l i c a b l e 

percentage of t h e i r base s a l a r y , svibject t o the then-applicable 

s a l a r y cap: 

•i^ eraployee raedical c o n t r i b u t i o n s ar^e based en a 

coraposite—1.6%—ef—base—salary—fer—single,—eraployee—and—one,—aftd 

fara i l y — l e v e l o — e f — c o v e r a g e — a - s — s p e c i f i e d below. Fer—oxaraplo,—bhe 

c o n t r i b u t i o n o — a t — s e l e c t e d — s a l a r y — l e v e l s — p e * — p a y — p e r i o d — a r ^ e — a s 

f ollovjs: 

ANNUAL 
37\T A P Y 

SINGLE 
-1 noq^o^ 

EMPLOYEE 11 
1 cn n.n 

FAMILY 
-1 n,n nco \ X j £ \ r \ 1 X . 3 Z 3 X G X . 3 1 y 1 ^ X . ly 1 3 3 G 

rir-i -i-n <̂ n̂ nnn * 1^ SO 1 0 00 3 0 n n 
U ^ 3 3 v-^U,UUU 

S^O 001 
X Z . 3 3 

- ] 0 OC 

X y . 3 3 

10 IS 
Z Z . 3 3 

3 A f O 
Cf ^ 3 , U U i. 

SAO 000 
X iL . 3 3 

11 1 A 
X y . 13 

Of oo 
Z H . 3 3 

OO OA 
Y ^ ^ f U U W 

SSO 000 
± / . ± 4 
O 1 AO 

Z 3 . 3 3 

-30 q i 
3 Z . O t 

Al OS 
Y ^ f U U U 

*pn nnn 
i — L . *t _̂ 
OC n n 

3 i- . y X *^ X . 3 3 

AO 3 f 
Cf 3 3 , U U U 

s 7 n non 
Z 3 . 13 

on qq 
3 y . *i y 

A f 01 

H y . Z 3 

Sl A'^ 
V ' U ^ U U U 

S°0 000 
i.. y . y y 

OA o n 

t 3 . 3 1 

S"" f f 
o / . rt / 

fS f° Y 'J 3 , 3 3 3 

con nnn 
^ 4 . z.. / 

O Q C t 

3 Z . 3 3 

SO "> A 
3 3 . 3 3 

no on 
Y '<-> f -J ^ y 

$90,000 1 
3 3 . 3 3 

38.60 
3 y . i^ H 

59.30 
1 3 . o y 

73.95 

S a l a r y 
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S i n g l e Employee + 1 Fami ly Cap 

J u l y 1, 2017 1.2921% 1.9854% 2.4765 $90,000 

J u l y 1, 2018 1.7921% 2.4854% 2.9765% $100,000 

J u l y 1, 2019 2.2921% 2.9854% 3.4765% $115,000 

J u l y 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

A l l c o n t r i b u t i o n s s h a l l be raade on a pre-tax basis and are 

payable on a per pay period basis. 

2r)- effective—July— 1 - ,—2006—employee—medical—contributions 

a r ^ e — b a s e d — e n — a — c o m p o s i t e — 2 . 0 % — - e f — b a s e — s a l a r y — f e r — s i n g l e , 

e r a p l o y e e — a n d — o n e , — a n d — f a r a i l y — l e v e l s — e f — c o v e r a g e — a s — s p e c i f i e d 

below.— P e r—exaraple,—bhe—contributions—ab—selected—salary—levels 

per pay period arc as—follows: 

ANNUAL SINGLE EMPLOYEE I 1 FAMILY 
SALARY 1 . 2 9 2 1 % 1.9854% . 2 . 4 7 6 5 % 

TinHn-r ^̂ -̂ n nnn SIS 11 c o o OQ S'^'^ fS 
3 1 1 L J I L J X Cf J} \J , LJ 3 3 

c o n f) m 
Cf X 3 . IX 

'^1 f IS 
Cf iL 3 . O O 

COA QO 

Cf iL 1 . 3 3 

con nf 
Cf 3 3 , U U ± 

SAO 000 
Cf X 3 . X 3 

S^l SA 
Cf iL *i . O Z 

COO n n 

Cf 3 3 . y 3 

C A-] OO 
V 4 U , U U U 

SSO 000 
Cf iL X . U r l 

CO f no 
Cf 3 3 . 3 y 

SAl '3 f 
y * t ± . ^ O 

* S 1 SO 
Cf 3 3 , U U U 

SfO 000 
^ z 3 . y z 

coo on 
Cf H X . 3 3 

SAO fA 
Cf 3 X . 3 y 

Sfl 01 
Cf 3 3 , U U U 

cnn nnn 
Cf 3 Z . 3 3 

S'^1 fO 
V * i 1? . O rr 

SS'^ 01 
Cf 3 X . y X 

cno oo 
V 1 3 , U U U 

e- o fl nnn 
Cf 3 1 . 3 y 

S A^ 01 
Cf 3 1 . y X 

Sff 1 ° 
Cf 1 i^ . i^ 3 

COO CC 
V O U , U U U 

cnn nnn 
Cf *i 3 . 3 1 

S A° AS 
Cf 3 3 . X 3 

Sl A AS 
Cf 3 iL . 3 3 

cno on 
Cf y 3 , U U U 

$ 1 0 0 , 0 0 0 
Cf t O . rt 3 

$ 5 3 . 8 4 
V / rr . *5 u 

$82 . 7 3 
Cf y . \j 1 

$ 1 0 3 . 1 9 

A f i — c o n t r i b u t i o n s — s h a l l — b e — r a a d e — e n — a — p r e - t a x — b a s i s — a n d — a r ^ 

payable—en—a—per pay period basis. 

c) The b e n e f i t s provided f o r herein s h a l l be provided 

through a self-insurance plan or under a group insurance p o l i c y , 

selected by the Employer. A l l b e n e f i t s are subject to standard 
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p r o v i s i o n s of insurance p o l i c i e s between Eraployers and insurance 

corapanies. 

d) A dispute between an eraployee (or his/her covered 

dependent) and the processor of clairas not be subject t o the 

grievance procedure provided f o r i n the Agreeraent between the 

Eraployer and the Union. 

e) Optional coverage o f f e r e d by a Health Maintenance 

Organization (HMO) s h a l l be raade a v a i l a b l e t o q u a l i f i e d 

eraployees. The Employer may o f f e r coverage under more than one 

HMO. The employee's op t i o n of s e l e c t i n g an HMO i s subject t o 

conditions f o r e l i g i b i l i t y set by the HMO, notwithstanding 

anything i n t h i s Agreement t o the contrary. 

f ) Where both husband and wife or other faraily raerabers 

e l i g i b l e under one faraily coverage are eraployed by the Eraployer, 

the Eraployer s h a l l pay f o r only one faraily insurance or faraily 

h e alth plan. 

g) The current p r a c t i c e p e r r a i t t i n g employees t o use 

vacation or other tirae due during an i l l n e s s i n order t o keep 

his/her insurance i n e f f e c t s h a l l continue f o r the terra of t h i s 

Agreeraent. 

h) Consistent w i t h the terms of the Eraployer's e x i s t i n g 

Group Health Care Plan, and the ap p l i c a b l e r u l e s thereof, 

employees who are covered under the Plan s h a l l not lose said 

coverage s o l e l y because they have received a d i s c i p l i n a r y 
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suspension l a s t i n g 30 days or less. Eraployees on approved FMLA 

leave s h a l l be e n t i t l e d to continued raedical coverage f o r a 

raaxiraura of 12 weeks, subject t o the terras of the Plan and any 

other app l i c a b l e provisions of t h i s Agreeraent. Eraployees who are 

rec e i v i n g duty d i s a b i l i t y b e n e f i t s s h a l l be e l i g i b l e t o receive 

continued raedical coverage as provided under the terras of the 

Plan and i t s appl i c a b l e r u l e s . As a c o n d i t i o n of continued 

raedical coverage, during any such suspension, or FMLA or duty 

d i s a b i l i t y leaves, eraployees raust raake a l l i n d i v i d u a l raedical 

c o n t r i b u t i o n s as required under t h i s A r t i c l e and the terras of 

the Plan and i t s appl i c a b l e r u l e s . I n the event t h a t an 

eraployee loses coverage under the Plan, he or she w i l l be 

provided n o t i c e thereof, the form of which raay include, but i s 

not l i r a i t e d t o , a COBRA no t i c e , a HIPAA n o t i c e , a w r i t t e n 

coraraunication frora the Eraployer or i t s insurance c a r r i e r , or 

sorae other s i r a i l a r advisory. 

i ) E f f e c t i v e January 1, 2019, prescription drug benefits 

s h a l l be subject to an annual deductible of $35 per household. 

Ef f e c t i v e January 1, 2021, prescription drug benefits s h a l l be 

subject to an annual deductible of $75 per household. 

Section 12.2 Joint Labor Management Cooperation Committee On 
Health Care 

The C i t y of Chicago and each C o a l i t i o n Union (the 

"Parties") agree to create a J o i n t Labor Manageraent Cooperation 

Comraittee ("LMCC") pursuant a p p l i c a b l e s t a t e and fe d e r a l law. 
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The purpose of the LMCC i s t o research and make recommendations 

and decisions w i t h i n i t s a u t h o r i t y r e l a t e d t o the achieveraent of 

s i g n i f i c a n t and raeasurable savings i n bhe cost of eraployee 

h e a l t h care during the terra of t h i s Agreeraent. The Parties 

s h a l l raeraorialize t h e i r i n t e n t t o create t h i s LMCC by executing 

an Agreement and Declaration of Trust ("Trust Agreement") 

contemporaneously w i t h the execution of each C o a l i t i o n Union's 

c o l l e c t i v e bargaining agreement w i t h the C i t y of Chicago. Said 

Trust Agreement s h a l l be attached t o t h i s Agreement as 

Appendix C. 

Section 12.3 ' 

The Trust Agreement' s h a l l address, without l i m i t a t i o n , the 

f o l l o w i n g ;-

a. Forraation 'of a Coraraittee t o govern the LMCC 

co n s i s t i n g of up t o twenty (20) Trustees, h a l f of 

the Trustees s h a l l be appointed by the C i t y of 

Chicago and h a l f of the Trustees s h a l l be 

appointed by the C o a l i t i o n Unions. 

b. Appointraent by the C i t y and C o a l i t i o n of a Co-

Chair and Vice-Cochair as designated i n the Trust 

Agreement. 

c. - A u t h o r i t y of the LMCC t o make recoraraendations and 

raodifications i n the health plan expected t o 

r e s u l t i n savings and cost containraent. 

105 
356590.: 



d. Establishraent of a Trust Fund w i t h c o n t r i b u t i o n s 

provided by the C i t y of Chicago and t h i r d 

p a r t i e s . 

Section 12.4 

For purposes of this A r t i c l e , an "employee" s h a l l mean a 

City eraployee represented by signatory labor organizations of 

this Agreeraent. A "Coalition Union" raeans signatories to this 

Agreeraent which have executed a co l l e c t i v e bargaining agreeraent 

with the City. 

Section 12.5 

The p a r t i e s commit t o implementing Medical Plan Design 

changes t h a t w i l l r e s u l t i n estimated savings of a t l e a s t $3 

m i l l i o n (as c a l c u l a t e d w i t h respect t o the C o a l i t i o n Unions) by 

2020. The p a r t i e s w i l l work through the LMCC t o i d e n t i f y changes 

t h a t w i l l r e s u l t i n the r e q u i r e d savings. I f , p r i o r t o January 

1, 2020, the p a r t i e s have not reached agreement upon the 

proposed changes, each p a r t y w i l l submit i t s o f f e r of proposed 

changes and the amount proposed t o be reduced, i n c l u d i n g the 

methodology f o r e s t i m a t i n g the value of the proposed changes, t o 

a mutually agreed upon a r b i t r a t o r , who w i l l be l i m i t e d t o 

s e l e c t i n g e i t h e r the C i t y ' s or the C o a l i t i o n Unions' o f f e r . The 

o f f e r selected by the a r b i t r a t o r w i l l be b i n d i n g on the p a r t i e s 

and on the LMCC. 
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Section 12.6 

The C i t y agrees t o provide r e p r e s e n t a t i v e s from the 

C o a l i t i o n Unions i n f o r m a t i o n , such as the claims experience from 

the C i t y r e t i r e e h e a l t h plans, and other r e l e v a n t 

d a t a / i n f o r m a t i o n so t h a t the C o a l i t i o n Unions can explore the 

f e a s i b i l i t y of e s t a b l i s h i n g t h e i r own r e t i r e e h e a l t h plan 

separate and independent from the Ci t y ' s plans t h a t could cover 

c e r t a i n C i t y r e t i r e e s i n the f u t u r e . Such i n f o r m a t i o n t o be 

provided w i l l i n c l u d e , b ut not be l i m i t e d t o , a census f o r the 

cu r r e n t non-Medicare r e t i r e e s i n c l u d i n g the b i r t h d a t e , gender, 

coverage t i e r ( s i n g l e , couple, f a m i l y , e t c . ) , and z i p code of 

residence, as w e l l as the claims i n f o r m a t i o n and enrollment 

counts f o r the l a s t three (3) years. The Unions agree t o execute 

any appropriate c o n f i d e n t i a l i t y agreements necessary f o r the 

release of such i n f o r m a t i o n . The p a r t i e s understand and agree 

t h a t the i d e n t i t y of any s p e c i f i c i n d i v i d u a l w i l l not be 

ascertai n a b l e from the i n f o r m a t i o n supplied. 

ARTICLE 13 
LAYOFF AND RECALL 

Section 13.1 Reasons f o r Layoff 

The Eraployer s h a l l have the r i g h t to l a y o f f eraployees by 

reason of lack of funds, lack of work or abolishraent of a 

p o s i t i o n frora the annual budget as approved by the C i t y Council. 
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Section 13.2 Notice of Layoff or Reduction i n Force 

A. Prelirainary Notice t o the Union 

Whenever the Eraployer becoraes aware t h a t a l a y o f f raay be 

necessary and begins t o raake a c t u a l plans t o lay o f f , the Union 

s h a l l be n o t i f i e d . Such no t i c e s h a l l s t a t e the reasons why 

l a y o f f i s being planned or conteraplated and s h a l l include, t o 

the best of the Eraployer's a b i l i t y , the t i t l e s and nurabers of 

employees a f f e c t e d , the best estimate of the no t i c e Date under 

Subsection B herein, and such other d e t a i l s as may be a v a i l a b l e . 

Upon w r i t t e n request of the Union the p a r t i e s s h a l l meet t o 

discuss the Prelirainary Notice. 

B. ^ Actual Notice t o the Union 

The Union s h a l l be provided w i t h at l e a s t 28 calendar days 

advance n o t i c e of a l a y o f f , except i n eraergencies beyond the-

c o n t r o l - of the Eraployer, i n which event, such n o t i c e s h a l l be 

given as soon as reasonably possible a f t e r the Eraployer knows, 

but at l e a s t f i v e working days before the e f f e c t i v e date. Such 

not i c e s h a l l contain the narae, p a y r o l l nuraber, p o s i t i o n , 

c l a s s i f i c a t i o n , departraent, work l o c a t i o n , i f a v a i l a b l e i n the 

Eraployer's records, and s e n i o r i t y date of each eraployee 

scheduled t o be l a i d o f f . 

C. Actual Notice to Eraployees 

Each eraployee scheduled f o r l a y o f f s h a l l also receive 

w r i t t e n n o t i c e at l e a s t 21 calendar days i n advance thereof, or, 

i n eraergencies, no less than f i v e work days before the e f f e c t i v e 

date of such l a y o f f . Such no t i c e s h a l l advise the eraployee of 

his/her r i g h t to burap and other r i g h t s concerning vacation, 
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corapensatory tirae, health and other group insurance, pension 

rights, deferred corapensation, uneraployment corapensation and any 

other information relevant to l a i d off status. 

Section 13.3 Layoff Procedure 

A. Volunteers 

Volunteers f o r l a y o f f or v o l u n t a r y reductions i n grade i n 

l i e u of l a y o f f s h a l l be perraitted by the Eraployer before 

i n v o l u n t a r y l a y o f f s are made. Employees i n the sarae 

c l a s s i f i c a t i o n s and departraents i n which l a y o f f s are 

contemplated or scheduled s h a l l be n o t i f i e d by posting 

concurrent w i t h the a c t u a l n o t i c e under t h i s A r t i c l e . The Union 

may a c t i v e l y p a r t i c i p a t e i n the informing process and s h a l l be 

allowed t o hold meetings at the beginning or end of the s h i f t on 

work time and l o c a t i o n s up to a raaxiraura of 20 rainutes. f o r t h i s 

purpose. Eraployees who volunteer s h a l l do so i n w r i t i n g no l a t e r 

than 7 days a f t e r the volunteers are requested. I f the l a y o f f 

i s canceled volunteer notices are void. 

A volunteer s h a l l reraain i n l a y o f f status f o r the period of 

the l a y o f f and s h a l l be e l i g i b l e t o exercise r e c a l l r i g h t s under 

t h i s A r t i c l e . 

B. Order of Layoff 

I n v o l u n t a r y reductions i n force s h a l l be raade i n the 

f o l l o w i n g order: (1) seasonal eraployees, (2) p r o v i s i o n a l 

eraployees, and (3) probationary eraployees w i t h less than 90 days 

of service. 

I n v o l u n t a r y l a y o f f s s h a l l be raade i n the f o l l o w i n g order: 
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(4) probationary eraployees w i t h 90 days or raore of service; and 

(5) career service eraployees. 

(Locals 1001 and 76 only:) The l e a s t senior eraployee i n 

the a f f e c t e d job c l a s s i f i c a t i o n i n the departraent s h a l l be l a i d 

o f f f i r s t , provided the a b i l i t y and q u a l i f i c a t i o n s t o perforra 

the required work are r e l a t i v e l y equal araong the other employees 

i n the job i n the department. " S e n i o r i t y " s h a l l raean, f o r the 

purposes of t h i s A r t i c l e , the employee's service i n the job 

t i t l e ( t i m e - i n - t i t l e ) . Eraployees s h a l l r e t a i n and accuraulate 

s e n i o r i t y while on l a y o f f . I-f 2 or raore eraployees have the sarae 

s e n i o r i t y date, the order of l a y o f f s h a l l be deterrained by 

l o t t e r y . 

(Local 1092 only:) The l e a s t senior eraployee i n the 

a f f e c t e d job c l a s s i f i c a t i o n i n the departraent s h a l l be l a i d o f f 

f i r s t , provided the a b i l i t y and q u a l i f i c a t i o n s t o perforra the 

required work are r e l a t i v e l y equal araong the other eraployees i n 

the job i n the departraent. " S e n i o r i t y " s h a l l raean, f o r the 

purposes of t h i s A r t i c l e , the eraployee's bargaining u n i t 

s e n i o r i t y . Eraployees s h a l l r e t a i n and accuraulate s e n i o r i t y while 

on l a y o f f . I f 2 or raore employees have the same s e n i o r i t y date, 

the order of l a y o f f s h a l l be determined by reverse s o c i a l 

s e c u r i t y number, w i t h the smallest nuraber being the raost senior. 

Section 13.4 Bvimping 

In the event of a l a y o f f , an eraployee t o be l a i d o f f s h a l l 

have the f o l l o w i n g bumping r i g h t s i n the sequence set f o r t h 

below: 

110 
356590.1 



A. (1) An Employee subject to l a y o f f s h a l l have f i r s t 

preference t o f i l l a vacancy, which e x i s t s at the tirae of 

l a y o f f , i n an equal or lower-rated bargaining u n i t 

c l a s s i f i c a t i o n f i r s t w i t h i n the Eraployee's departraent, then i n 

any other departraent i n the bargaining u n i t , which the Eraployer 

has deterrained t o be vacant, provided said Eraployee has the 

then-present a b i l i t y to perform the required work without 

f u r t h e r t r a i n i n g ; and, f u r t h e r , provided the r i g h t s of Eraployees 

under t h i s A r t i c l e and under A r t i c l e 15 and/or Section 21.4 have 

been exhausted i n the u n i t i n which the vacancy occurs. I n the 

event t h a t raore than one Eraployee subject t o l a y o f f u t i l i z e s 

his/her r i g h t s under t h i s paragraph, preference s h a l l be given 

to the raost senior Eraployee. 

(2) A l a i d o f f Eraployee raay displace (burap) the l e a s t 

senior employee, i f any, i n the most recent equal-rated or 

lower-rated t i t l e or t i t l e s the eraployee t o be l a i d o f f had held 

i n the Departraent i n the order of the raost recent held; or i f 

none, 

(3) The Eraployee raay displace (burap) the l e a s t senior 

eraployee, i f any, i n any other equal-rated or lower-rated job 

t i t l e or t i t l e s the eraployee has held f o r 60 days or raore, i n 

the order of the raost recent held, i n any other Departraent 

covered by the bargaining u n i t ; or i f none, 

(4) The Eraployee may displace (bump) the l e a s t senior 

employee i n any other t i t l e held f o r 60 days or more, i n the 

order of the raost recent held, i n any other Laborers bargaining 

u n i t . (This p r o v i s i o n (4) does not apply t o Laborers Local 76). 
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For provisions (2), (3) and (4) above, the l e a s t senior 

eraployee i n the job t i t l e (sarae t i t l e code i n the sarae 

departraent) s h a l l be buraped out regardless of Laborers 

bargaining u n i t . 

Employees buraping or f i l l i n g a vacancy according t o these 

provisions raust have the then present a b i l i t y t o perform the job 

without f u r t h e r t r a i n i n g . 

I n the event t h a t the Eraployer corabines e x i s t i n g 

departments, eraployees t r a n s f e r r e d i n t o said new or 

r e c o n s t i t u t e d departments s h a l l be given a new t i t l e code to 

r e f l e c t t h e i r respective bargaining u n i t s . 

B. A l a i d o f f eraployee s h a l l be e n t i t l e d t o only one burap 

per l a y o f f . 

C. The Eraployer's current p r a c t i c e w i t h regard t o 

physical exarainations s h a l l continue except as raodified by the 

pr o v i s i o n s of the agreed t o drug t e s t i n g p o l i c y . '• 

Section 13.5 Recall 

Notice of r e c a l l s h a l l be sent by c e r t i f i e d raail ( r e t u r n 

r e c e i p t requested) t o the l a s t known address of the employee. 

I t s h a l l be the eraployee's r e s p o n s i b i l i t y t o inforra the Eraployer 

of any address change. The d u r a t i o n of an eraployee's r e c a l l 

r i g h t s i s governed by Section 11.4 (Break i n Service). 

A. Priraary Recall 

Eraployees s h a l l be r e c a l l e d t o the p o s i t i o n frora which 

o r i g i n a l l y l a i d o f f i n reverse order of l a y o f f . A l a i d o f f 

eraployee who f a i l s to respond t o a w r i t t e n r e c a l l n o t i c e w i t h i n 

5 working days of r e c e i p t of such r e c a l l n o t i c e , or, upon 
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acceptance f a i l s t o be a v a i l a b l e f o r work w i t h i n 5 working days 

of the r e c a l l n o t i c e s h a l l f o r f e i t a l l r e c a l l r i g h t s , unless 

such eraployee i s on duty d i s a b i l i t y , approved medical leave or 

has good reason ..acceptable t o the Eraployer f o r teraporary delay 

i n responding t o the n o t i c e or f o r not r e p o r t i n g t o work. I f 

the Eraployer cannot reasonably, delay the employee's r e c a l l , the 

Employer may r e c a l l the next e l i g i b l e employee and the employee 

who had said good reason f o r not ti r a e l y r e p o r t i n g s h a l l remain 

on l a y o f f u n t i l the next r e c a l l subject t o the break i n service 

pr o v i s i o n s of t h i s agreement. 

B. Secondary Recall 

Eraployees on a r e c a l l l i s t s h a l l also be e l i g i b l e f o r 

secondary r e c a l l on a t i r a e - i n - t i t l e s e n i o r i t y basis t o an equal 

or lower-rated job i n any departraent covered by the bargaining 

u n i t ( s ) , provided the eraployee has the then present a b i l i t y t o 

perforra the equal or lower rated job without f u r t h e r t r a i n i n g . 

The eraployee s h a l l , at the tirae of l a y o f f , coraplete the Eraployer 

form i n d i c a t i n g job i n t e r e s t and s k i l l s f o r the purpose of 

secondary r e c a l l . 

Preference s h a l l be given to eraployees i n the bargaining 

u n i t where the vacancy e x i s t s . An eraployee who declines an 

o f f e r of secondary r e c a l l s h a l l maintain his/her place on the 

s e n i o r i t y l i s t and s h a l l not be denied the r i g h t t o accept a 

subsequent vacancy. 

Laid o f f employees s h a l l be e n t i t l e d t o secondary r e c a l l to 

one p o s i t i o n only and upon acceptance of such p o s i t i o n s h a l l 

r e t a i n priraary r e c a l l r i g h t s to the i n i t i a l job frora which they 
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were l a i d o f f only. Notwithstanding the foregoing, eraployees 

who accept secondary r e c a l l t o a lower-rated p o s i t i o n s h a i l have 

the r i g h t t o a subsequent equal-rated vacancy i n accordance w i t h 

s e n i o r i t y w i t h i n the same bargaining u n i t frora which they were 

o r i g i n a l l y l a i d o f f only, provided the employee has the then 

present a b i l i t y t o perform said job. 

Priraary r e c a l l s h a l l always take precedence over secondary 

r e c a l l , provided an eraployee who accepts secondary r e c a l l within 

the sarae bargaining unit frora which he/she was i n i t i a l l y l a i d 

off s h a l l be' e n t i t l e d to waive primary r e c a l l to the job 

o r i g i n a l l y held. I f the employee exercises t h i s right, he/she 

s h a l l f o r f e i t a l l future rights to priraary r e c a l l to the job 

o r i g i n a l l y held. Under no circurastances w i l l an eraployee be 

perraitted to waive priraary r e c a l l i f he/she has accepted 

, secondary r e c a l l in a different bargaining unit frora which 

he/she was i n i - t i a l l y l a i d off. 

Section 13.6 Hiring During Layoffs 

No new eraployee raay be hired to perforra duties norraally 

perfprmed by a l a i d off eraployee while eraployees are l a i d off, 

under Sections 13.5 A or 9 above. 

Section 13.7 Lottery 

The Union s h a l l receive w r i t t e n n o t i c e of any l o t t e r i e s t o 

be held. The Union raay have representatives at a i i l o t t e r i e s 

a f f e c t i n g u n i t eraployees. 
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ARTICLE 14 
NO STRIKES - NO LOCKOUT 

Section 14.1 No Strike 

The Union agrees t h a t during the l i f e of t h i s Agreeraent, 

there s h a l l be no s t r i k e s ( i n c l u d i n g , but not l i r a i t e d t o 

syrapathy s t r i k e s and s t r i k e s t o p r o t e c t union or t h i r d p a r t y 

conduct), work stoppages, slowdowns, p i c k e t i n g , delays of work 

of any kinds. 

Section 14.2 Preventive E f f o r t s 

The Union agrees t h a t i t w i l l use i t s best e f f o r t s t o 

prevent any acts forbidden i n t h i s A r t i c l e and t h a t i n the event 

any such acts take place or are engaged i n by any employee or 

group of employees i n the Union's bargaining u n i t , the Union 

f u r t h e r agrees i t w i l l use i t s best e f f o r t s t o cause an 

iraraediate cessation thereof. I f the Union iraraediately takes a l l 

necessary steps i n good f a i t h t o end any stoppages, s t r i k e s , 

p i c k e t i n g , i n t e h t i o n a l slowdown or suspension of work, 

i n c l u d i n g : (a) p u b l i c l y d i s c l a i r a i n g such a c t i o n as not c a l l e d 

or sanctioned by the Union, and (b) posting notices i n 

conspicuous places which n o t i f y involved eraployees t h a t the 

a c t i o n was not c a l l e d or sanctioned by the Union, i n a d d i t i o n t o 

i n s t r u c t i n g eraployees to iraraediately cease such a c t i v i t y , the 

Eraployer agrees t h a t i t w i l l not b r i n g a c t i o n against the Union 

to e s t a b l i s h r e s p o n s i b i l i t y f o r such unauthorized conduct. 
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Section 14.3 D i s c i p l i n e 

The Eraployer raay terrainate the eraployraent of or otherwise 

d i s c i p l i n e any eraployee or employees who have been found to have 

engaged in any act forbidden in t h i s A r t i c l e . 

Section 14.4 No Lockout 

The Employer w i l l not lock out bargaining u n i t employees 

during the terra of t h i s Agreeraent. 

ARTICLE 15 
FILLING OF PERMANENT VACANCIES 

Section 15.1 Definition of Vacancy 

The Eraployer s h a l l determine ' i f there i s a permanent 

vacancy t o be f i l l e d and at any time before said vacancy i s 

f i l l e d whether or not said vacancy s h a l l be f i l l e d . 

A vacancy i s defined as an opening which the Employer 

intends t o f i l l and which r e s u l t s from various f a c t o r s , such as 

a d d i t i o n of new p o s i t i o n s and/or c l a s s i f i c a t i o n s , reassignments, 

promotions, bidding out or separation f o r any reason. 

Section 15.2 F i l l i n g of Permanent Vacancies 

The procedure stated i n t h i s A r t i c l e ' S h a l l be the exclusive 

procedure f o r f i l l i n g of bargaining u n i t vacancies. 

A. Transfer Request Procedure (Locals 1001) 

Eraployees w i t h i n a departraent who desire a change i n s h i f t , 

day(s) o f f or l o c a t i o n of t h e i r job assignraent s h a l l request 

such change i n w r i t i n g on the Eraployer's forra. 
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Eraployees raay f i l e such requests i n December f o r the period 

beginning i n January and continuing through June of the 

f o l l o w i n g year and i n June f o r the period beginning i n July and 

continuing through Deceraber. Eraployees f i l i n g raultiple requests 

and accepting a t r a n s f e r s h a l l only be allowed a s i n g l e t r a n s f e r 

i n the s i x (6) raonth period. 

Eraployees s h a l l receive a copy of a l l requests f i l e d w i t h 

r e c e i p t noted on the copy. A l i s t of such requests frora each 

departraent s h a l l be provided t o the Union by January 30 and July 

30 of each year. 

When f i l l i n g a vacancy, the Eraployer s h a l l s e l e c t the most 

Senior employee i n the job c l a s s i f i c a t i o n i n the departraent who 

has such a request on f i l e , provided the eraployee has the 

present a b i l i t y t o perforra the required work without f u r t h e r 

t r a i n i n g a f t e r a reasonable araount of o r i e n t a t i o n . 

A. Transfer Request Procedure (Local 1092) 

Eraployees w i t h i n a department who desire a change of s h i f t , 

day(s) o f f or l o c a t i o n of t h e i r job assignment s h a l l request 

such change i n w r i t i n g on the Eraployer's forra. 

Eraployees raay f i l e such requests i n June f o r the period 

beginning July 1 and continuing through June 30th of the 

f o l l o w i n g year. 

Eraployees s h a l l receive a copy of a l l requests f i l e d w i t h 

r e c e i p t noted on the copy. A l i s t of such request frora each 
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department s h a l l be provided t o the Union by July 30 of each 

year. 

When f i l l i n g the vacancy, the Eraployer s h a l l s e l e c t the 

raost Senior eraployee i n the job c l a s s i f i c a t i o n i n the departraent 

who has such a request on f i l e , provided- the eraployee has the 

present a b i l i t y t o perform the required work without f u r t h e r 

t r a i n i n g a f t e r a reasonable araount of o r i e n t a t i o n . 

B. Priraary Recall 

When f i l l i n g a vacancy and there are no said eraployees who 

have requests on f i l e , the Eraployer s h a l l s e l e c t the eraployee i n 

the job c l a s s i f i c a t i o n i n the departraent frora the l a y o f f 

(priraary r e c a l l ) or reinstateraent l i s t , i f any, i n accordance 

w i t h the l a y o f f and r e c a l l procedures of t h i s Agreement. 

(Section 13.5 (A)) 

C. Secondary Recall 

When f i l l i n g a vacancy and there are no employees who 

possess r e c a l l r i g h t s t o the p o s i t i o n as described i n B above, 

the Eraployer s h a l l s e l e c t the eraployee frora the secondary r e c a l l 

l i s t , , i f any, i n accordance w i t h 'the secondary r e c a l l procedures 

of t h i s Agreeraent. (Section 13.5 (B)) 

D. Posting and Bidding 

When f i l l i n g a vacancy and there are no said eraployees who have 

requests on said l i s t s , the Eraployer s h a l l post and f i l l every 

vacancy i n accordance w i t h the f o l l o w i n g procedures: 

1 . The Employer w i l l post vacancies e l e c t r o n i c a l l y on the City 

of Chicago CAREERS website. A copy of the posting w i l l be 
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provided t o the Union a t l e a s t 72 hours p r i o r t o the 

e l e c t r o n i c p o s t i n g . Said vacancies s h a l l be posted f o r 

fourte e n (14) days on the CAREERS WEBSITE.The posting of an 

Eraployer-deterrained—perraanent—vacancy—shall—be—on b u l l e t i n 

boards—at—each—Employer p h y s i c a l site—in—the—Department—and 

a t other appropriate l o c a t i o n s as dotormincd by bhe 

p a r t i e s . Said—vacancy—shall—be—posted—fe^—1 4—days .—A—copy 

of the pooting—ohall—be provided to—the—Union n o — l a t e r than 

b h e — f i r s t — d a y — e f — p o o t i n g . The posting s h a l l contain at 

le a s t the f o l l o w i n g : job t i t l e , q u a l i f i c a t i o n s , days o f f , 

s h i f t , hours, work l o c a t i o n , i f known, and the r a t e of pay. 

The posting s h a l l also i d e n t i f y the nuraber of p o s i t i o n s t o 

be f i l l e d . I f the nuraber t o be f i l l e d changes, the 

Eraployer s h a l l proraptly n o t i f y the Union. P r i o r t o the 

coraraenceraent of the s e l e c t i o n process, the eraployer w i i l 

provide the Union w i t h a l i s t of q u a l i f i e d bidders.—and—a 

copy of Forra "A" and the Forra "B" h i r i n g c r i t e r i a . 

2. Eraployees raay b i d on jobs the Eraployer deterraines t o be 

permanently vacant f o r promotion or t r a n s f e r t o equal or 

lower-rated jobs. A l l applicants s h a l l be considered as 

one group f o r s e l e c t i o n purposes. Bidders s h a l l not be 

included on the same l i s t w i t h a p plicants from a Departraent 

of Personnel r e f e r r a l l i s t . Applicants/bidders f o r 
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vacancies s h a l l raeet the rainiraura q u a l i f i c a t i o n s f o r the job 

i n order t o be considered f o r s e l e c t i o n by the Employer 

-3. Q u a l i f i e d bargaining u n i t eraployees s h a l l be given an 

equal o p p o r t u n i t y t o b i d on jobs which are declared 

vacant by the Eraployer f o r proraotion or t r a n s f e r t o 

equal or lower ra t e d jobs. The Eraployer s h a l l s e l e c t 

the raost q u a l i f i e d a p p l i c a n t . I n raaking s e l e c t i o n s 

bargaining u n i t bidders s h a l l be given preference over 

non-bargaining u n i t applicants unless the non-

bargaining u n i t a p plicants have deraonstrably greater 

s k i l l and a b i l i t y t o perform the work. Where 

bargaining u n i t bidders are r e l a t i v e l y equally 

q u a l i f i e d , the Eraployer s h a l l s e l e c t : 

a) the raost senior employee (based on tirae i n t i t l e 

s e n i o r i t y ) of those bidding f o r proraotion w i t h i n 

the Bureau; or i f none, 

b) the raost senior eraployee (based on tirae i n t i t l e 

s e n i o r i t y ) of those bidding f o r proraotion w i t h i n 

the Departraent; or i f none, 

c) the raost senior eraployee (based on tirae i n t i t l e 

s e n i o r i t y ) of those bidding f o r ' proraotion frora 

any other Departraent i n the bargaining u n i t ; or 

i f none, 

d) the raost senior eraployee (based on tirae i n t i t l e 

s e n i o r i t y ) of those bidding f o r t r a n s f e r t o equal 

or lower rated jobs. 
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The Employer s h a l l determine whether bargaining 

u n i t bidders are " r e l a t i v e l y e qually q u a l i f i e d " based 

on evidence of performance and q u a l i f i c a t i o n s . 

Seasonal eraployees who have r e c a l l r i g h t s raay b i d on 

employer determined vacancies and s h a l l be given 

preference f o r h i r e over non-employees, subject t o and 

i n accordance w i t h the s e l e c t i o n requireraents set 

f o r t h above. 

P r i o r t o n o t i f y i n g the successful- b i d d e r / a p p l i c a n t , 

the Departraent s h a l l give the Union a l i s t of bidders 

i d e n t i f y i n g where a p p l i c a b l e , the successful 

b i d d e r ( s ) . Upon request, the Departraent s h a l l schedule 

a raeeting w i t h the Union t o review the s e l e c t i o n 

process, i n c l u d i n g the reasons f o r s e l e c t i o n and 

r e j e c t i o n of bidders. This raeeting s h a l l include a 

review and discussion of docuraents used i n the h i r i n g 

process i n c l u d i n g docuraents such as the r e f e r r a l l i s t , 

eraployraent decision forra, h i r i n g inforraation suraraary, 

and h i r i n g c r i t e r i a r a t i n g form. I f requested, the 

Eraployer w i l l f u r n i s h copies of such docuraents t o the 

Union. Bidders who are not selected s h a l l be so 

n o t i f i e d by the Department Head i n c l u d i n g reason f o r 

non-selection. A successful bidder may not b i d f o r 

another permanent vacancy f o r s i x months from t h e i r 

date of appoin-tment ene—year unless l a i d o f f or buraped 

w i t h i n t h a t s i x months year. 
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P r i o r t o h i r i n g a non-eraployee a p p l i c a n t , the Eraployer 

s h a l l honor the l a y o f f and r e c a l l p r o visions of 

Section 13.5, the t r a n s f e r p r o v i s i o n of Section 15.2 

(A) and the r e c a l l and reinstatement p r o v i s i o n s of 

Sections 15.2 (B) and (C) . I n the event a non-

eraployee applicant i s selected over an eraployee 

bidder, any dispute a r i s i n g under t h i s Section 

regarding the s e l e c t i o n s h a l l be subraitted t o 

expedited a r b i t r a t i o n . The p a r t i e s s h a l l proraptly 

raeet f o r the purpose of s e l e c t i n g an a r b i t r a t o r . The 

a r b i t r a t o r s h a l l subrait h i s w r i t t e n decision t o the 

Eraployer and the Union w i t h i n t h i r t y (30) days 

f o l l o w i n g his/her appointraent. The a r b i t r a t o r ' s 

decision s h a l l be f i n a l and binding on the p a r t i e s and 

i n accordance w i t h the p r o v i s i o n s of Section 4.3 of 

t h i s Agreeraent. 

During the bidding and/or s e l e c t i o n process set f o r t h 

i n t h i s A r t i c l e the Eraployer raay tera p o r a r i l y f i l l said 

perraanent vacancy consistent w i t h the p r o v i s i o n s of 

t h i s Agreeraent, i n c l u d i n g such as d e t a i l i n g and a c t i n g 

up. 

The successful bidder f o r any jobs under t h i s Section 

s h a l l have an e v a l u a t i o n period, not t o exceed s i x t y 

(60) days, t o deraonstrate t h a t he or she can perforra 

the job. I f the Eraployer has j u s t cause based upon 

the employees job performance at any tirae during t h a t 

period t h a t the successful bidder cannot perform the 
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job, then the successful bidder s h a l l be returned to 

the job he/she held j u s t p r i o r to the awarding of the 

bi d , d i s p l a c i n g , i f necessary, any eraployee who has 

been placed i n t o said job. 

When an eraployee i s deeraed t o have su c c e s s f u l l y f i l l e d 

a vacancy and i s r e c l a s s i f i e d t o another p o s i t i o n at a 

higher r a t e of pay or i n a higher pay grade, such 

eraployee s h a l l receive the higher r a t e of pay or a pay 

increase of one step, or the entrance r a t e f o r the new 

p o s i t i o n , whichever i s a p p l i c a b l e . 

Notwithstanding any p r o v i s i o n of t h i s Section 15.2D t o 

the contrary, the Employer may, where i t deeras 

appropriate, post b i d announcements during the f o u r -

month period p r i o r t o January 1 i n any calendar year, 

f o r c e r t a i n jobs w i t h i n a department which the 

Eraployer raay seek t o f i l l at any tirae a f t e r January 1 

of t h a t calendar year, without any f u r t h e r b i d 

postings f o r those jobs during t h a t calendar year. A 

copy of the posting s h a l l be provided t o the Union no 

l a t e r than fourteen (14) days p r i o r t o the posting 

date. Eraployees s h a l l have t h i r t y (30) days from the 

date of the posting t o submit bids. Before f i l l i n g 

any vacancies pursuant t o such a posting, the Eraployer 

w i l l provide the Union w i t h a copy of the Eraployer's 

l i s t of a l l i n d i v i d u a l s who subraitted bids pursuant t o 

the p osting. Said l i s t w i l l r e f l e c t the Eraployer's 

scoring of those i n d i v i d u a l s w i t h respect t o t h e i r 
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r e l a t i v e q u a l i f i c a t i o n s f o r the job, and the order i n 

which the Employer intends t o grant bidders preference 

f o r any a v a i l a b l e declared vacancies , f o r the posted 

jobs i n t h a t calendar year. The l i s t w i l l be 

completed by no l a t e r than February 1 of t h a t calendar 

year, unless otherwise agreed by the p a r t i e s , and w i l l 

be provided to the Union at the time i t i s f i n a l i z e d 

by the Eraployer. Upon request by the Union, the 

Eraployer w i l l raeet and discuss i t s ranking of bidders 

w i t h the Union. Nothing i n t h i s paragraph s h a l l 

preclude the Eraployer frora d e c l i n i n g t o o f f e r any 

a v a i l a b l e p o s i t i o n t o a bidder i f the bidder has 

f a i l e d t o s a t i s f y the Eraployer's proraotional c r i t e r i a 

g u i d e l i n e s , or i f the Employer deterraines t h a t the 

bidder w i l l be unavailable due t o leave of absence or 

other reason, or t h a t the bidder i s otherwise no 

longer q u a l i f i e d f o r the a v a i l a b l e p o s i t i o n . The 

Employer w i l l n o t i f y the Union at the tirae i t raakes 

any promotion from the l i s t i n rank order. I n the 

event the Employer intends to raake a proraotion frora 

the l i s t out of rank order, i t w i l l provide the Union 

at l e a s t ten (10) calendar days' n o t i c e , and w i l l raeet 

and discuss the matter upon request by the Union. I n 

the event t h a t the Employer intends t o f i l l a job 

pursuant t o the posting and there are no remaining 

q u a l i f i e d bidders on the o r i g i n a l l i s t , the Eraployer 

w i l l post a new b i d announceraent p r i o r t o f i l l i n g the 
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position.- Nothing i n t h i s paragraph s h a l l preclude 

the Union from g r i e v i n g the C i t y ' s f i l l i n g of any 

vacancy. 

Section 15.3 Acting i n a Higher-Rated Job 

A. Where a group of eraployees are t r a n s f e r r e d from a job 

i n one Departraent, Bureau or D i s t r i c t t o a job i n another 

Department, Bureau or D i s t r i c t f o r one day or raore, and said 

employees are d i r e c t e d to and do perform, or are held 

accountable f o r , s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of the job, and the job i s higher-rated, said 

eraployees s h a l l be paid the higher r a t e f o r a l l such .tirae from 

the f i r s t day of the- assignraent. For exaraple, eraployees i n 

Forestry or Asphalt are d i r e c t e d by the Eraployer t o be 

S a n i t a t i o n Laborers. Such t r a n s f e r s s h a l l not occur on raore 

than f i v e work days i n succession, nor on raore than f i v e work 

days i n any raonth, when employees are l a i d o f f frora the 

department t o which the t r a n s f e r occurs and are q u a l i f i e d f o r 

the assignraents. 

B. An employee who i s d i r e c t e d t o and does perforra, or 

who i s held accountable f o r , s u b s t a n t i a l l y a l l of the duties and 

r e s p o n s i b i l i t i e s of a h i g h e r - r a t e d job i n any Laborers' 

Bargaining Unit f o r one day or more s h a l l be paid at the higher 

rate f o r a l l such time frora the f i r s t day of the assignraent. 

Past p r a c t i c e s as t o car allowances s h a l l continue f o r the terra 

of t h i s Agreeraent. The Eraployer w i l l e q u i t a b l y r o t a t e such 

assignments on the basis of s e n i o r i t y among the eraployees at the 
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work l o c a t i o n who have the then present a b i l i t y t o do the job 

without f u r t h e r t r a i n i n g . 

Eraployees paid f o r a c t i n g i n a h i g h e r - r a t e d job s h a l l be 

paid as i f they had been promoted t o the h i g h e r - r a t e d job. 

The time l i m i t s f o r a c t i n g i n t o higher r a t e d jobs s h a l l not 

exceed one hundred e i g h t y (180) days, except where a r e g u l a r 

incumbent i s on leave of absence, i n which case the time l i m i t 

f o r a c t i n g i n t o such p o s i t i o n may not exceed one (1) year, and 

no i n d i v i d u a l employee can a c t up i n t o t h a t p o s i t i o n f o r more 

than n i n e t y (90) days. The time l i m i t s may be extended by mutual 

agreement of the p a r t i e s . I f the one hundred e i g h t y (180) day-

l i m i t i s extended t o one ( l ) y e a r due t o a r e g u l a r incvimbent on 

leave of absence or by mutual agreement of the p a r t i e s , 

i n d i v i d u a l employees s h a l l not act in-to higher r a t e d jobs f o r 

more than n i n e t y (90) days per employee. ¥ h e — t i m e — l i r a i t s — f e r ^ 

s u c h — i n d i v i d u a l — a s s i g n r a e n t s — b e — h i g h e r — r a t e d — j obo—shall—be— 9 0 -

days,—except—where—a—regular—incurabent—i-s—en—leave—ef—absence, 

irn—which—case—irb—shall—be—6—raonths . T h e — t i r a o — l i m i t s —m a y — b e 

extended by mutual—agreeraent—of the p a r t i e s . 

The Eraployer s h a l l not r o t a t e eraployees i n order t o 

circuravent the payraent p r o v i s i o n of t h i s s e c t ion. 

I f the Eraployer continues to require the perforraance of the 

duties of the higher-rated job beyond the tirae l-iraits herein, 

the Eraployer s h a l l post and f i l l the job as a perraanent vacancy 

under t h i s Agreeraent. I f the eraployee who has been paid f o r 

a c t i n g i n a higher-rated job also i s the successful bidder when 
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the job i s posted as a perraanent vacancy, where ap p l i c a b l e the 

said eraployee's s e n i o r i t y date f o r purposes of l o n g e v i t y pay 

increases s h a l l be the date the eraployee i n i t i a l l y was paid f o r 

a c t i n g i n the higher - r a t e d job, provided the eraployee had 

continued t o perforra i n the higher - r a t e d job without 

i n t e r r u p t i o n . 

Section 15.4 Acting i n a Lower-Rated Job 

Any eraployee who works in a lower-paid c l a s s i f i c a t i o n 

teraporarily s h a l l be paid his/her regular rate. 

Section 15.5 Detailing 

D e t a i l i n g i s the teraporary t r a n s f e r of an eraployee t o a 

work assignraent w i t h i n his/her job c l a s s i f i c a t i o n geographically 

reraoved frora the eraployee's norraal work s i t e . 

I n d i v i d u a l Eraployees s h a l l not be d e t a i l e d f o r raore than 10 

days unless the Eraployer gives n o t i c e t o the Union of i t s need 

t o do so and confers w i t h the Union upon request. I n any event, 

no such assignraent may extend beyond 60 days or up t o 90 days i n 

an eraergency without the agreeraent of the p a r t i e s and such 

assignraents are subject to the volunteer and r o t a t i o n 

requireraents, below, of t h i s Section. 

The Employer s h a l l n o t i f y the employees i n advance of the 

requireraents f o r said d e t a i l i n g and s h a l l seek volunteers among 

' the eraployees who have the then present a b i l i t y to perforra the 

work required without f u r t h e r t r a i n i n g . I f there are raore 
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volunteers than there are assignraents, s e l e c t i o n s s h a l l be raade 

on the basis of .seniority. I f there are i n s u f f i c i e n t 

volunteers, the Eraployer s h a l l assign the d e t a i l i n g by inverse 

s e n i o r i t y , s t a r t i n g w i t h the l e a s t senior f i r s t , and t o r o t a t e 

such assignraents w i t h i n each calendar year. The eraployee's 

supervisor raay, w i t h i n his/her d i s c r e t i o n , accept an eraployee's 

r e f u s a l t o be d e t a i l e d , provided t h a t such acceptance s h a l l not 

be unreasonably denied. 

T h i r t y days' advance noti c e of d e t a i l i n g s h a l l be given t o 

the Union and the eraployees i f the need to d e t a i l i s known; 

otherwise, as soon as reasonably possible. 

Each Departraent s h a l l maintain and post detailing rotation 

l i s t s , which s h a l l be made available to the Union upon request. 

Section 15.6 Balancing the Workforce and Reassignment Procedure 

The Eraployer's raoveraent of eraployees frora one l o c a t i o n , 

s h i f t , or day o f f schedule t o another s h a l l not be subject t o 

the p r o visions of Sections 15.1 and 15.2 i f there i s not a net 

increase i n the nuraber of eraployees i n the a f f e c t e d 

c l a s s i f i c a t i o n (s) i n the a f f e c t e d l o c a t i o n s , s h i f t s , or day o f f 

schedule. 

I f the Employer intends t o reduce the nuraber of eraployees 

i n a job c l a s s i f i c a t i o n at a l o c a t i o n , s h i f t , or day o f f 

schedule and reassign thera to another l o c a t i o n , s h i f t , or day 

o f f schedule, the Eraployer s h a l l seek volunteers araong the 

eraployees i n the a f f e c t e d job c l a s s i f i c a t i o n , provided t h a t the 
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volunteers have the then present a b i l i t y t o perforra the work 

required without f u r t h e r t r a i n i n g . 

I f there are raore 'volunteers than there are assignraents, 

such reassignraents s h a l l be raade on the basis of s e n i o r i t y . I f 

there are i n s u f f i c i e n t volunteers a v a i l a b l e , the Eraployer s h a l l 

reassign eraployees using reverse s e n i o r i t y , provided t h a t the 

employees have the then present a b i l i t y t o perform the required 

work. 

An employee being reassigned under t h i s p r o v i s i o n raay f i l e 

a t r a n s f e r request under Section 15.2(A) t o r e t u r n t o his/her 

o r i g i n a l l o c a t i o n , s h i f t , or day o f f schedule. Said request, 

which raust be raade w i t h i n s i x t y (60) days of reassignraent, s h a l l 

be v a l i d f o r a period of twelve (12) months a f t e r date of 

reassignment, and s h a l l have preference over " a l l other t r a n s f e r 

requests f o r the o r i g i n a l l o c a t i o n , s h i f t , or day o f f schedule. 

Within t h i r t y (30) calendar days of a reassignment, the Union 

s h a l l be n o t i f i e d of the name of any employee who i s being 

reassigned, the e f f e c t i v e date of the reassignment, and the 

l o c a t i o n , s h i f t , and day o f f schedule from and to which the 

eraployee i s being reassigned. 

ARTICLE 16 
TOOLS AND EQUIPMENT 

A l l t o o l s and equipment determined by the Eraployer t o be 

used on the job s h a l l be supplied, raaintained anci replaced by 

the Eraployer, except as to any said t o o l s and equipraent supplied 

by eraployees as of the date of the execution of t h i s Agreeraent. 
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Coraraencing January 1, 1989, the Eraployer agrees t o provide 

to S a n i t a t i o n Laborers the f o l l o w i n g iteras of apparel: 

One (1) p a i r s t e e l toed boots or shoes once a year. 

One (1) r a i n poncho once a year. 

Two (2) p a i r of gloves each year. 

One (1) safety vest once a year, as needed. 

E f f e c t i v e January—h-,—1993 January 1 2018, the Eraployer w i l l 

reiraburse a f i othor raerabers of the bargaining u n i t $75.00 

$100.00 per year toward the cost of s t e e l - t o e s shoes or boots i f 

the employer requires the employee t o wear such shoes, and i f 

the employee presentshey—present a r e c e i p t showing the purchase 

of such equipraent. Upon rautual agreeraent of the p a r t i e s , the 

Eraployer raay i n s t i t u t e a coraraissary f o r the purchase of s t e e l -

toed shoes or boots i n l i e u of the $100.00 $75.00 payraent. 

Safety vests w i l l be provided once a year t o a d d i t i o n a l 

raerabers of the bargaining u n i t as needed f o r safety purposes. 

Such t i t l e s s h a l l be deterrained by the Safety Coraraittee, 

( A r t i c l e 17) . 
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ARTICLE 17 
HEALTH AND SAFETY 

Section 17.1 Safety 

(a) The Eraployer s h a l l provide a safe and h e a l t h f u l working 

environraent f o r eraployees covered by t h i s agreeraent i n c l u d i n g i n 

accordance w i t h a p p l i c a b l e f e d e r a l and s t a t e occupational safety 

and health laws, and s h a l l raaintain i n good and safe working 

c o n d i t i o n a l l equipment necessary f o r the safe and proper 

performance of the job. 

(b) In furtherance of those e f f o r t s , .a j o i n t s a f ety 

comraittee s h a l l be established which s h a l l be coraposed of s i x 

(6) representatives of the Union C o a l i t i o n and s i x (6) 

representatives of the Eraployer. The purpose of the coraraittee 

s h a l l be. to discuss, examine and t o make recoraraendations 

concerning occupational s a f e t y and health issues a f f e c t i n g 

eraployees. A l l recoraraendations of the coraraittee w i t h respect t o 

safety and health issues s h a l l be submitted i n w r i t i n g ' t o the 

appropriate Department Head w i t h a copy t o the Union and the 

Dir e c t o r of Labor Relations. The Departraent Head s h a l l proraptly 

issue a w r i t t e n response t o the comraittee as t o the Departraent's 

views regarding the coraraittee's recoraraendations. 

The p a r t i e s raay decide, frora time t o time, t o r e f e r c e r t a i n 

safety issues and concerns t o the personnel of the a f f e c t e d 

Department(s) responsible f o r safety raatters and Union 

representatives of the a f f e c t e d eraployee(s). The Departraent 

safety personnel w i l l meet and confer w i t h a representative of 

the a f f e c t e d Union about such issues and report back to the 

Comraittee on any decisions or recoraraendations concerning thera. 
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(c) The j o i n t safety coraraittee s h a l l meet at l e a s t once a 

raonth, or otherwise by mutual agreeraent. 

(d) The p a r t i e s agree and understand t h a t i f an eraployee i s 

faced w i t h an unsafe working c o n d i t i o n , the eraployee i s required 

to perforra the task i n question unless the eraployee's 

perforraance of an assigned task presents the strong l i k e l i h o o d 

of s u b j e c t i n g the eraployee t o irarainent danger of death or 

serious i n j u r y . . I f the employee, w i t h no reasonable 

a l t e r n a t i v e , refuses i n good f a i t h t o perforra t h a t task and 

expose hiraself t o t h a t dangerous c o n d i t i o n , the eraployee w i l l 

not be subject t o d i s c i p l i n e . I n order t o avoid d i s c i p l i n e 

under t h i s paragraph, the c o n d i t i o n raust be of such a nature 

t h a t a reasonable person, under the circurastances, would 

conclude t h a t there i s a r e a l , s u b s t a n t i a l , and irarainent danger 

of death or serious i n j u r y . In a d d i t i o n , the eraployee raust also 

have sought frora the Eraployer, and have been unable t o ob t a i n , 

c o r r e c t i o n of the s i t u a t i o n before r e f u s i n g to perforra the task 

i n question. 

Section 17.2 Safety Committee ; 

A j o i n t safety coraraittee s h a l l be appointed w i t h an equal 

nuraber of Union and Eraployer representatives (no raore than 5 

each) . The purpose of the Comraittee w i l l be t o discuss work 

standard or o p e r a t i o n a l safety issues and t o raake 

recoraraendations f o r iraproveraents i t raay deera appropriate, except 

f o r the Bureau of S a n i t a t i o n where such issues are addressed i n 

A r t i c l e 18 of t h i s Agreement. The Committee s h a l l meet once 

each raonth, . or otherwise, by rautual agreeraent. Forraal 
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recoraraendations of the Coraraittee s h a l l be subraitted i n w r i t i n g 

t o the appropriate Departraent Head w i t h a copy t o the Union and 

the D i r e c t o r of Labor Relations. 

The Departraent Head s h a l l promptly issue a report t o the 

Committee as t o the Department's views regarding the Coraraittee's 

recoraraendations. Grievances regarding the reasonableness of any 

workload standard which the Union (s) believes w i l l jeopardize 

the safety of t h e i r raerabers raay be i n i t i a t e d at the Departraent 

Head step of the grievance procedure. The .parties s h a l l raeet 

w i t h i n 10 working days of r e c e i p t of the grievance by the 

Departraent Head t o atterapt t o resolve the issues. I f the issue 

i s not resolved the grievance may be subraitted t o a r b i t r a t i o n . 

Section 17.3 Fitness for Duty 

I f the Employer observes and has reasonable cause to 

believe the employee has a medical condition or s i g n i f i c a n t 

limitation that prevents the employee from being able to perform 

the e s s e n t i a l duties of the position, an employee may be sent 

for a Fitness for Duty examination at the Employer's sole 

expense. 

I f the examination r e s u l t s in a determination that the 

employee i s u n f i t for duty and the employee's physician 

c e r t i f i e d that the employee i s f i t for duty, the employee may 

e l e c t or Employer may require the employee, et the Employer's 

sole expense, to be subject an independent medical examination 

("IME") to determine i f the employee i s f i t for duty. The Union 
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s h a l l s e l e c t an examining independent physician who w i l l conduct 

the IME from a l i s t of at l e a s t three physicians with the 

appropriate medical specialty who have successfully completed 

the City's procurement process and are on a l i s t of approved 

vendors. The determination of the independent physician and the 

IME s h a l l be f i n a l and binding. The Employee s h a l l execute a l l 

HIPAA waivers and other forms necessary i n order to permit 

access to a l l medical records related to his/her condition, and 

the City s h a l l agree to secure and maintain the confidential 

nature of a l l medical records obtained through the process. 

ARTICLE 18 
WORKLOADS 

Section 18.1 SWLMC 

The Employer and Local 1001 agree to establish a joint 

Sanitation Workloads Labor-Manageraent Coraraittee (SWLMC) to 

review Union and eraployee safety concerns in refuse collection. 

The SWLMC w i l l also serve as the i n i t i a l reviewing body for 

workload and safety grievances f i l e d in accordance with the 

expedited grievance and arbitration provisions of this A r t i c l e 

and i s erapowered to raake recoramendations for resolution of such 

grievances to the Employer representative charged with rendering 

a decision at the discussion step of the expedited grievance and 

arbitration process described below. 

Section 18.2 Procedures 

The SWLMC w i l l consist of s i x raerabers. Upon e.xecution of 

t h i s Agreeraent the Eraployer w i l l designate three raerabers and the 
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Local Union w i l l designate three raerabers. The Coraraittee w i l l 

s e lect a chairperson frora araong i t s . raerabers at each raeeting. 

The chair of the Coraraittee raeetings w i l l be a l t e r n a t e d at each 

raeeting. Forraal recoraraendations of the committee s h a l l be 

submitted i n w r i t i n g t o the comraissioner of Streets and 

S a n i t a t i o n w i t h a copy t o the Union and the D i r e c t o r of Labor 

Relations 

The commissioner s h a l l promptly issue a r e p o r t t o the 

Comraittee responding d i r e c t l y and f u l l y as t o the Department's 

views regarding the Comraittee's recoraraendations. 

The coraraittee w i l l raeet at the c a l l of either the Union or 

the eraployer raerabers at tiraes rautually agreeable to both parties 

but, in any event, such raeetings w i l l be held at least four 

tiraes during each calendar year. 

Section 18.3 Review of Standards 

The SWLMC w i l l review any standards as raay c u r r e n t l y be 

used or raay be forraulated by the Eraployer f o r refuse c o l l e c t i o n 

to determine i f such standards are safe. -Also, any change i n 

the mode of refuse c o l l e c t i o n as t o routes, crew size, 

c o l l e c t i o n raethods and equipraent design w i l l be reviewed by the 

Coraraittee t o deterraine the irapact of such changes on safety. 

S i r a i l a r l y , any standards as raay be forraulated f o r refuse 

c o l l e c t i o n r e s u l t i n g frora the i n t r o d u c t i o n or expanded use - of 

t e c h n o l o g i c a l l y advanced equipraent w i l l be reviewed by the 

Coraraittee t o deterraine the irapact of such changes on safety. 

The Coraraittee w i l l corapile a w r i t t e n report on any 

i n v e s t i g a t i o n - of workloads - which i t undertakes, i n c l u d i n g 
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recoraraendations for adjustraents in operations necessary to 

effectuate a safe refuse collection prograra. The Eraployer w i l l 

respond to the coraraittee's report in writing, indicating 

acceptance of the Coraraittee's recoraraendations or reasons for not 

accepting those recoramendations. 

Section 18.4 Data Requests 

The Eraployer w i l l cooperate w i t h the SWLMC, by responding 

to reasonable data requests from any par t y on the SWLMC wi t h 

regard t o eraployee safety concerns i n - refuse c o l l e c t i o n . 

Reasonable requests f o r data s h a l l include, but are not l i m i t e d 

t o , the f o l l o w i n g : 

1. A c c i d e n t / I n j u r y Reports 

2. Tonnage Work Sheets 
3. Safety T r a i n i n g Reports 
4. Overtime Reports 
5. Safety Rules 
6. Crew Sheets 
7. Routing Work Sheets 
8. L i v i n g Unit Surveys 
9. Recap Sheets 
10. Mode of Refuse c o l l e c t i o n Status Reports 
11. Guidelines f o r Refuse C o l l e c t i o n r o u t i n g 

12. Ward Maps/Routing Schedules 

Section 18.5 Advance Notice 

The Union w i l l receive t h i r t y (30) days advance notice of 

the implementation of any workload standard related to the 

collection of refuse and the Eraployer s h a l l not irapleraent said 

standard during th i s 30 day period. 

Section 18.6 Expedited Grievances 

The reasonableness of any workload standard which the Union 

believes w i l l jeopardize the health and safety of eraployees i n 
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the Departraent of Streets and S a n i t a t i o n raay be grieved through 

the expedited grievance and a r b i t r a t i o n procedure described i n 

t h i s A r t i c l e . 

Section 18.7 Expedited Arbitration 

The Union raay u t i l i z e the expedited grievance and 

a r b i t r a t i o n procedures of t h i s A r t i c l e t o process any grievance 

a r i s i n g as a r e s u l t of the iraposition of workload standards i n 

the Departraent of Streets and S a n i t a t i o n . 

Section 18.8 Expedited Procedure 

An expedited grievance and a r b i t r a t i o n procedure i s hereby 

established to deal w i t h grievances steraming frora the ira p o s i t i o n 

of workload standards i n the Departraent of Streets and 

S a n i t a t i o n . Such grievances w i l l be presented i n i t i a l l y t o the 

SWLMC which w i l l i n v e s t i g a t e the grievance and present • i t s 

' f i n d i n g s and recoramendations t o the Eraployer and the Union 

w i t h i n f i v e (5) working days of r e c e i v i n g the grievance, unless 

other tirae l i r a i t s are accepted, by the p a r t i e s . The r e s u l t s of 

the Coraraittee's i n v e s t i g a t i o n w i l l be discussed w i t h i n f i v e (5) 

working days t h e r e a f t e r and the coraraissioner of Streets and 

S a n i t a t i o n or his/her designee w i l l render a w r i t t e n decision 

w i t h i n two (2) working days of said raeeting. I f the issue 

reraains unresolved, the p a r t i e s w i l l iraraediately s e l e c t an 

a r b i t r a t o r i n accordance w i t h the procedure established i n the 

regular grievance and a r b i t r a t i o n process. A r b i t r a t o r s selected 

raust coraraence hearings on the respective grievances w i t h i n the 
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next ten working days. Subject t o the p a r t i e s ' agreeraent t o 

extend raore tirae f o r the c o n s i d e r a t i o n of d i f f i c u l t issues, the 

a r b i t r a t o r w i l l conclude a l l hearings no l a t e r than f i v e working 

days f o l l o w i n g the coramenceraent of such hearing and w i l l render 

a; f i n a l and binding, w r i t t e n decision no l a t e r than ten working 

days f o l l o w i n g the close of such hearing. 

ARTICLE 19 
CAREER ADVANCEMENT 

Section 19.1 Promotions Out of the Bargaining Unit 

Employees who have been proraoted out of the bargaining u n i t 

s h a l l , f o r -b2- 60 months, be permitted t o r e t u r n t o t h e i r forraer 

job c l a s s i f i c a t i o n i n the bargaining u n i t , i n the event of 

l a y o f f , or t e r m i n a t i o n w i t h o u t cause provided the Employer 

determines the job i s vacant or i s occupied by an eraployee w i t h 

less s e n i o r i t y who can be displaced through the exercise of 

s e n i o r i t y r i g h t s i n accordance w i t h the l a y o f f , r e c a l l and 

break-in-service p r o v i s i o n s of t h i s Agreeraent. 

An eraployee who has been proraoted out of the bargaining 

unit s h a l l , within 6 raonths of the date of his/her proraotion, 

have the right to return to the bargaining unit i f the Eraployer 

deterraines the job i s vacant, or i f the job i s not vacant, the 

said eraployee s h a l l be placed on a reinstatement l i s t . 

Section 19.2 Training 

The Eraployer s h a l l raake a v a i l a b l e to eraployees i t s on-the-

job or other t r a i n i n g prograras, except manageraent t r a i n i n g , i n 

accordance w i t h the Eraployer's r u l e s , t o the sarae extent as such 

t r a i n i n g i s a v a i l a b l e to other eraployees. I f there are raore 

138 
356590.1 



applicants f o r t r a i n i n g than there are places a v a i l a b l e , 

eraployees s h a l l be chosen on a s e n i o r i t y basis. Such t r a i n i n g 

prograras raay be t o higher l e v e l p o s i t i o n s i n the eraployee's 

Bureau or Departraent or raay be outside of the bargaining u n i t . 

ARTICLE 20 
SUB-CONTRACTING 

Section 20.1 Subcommittee 

(a) Within 10 days of -rat i f i c a t i o n of t h i s Agreeraent, the 

Eraployer and the Union s h a l l e s t a b l i s h a perraanent subcoraraittee 

on subcontracting. The subcoraraittee s h a l l raeet frora tirae t o 

tirae, or at the request of e i t h e r the Union or Eraployer raerabers 

of the Coraraittee, t o exaraine a l l p o t e n t i a l subcontracting 

s i t u a t i o n s t o deterraine how such work could a l t e r n a t i v e l y be, or 

continue t o be, perforraed by the Employer except i n emergency 

s i t u a t i o n s . 

(b) I t i s the p o l i c y of the Employer t o invo l v e the Union 

i n an e a r l y and t i m e l y raanner i n the Employer's decision-making 

process concerning p o t e n t i a l subcontracting i n order f o r the 

Union to provide i t s views as t o the d e s i r a b i l i t y and 

f e a s i b i l i t y of proposed subcontracting, and t o suggest 

a l t e r n a t i v e s t o the Employer. Therefore, during the Eraployer's 

process of considering whether t o subcontract a p a r t i c u l a r 

operation, but before the Eraployer gives Public Notice to 

outside contractors t o submit bids, the Union s h a l l be informed 

and the subcoraraittee provided f o r i n Section 20.1(a) above s h a l l 

raeet. At such raeeting(s), the Union s h a l l be informed as t o the 

reasons why subcontracting i s being conteraplated, the nature and 

extent of the work to be done, any possible impact on the 
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bargaining u n i t , and other i n f o r m a t i o n p e r t i n e n t t o the 

consideration of the proposed subcontracting. 

(c) Should the Eraployer deterraine, f o l l o w i n g the 

raeeting (s) of the subcoraraittee, t o seek bids from p o t e n t i a l 

outside contractors or t o otherwise pursue subcontracting, the 

Eraployer s h a l l so advise the Union at a raeeting of the 

subcoraraittee. Thereafter, the Employer merabers of the 

subcommittee w i l l work coop e r a t i v e l y w i t h the Union so t h a t the 

Union may submit proposals as provided i n Sections 20.2 and 

20. 3. 

(d) The subcoraraittee s h a l l raeet at l e a s t q u a r t e r l y or raore 

f r e q u e n t l y as the need s h a l l a r i s e , upon the reasonable request 

of e i t h e r p a r t y . The Eraployer s h a l l be represented at the 

raeeting by knowledgeable o p e r a t i o n s - l e v e l raanageraent personnel 

frora a Departraent, as w e l l as by Departraent personnel having 

labor r e l a t i o n s and budget a u t h o r i t y . 

(e) The subcoraraittee also s h a l l have the r i g h t t o review 

subcontracting by the Eraployer of u n i t work during the previous 

quarter, as w e l l as such subcontracting which i s planned f o r the 

f o l l o w i n g quarter. The subcoraraittee s h a l l act i n an inforraation 

and advisory r o l e , and s h a l l have reasonable access t o relevant 

inforraation p e r t a i n i n g t o subcontracting issues covered by t h i s 

Section. This may include inforraation i n the Eraployer's 

possession concerning the c o n t r a c t o r ' s compliance w i t h any 

p r e v a i l i n g 'wage requireraents, as w e l l as inforraation p e r t a i n i n g 

to the contractor's performance of work under i t s subcontract 

w i t h the Employer. 
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Section 20.2 Prevailing Rate Jobs 

(a) As t o p r e v a i l i n g r a t e jobs covered by t h i s Agreement, 

the Employer w i l l -atterapt t o have eraployees perforra bargaining 

u n i t work where p r a c t i c a b l e . Bid s p e c i f i c a t i o n s or guidelines 

which w i l l be used by or required frora c o n t r a c t o r s w i l l be 

provided t o the Union at the sarae tirae as raade p u b l i c or 

conveyed t o p o t e n t i a l c o n t r a c t o r s , i n c l u d i n g a d e s c r i p t i o n of 

the work t o be perforraed, any known irapact upon bargaining u n i t 

employees, and other p e r t i n e n t data necessary f o r the Union t o 

submit proposals under t h i s A r t i c l e . This s h a l l include, upon 

request of the Union, s p e c i f i c cost i n f o r m a t i o n or analyses or 

coraparisons prepared by or i n the possession of the Eraployer 

concerning labor, m a t e r i a l s , equipment or other costs involved 

i n the p o t e n t i a l subcontracting. Any other i n f o r r a a t i o n u t i l i z e d 

by the Employer i n deterraining whether t o subcontract, or t o 

which bidder t o award a c o n t r a c t , w i l l be made a v a i l a b l e t o the 

Union upon request. The Eraployer w i i l not deny a request by' the 

Union f o r a s p e c i f i c document under t h i s Section s o l e l y f o r the 

reason t h a t the Employer d i d not r e l y on i t i n the decision t o 

subcontract the p a r t i c u l a r work i n question. 

(b) The Employer w i l l provide the Union w i t h the proposed 

awardee's proposal. Within ten (10) working days of r e c e i p t 

thereof, the Union w i l l provide the Employer w i t h any proposal 

i t intends to make. Within ten (10) working days t h e r e a f t e r , 

the subcoraraittee w i l l raeet, review the proposals of the Union 

and corapare such proposals to any b i d or proposal being 

considered f o r acceptance i n order t o comply w i t h t h i s A r t i c l e . 
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The Employer's decision s h a l l be communicated t o the Union and 

s h a l l not be unreasonably delayed by t h i s process. 

(c) Nothing s h a l l prevent the p a r t i e s at any time up u n t i l 

acceptance of the outside c o n t r a c t o r ' s b i d frora agreeing t h a t 

the b i d request be withdrawn and the work be perforraed by the 

Eraployer's eraployees. 

(d) As t o p r e v a i l i n g r a t e jobs covered by t h i s Agreeraent, 

the Eraployer s h a l l not contract or subcontract out bargaining 

u n i t work t o any person, c o n t r a c t o r or Employer who i s not i n 

corapliance w i t h the area standards established under and 

pursuant to the formula used by the United States Departraent of 

Labor i n adrainistering the Davis-Bacon Act. Notice of any such 

c o n t r a c t i n g or subcontracting s h a l l be given t o the Union at 

l e a s t 30 days p r i o r t o i t s e f f e c t i v e date. The n o t i c e s h a l l be 

i n w r i t i n g and s h a l l contain the narae and address of the p a r t y 

who w i l l perforra the work, a d e s c r i p t i o n of the work t o be 

perforraed and any other relevant data t o enable the Union t o 

deterraine corapliance w i t h t h i s Section. I n the event such p a r t y 

i s deterrained not to be i n corapliance w i t h the said area 

standards, the Eraployer s h a l l w i t h h old payouts and s h a l l not 

contract or subcontract f u r t h e r w i t h any such p a r t y u n t i l the 

Union and the E'raployer receive a w r i t t e n and enforceable 

assurance of corapliance. 

Section 20.3 Non-Prevailing Rate Jobs 

As to non-prevailing r a t e jobs, the Eraployer w i l l attempt 

tcj 'have employees perforra bargaining u n i t work -where 

p r a c t i c a b l e ; however, the Eraployer reserves the r i g h t to 
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contract out work f o r reasons of e f f i c i e n c y or econoray. Bid 

s p e c i f i c a t i o n s f o r guidelines which w i l l be used by or required 

frora c o n t ractors w i l l be provided t o the Union at the same tirae 

as made p u b l i c or conveyed t o p o t e n t i a l c o n t r a c t o r s i n c l u d i n g a 

d e s c r i p t i o n of the work t o be performed, any known irapact upon 

bargaining u n i t eraployees and other r e l e v a n t data necessary f o r 

the Union to subrait proposal under the A r t i c l e . The C i t y w i l l 

provide the Union w i t h the proposed awardee's proposal. Within 

10 working days of r e c e i p t thereof, the Union w i l l provide the 

Ci t y w i t h any proposal. Within 10 working days t h e r e a f t e r , the 

coraraittee established under Section 20.1 w i l l meet, review the 

proposals of the Union and corapare such proposals t o any b i d or 

proposal being considered f o r acceptance i n order t o comply w i t h 

Section 20.1. The City's decision s h a l l be coraraunicated t o the 

Union and s h a l l not be unreasonably delayed by t h i s process. 

A l l subcontracting of work covered by t h i s Section 20.3 s h a l l 

conform t o the requirements of Section 20.1 and 20.2 above. 
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Section 20.4 Layoff of Employees 

In the event t h a t the Eraployer deterraines t o subcontract 

u n i t work under t h i s Agreeraent, and as a r e s u l t bargaining u n i t 

eraployees would be l a i d o f f by the proposed subcontracting, the 

Eraployer s h a l l raake a v a i l a b l e , on a s e n i o r i t y basis, equal-rated 

perraanent jobs the Employer has declared t o be vacant i n the 

a f f e c t e d Department, or other departments, as the case may be, 

i n that order, provided the l a i d o f f employees have the. then 

present a b i l i t y t o perform the required work without further-

t r a i n i n g . However, the employee s h a l l be provided w i t h a 

reasonable amount of o r i e n t a t i o n t o allow hira or her t o perforra 

the work. 

Pr i o r to sub-contracting of bargaining u n i t work, the 

Eraployer, the Union, and the proposed sub-contractor s h a l l raeet 

to discuss the eraployraent of eraployees subject t o l a y o f f . 

During t h a t raeeting, the Eraployer w i l l request and urge t h a t the 

sub-contractor h i r e l a i d o f f eraployees. 

I f eraployees are perraanently terrainated as a r e s u l t of 

subcontracting, the Eraployer s h a l l , upon w r i t t e n request frora 

the Union, negotiate w i t h the Union as t o the e f f e c t s of said 

subcontracting on suc:h terrainated eraployees w i t h i n the raeaning 

of the I l l i n o i s Public Labor Relations Act. Any eraployee l a i d 

o f f as a r e s u l t of subcontracting s h a l l also have the sarae 

r i g h t s as provided i n Section 21.4 of t h i s Agreeraent. 
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ARTICLE 21 
TECHNOLOGICAL CHANGE 

Section 21.1 Definitions 

A te c h n o l o g i c a l change i s a change i n equipraent or a change 

i n process or raethod of operation which diminishes the t o t a l 

number of eraployee hours required t o operate a departraent. An 

eraployee whose services s h a l l no longer be required as a r e s u l t 

of such change s h a l l be considered t o be displaced by a 

tec h n o l o g i c a l change. The terra s h a l l not include l a y o f f s caused 

by econoraic cond i t i o n s , v a r i a t i o n s i n service requireraents, or 

any temporary or seasonal i n t e r r u p t i o n of work. 

Section 21.2 Notification of Union 

I n the event of t e c h n o l o g i c a l change the employer agrees t o 

n o t i f y the Union, i f possible, at l e a s t 90 days i n advance of 

i t s i n t e n t i o n s , but i n no case w i l l the Eraployer provide less 

than 30 days' not i c e b f the conteraplated change; such n o t i c e t o 

the Union w i l l be i n w r i t i n g and w i l l include, but not be 

l i r a i t e d t o the f o l l o w i n g i n f o r m a t i o n : 

1. A d e s c r i p t i o n of the nature of the change; 

2. The date on which the Employer proposes t o e f f e c t the 

change; 

3. The appro.xiraate nuraber, type and l o c a t i o n of eraployees 

l i k e l y t o be a f f e c t e d by the change; and 

4 . The e f f e c t s the change may be expected t o have on the 

employee's working conditions and terras of eraployraent. 
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Section 21.3 Meeting with Union 

The Employer, upon request of the Union, s h a l l meet w i t h 

the Union concerning the irapleraentation of any t e c h n o l o g i c a l 

changes. The raeeting s h a l l take place w i t h i n 5 days a f t e r the 

Eraployer receives the Union's request. The Eraployer and the 

Union s h a l l i n good f a i t h atterapt t o mutually resolve any 

employee probleras r e s u l t i n g frora the irapleraentation of said 

t e c h n o l o g i c a l changes, w i t h due regard f o r the needs of the 

Eraployer. 

Section 21.4 Non-Prevailing Rate Jobs 

In the event eraployees are t o be displaced by t e c h n o l o g i c a l 

change, the Employer w i l l consider w i t h i n i t s budgetary and 

manpower needs the f o l l o w i n g courses of a c t i o n : 

1. The Eraployer w i l l f i r s t consider the f e a s i b i l i t y of 

d i s p l a c i n g employees through a t t r i t i o n (e.g., death, v o l u n t a r y 

q u i t s , retirement and discharge f o r cause). 

2. I f the Employer determines a t t r i t i o n does not meet i t s 

needs, said eraployees s h a l l be e n t i t l e d t o exercise t h e i r l a y o f f 

and buraping r i g h t s under t h i s Agreeraent. 

3. Said eraployees who s t i l l raay be displaced, 

notwithstanding said buraping r i g h t s , raay e l e c t to (a) be t r a i n e d 

to perforra the work required by the Eraployer i n the vacant 

p o s i t i o n s created,^ by said t e c h n o l o g i c a l change before the 

Eraployer h i r e s and t r a i n s new eraployees f o r said vacant 

p o s i t i o n s ; or (b) f i l l another p o s i t i o n deterrained by the 

Eraployer to be vacant, subject t o the conditions set f o r t h i n 

Sections 15.1 and 15.2 of t h i s Agreeraent; or (c) be t r a i n e d f o r 
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another p o s i t i o n deterrained by the Eraployer t o be vacant before 

the Eraployer h i r e s and t r a i n s new eraployees f o r said vacant 

p o s i t i o n . 

I f eraployees a f t e r a l l of the above courses of a c t i o n s t i l l 

are displaced, the employees w i l l be placed on a l i s t f o r 

reinstatement and may exercise t h e i r s e n i o r i t y r i g h t s i n 

accordance w i t h and subject t o the r e c a l l and break-in-service 

provisions of t h i s Agreeraent. 

If„ eraployees are perraanently terrainated as a result of 

technological change, the Eraployer s h a l l , upon written request 

from the Union, negotiate with the Union as to the effects of 

said technological change on such terminated employees within 

the meaning of the I l l i n o i s Public Labor Relations Act. 

Section 21.5 Union J u r i s d i c t i o n 

J u r i s d i c t i o n over the new raachinery, equipraent or 

raaterials, or the change i n work raethods or operations a f f e c t i n g 

bargaining u n i t work s h a l l reraain assigned t o the Union. 

ARTICLE 22 
SEPARABILITY 

In the event any provisions of t h i s Agreement s h a l l be or 

become i n v a l i d or unenforceable by reason of any f i n a l and 

binding court decision, as well as any Federal or State Law or 

Local Ordinance now existing or hereinafter enacted, such 

i n v a l i d i t y or unenforceability s h a l l not a f f e c t the remainder of 

the provisions hereof, which s h a l l remain in f u l l force and 

effect. The i n v a l i d or unenforceable provision s h a l l be subject 
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to re-negotiation by the Parties within a reasonable period of 

time. 

if—any—part—of—this—Agreement—ts—determined—feo—be—invalid 

b y — a — C o u r t — o f — L a w , — a i i — o t h o r — p r o v i s i o n s — s h a l l — r e m a i n — i n — f u l l 

force—and—effect;—fehe—Employer—and—Union agree—feo—immediately 

negotiate—a—substitute—for—fehe—invalidated—Article,—Section—er 

portion—thoroof 

ARTICLE 23 
DUES CHECK-OFF AND FAIR SHARE FEE 

Section 23.1 Check-Off 

The Eraployer, upon r e c e i p t of a v a l i d l y executed w r i t t e n 

a u t h o r i z a t i o n card, s h a l l deduct Union dues and i n i t i a t i o n fees 

frora- the p a y r o l l checks of a l l eraployees so a u t h o r i z i n g the 

deduction i n an araount c e r t i f i e d by the Union, and s h a l l rerait 

such deductions on a serai-raonthly basis t o the Union. 

A u t h o r i z a t i o n f o r such deduction s h a l l be i r r e v o c a b l e unless 

revoked by w r i t t e n notice t o the Eraployer and the Union during 

the f i f t e e n (15) day period p r i o r t o the e x p i r a t i o n of t h i s 

Agreeraent. The Union s h a l l inderanify, defend and hold the 

Eraployer harraless against any and a l l clairas, deraands, s u i t s or 

other forras of l i a b i l i t y , i n c l u d i n g daraages, attorney's fees and 

court and other costs, t h a t s h a l l a r i s e out of, or by reason of 

act i o n taken or not taken by the Eraployer f o r the purpose of 

coraplying w i t h Sections 13.1, 13.2, 13.3, and 13.4 of t h i s 

A r t i c l e , or i n r e l i a n c e on any l i s t , n o t i c e , c e r t i f i c a t i o n or 

assignraent furnished under any such p r o v i s i o n s or i n r e l i a n c e 
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upon eraployee p a y r o l l deduction a u t h o r i z a t i o n cards subraitted by 

the Union t o the Eraployer. 

The City and COUPE w i l l create a committee to review and 

explore the f e a s i b i l i t y of using e l e c t r o n i c records and/or 

electronic signatures consistent with state and federal law 

which allows the City and the Union to use electronic 

authorization to v e r i f y union membership and/or authorize 

voluntary deduction of Union dues and fees from wages or 

payments for remittance to the Union. 

The Eraployer s h a l l provide t o the Union w i t h i n t h i r t y (30) 

days narae, address, c l a s s i f i c a t i o n , r a t e of s a l a r y and s t a r t i n g 

date of any new eraployee h i r e d i n t o the Union's bargaining u n i t . 

Section 23.2 F a i r Share 

I t i s f u r t h e r agreed t h a t 30 days a f t e r the l a t e r of the 

execution of t h i s Agreeraent or the eraployee's date of h i r e , the 

Employer s h a l l deduct frora each paycheck of eraployees who are 

not merabers of the Union an amount as c e r t i f i e d by the F i n a n c i a l 

Secretary of the Union and s h a l l remit deductions t o the Union 

at the sarae tirae t h a t the dues check-off i s rer a i t t e d . 

I t i s understood that the araount of deduction frora said 

non-raember bargaining unit employees w i l l not exceed the regular 

raonthly union dues and represents the eraployee's f a i r share cost 

of the c o l l e c t i v e bargaining process, contract adrainistration 

and pursuing raatters affecting wages, hours and other conditions 

of eraployraent. 

Section 23.3 IPLRA 
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Nothing i n t h i s Agreeraent s h a l l be i n c o n s i s t e n t w i t h 

Section 6(g) of the I l l i n o i s Public Labor Relations Act i n 

p r o t e c t i n g the r i g h t of non-association of eraployees based upon 

the bona f i d e r e l i g i o u s tenets or teachings of a Church or other 

r e l i g i o u s body of which such eraployees are raerabers. 

Section 23.4 Maintenance of Membership 

Each employee who on the e f f e c t i v e date of t h i s Agreeraent 

i s a raeraber of the Union, and each eraployee who becoraes a raeraber 

a f t e r t h a t date, s h a l l , as a c o n d i t i o n of eraployraent, raaintain 

his/her merabership i n the Union during the term of t h i s 

Agreeraent. 

A l l employees who are not raerabers of the Union s h a l l be 
r 

required, as a c o n d i t i o n of eraployraent, 30 days a f t e r the l a t e r 

of the execution of t h i s Agreeraent or t h e i r h i r e date, t o pay a 

f a i r share of the cost of the c o l l e c t i v e bargaining process and 

contract a d r a i n i s t r a t i o n and pursuing raatters a f f e c t i n g wages, 

hours and other conditions of eraployraent. 

ARTICLE 24 
WAGES 

Section 24.1 Rates 

The wage/salary rates f o r eraployees covered by t h i s 

Agreeraent s h a l l be set f o r t h i n the Appendices attached hereto 

and raade a part of t h i s Agreeraent. 

Section 4.1 Prevailing Wage Rates 

E f f e c t i v e July 1, 20-9-17, eraployees covered by t h i s 

Agreeraent s h a l l continue to receive the hourly r a t e being paid 
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to crafts or job c l a s s i f i c a t i o n s doing sirailar kinds of work in 

Cook County pursuant to the forraula currently used by the United 

States Departraent of Labor in adrainistering the Davis-Bacon Act 

as currently being paid to said eraployees as set forth in 

Appendix A appended to and raade a part of th i s Agreement. 

Section 4 . 2 Prevailing Rate Adjus-tments 

E f f e c t i v e on July 1 of each year of t h i s Agreeraent 

beginning i n 20-0-17, through the period ending June 30, 2012222, 

the wage r a t e r e f e r r e d t o i n the iraraediately preceding section 

s h a l l be adjusted t o r e f l e c t the hourly wage rates e f f e c t i v e on 

such dates being paid t o c r a f t s or job c l a s s i f i c a t i o n s doing 

s i r a i l a r work i n Cook County pursuant t o the forraula s p e c i f i e d i n 

Section 4.1 above and as set f o r t h i n Appendix A. I n the event 

the hourly wage rates e f f e c t i v e July of each year covered by 

t h i s Agreeraent are established at an e f f e c t i v e date l a t e r than 

July 1, then such rates, when established, s h a l l be paid as of 

said e f f e c t i v e date. In no event w i l l the Eraployer adjust said 

wage rates raore than one tirae i n any calendar year. 

Section 4 . 3 Non-Prevailing Wage Rates Governing—First—Five-
Yoaro of thio Agroomont (07/01/2007 to 06/30/2012) 

E f f e c t i v e the f o l l o w i n g dates, the C i t y w i l l raake the wage 

adjustments below f o r a l l employees who are i n non - p r e v a i l i n g 

ra t e c l a s s i f i c a t i o n s and who are e i t h e r on the p a y r o l l as of the 

e f f e c t i v e date or on l a y - o f f w i t h r e c a l l r i g h t s : 

Year 1: 
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• Effective 07/01/2007 i % 01/01/2018 - 2:00% 

• Effective 01/01/2008 2.25% 01/01/2019 - 2.25% 

Year 2-̂  

• Effective 01/01/2009 2^ 01/01/2020 - 2.00% 

Year 3v-

• Effective 01/01/2010 3^ 01/01/2021 - 2.25% 

Year .4 : 

• Effective 01/01/2011 3.25% 01/01/2022 - 2.00% 

Year 5: 

• — E f f e c t i v e 01/01/2012 • 3.5% 

Section—4-v-4— Non-Prevailing—Wage—Rates—Governing—Second—Five-
Yoar Torm (07/01/2012 to 06/30/2017) 

E f f e c t i v e — t h e — f o l l o w i n g — d a t c o , — t h e — C i t y — w i l l — m a k e — b h e — v ^ a g c 

adj uotracnts—below—f-er—afi—oraploycco—whe—ar^e—in—non-prevailing 

r a t e — c l a o s i f i c a t i o n o — a n d vjho a r c — c i t h e r on the p a y r o l l — a s — o f the 

o f f c c t i v G dato or on l a y - o f f w i t h r e c a l l r i g h t o : 

^^a^^^^;&T-

•—Effective 01/01/2013 2% 

Year 7: 

*—Effective 01/01/2014 2^ 

Year 8: 

• — E f f e c t i v e 01/01/2015 2% 

Year 9: 

Effective 01/01/2016 2^ 
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Year 10: 

• — E f f e c t i v e 01/01/2017— 

"Me Too" Clause: I f a raajority of C i t y unionized eraployees 

i n n o n -prevailing wage ra t e c l a s s i f i c a t i o n s * * receive an across-

the-board percentage increase i n t h e i r regular base ra t e of pay 

i n any contract year higher than the increase set f o r t h above i n 

any such year, eraployees i n non - p r e v a i l i n g r a t e c l a s s i f i c a t i o n s 

covered by t h i s Agreement s h a l l have t h e i r wage adjustraent set 

- f o r t h above increased by the d i f f e r e n c e between the above 

increase and the higher across-the-board percentage increase i n 

any such year. S i r a i l a r l y , i f a raajority of C i t y unionized 

employees i n non-prevailing wage r a t e c l a s s i f i c a t i o n s * * receive 

a lump sum payraent i n any contract year, eraployees i n non-

p r e v a i l i n g r a t e c l a s s i f i c a t i o n s covered by t h i s . Agreeraent s h a l l 

receive the sarae lurap sura payraent i n any such year. The p a r t i e s 

agree to confer regarding the ti r a i n g , araount and irapleraentation 

of any wage adjustraent or lump sum payment under t h i s Section 

p r i o r t o such adjustraent being paid. 

**Exclusive of sworn eraployees of the Chicago Police Departraent 

and uniforraed raerabers of the Chicago Fire Departraent. 

Section 4.5 Retroactivity 

1 The increases set forth in A r t i c l e 4, Sections 4.1 and 4.3, 

are payable to affected eraployees who, as of Auguot—2r-,—2007 the 

date of f i n a l r a t i f i c a t i o n of t h i s Agreement by the City 
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Council, are either on the payroll, or are on approved leave, or 

are on layoff with r e c a l l rights, or are seasonal eraployees who 

are e l i g i b l e for' rehire, or are forraer eraployees who re t i r e d 

effective between July 1, 2007 2017 and the date of f i n a l 

r a t i f i c a t i o n of the Agreeraent by the City Council, inclusive. 

Section 24.7 Sanitation Laborers 

The p a r t i e s agree t h a t S a n i t a t i o n Laborers who work on 

a l l e y or combination a l l e y - c u r b routes and who receive a $.50 

per hour preraiura f o r hours worked when the Eraployer assigns 2 

rather than 3 laborers t o the crew and the crew's assignraent i s 

to raanually durap 55-gallon druras of refuse i n t o trucks on a l l e y 

or combination a l l e y - c u r b routes s h a l l continue t o receive^ said 

premiura provided they continue t o work w i t h 55-gallon drums and 

t h a t said preraiura s h a l l cease t o be paid t o any s a n i t a t i o n 

laborer who i s not assigned t o raanually durap 55-gallon druras of 

refuse. The Union recognizes the d e s i r a b i l i t y of having the 

Employer's c a r t system irapleraented i n as raany wards as the 

Eraployer determines i s f e a s i b l e , and towards t h a t end the Union 

agrees to urge and support the Eraployer's c a r t systera throughout 

the C i t y and to cooperate w i t h the Eraployer toward t h i s goal. 

Section 24.8 Automobile Reimbursement 

Employees who are required by the Employer t o use t h e i r own 

autoraobiles i n the perforraance of t h e i r job s h a l l receive 

raileage reiraburseraent at the then e f f e c t i v e r a t e recognized by 

the I n t e r n a l Revenue Service, w i t h a raaxiraura of $250 per raonth. 

On the e f f e c t i v e date of t h i s Agreeraent, f o l l o w i n g i t s 
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r a t i f i c a t i o n by a l l p a r t i e s , the maxiraura reiraburseraent w i l l 

increase t o $350.00 per raonth. E f f e c t i v e February 1, 2008, the 

raaxiraura reiraburseraent w i l l increase t o $450.00 per raonth. 

E f f e c t i v e February 1, 2009, the raaxiraura reiraburseraent w i l l 

increase t o $550.00 per raonth. Thereafter, the raaxiraum 

reimburseraent w i l l increase e f f e c t i v e each February 1 by the 

percentage increase i n the Transportation Expenditure Category 

of the Consumer Price Index f o r A l l Urban Consumers (CPI-U): 

U.S. C i t y Average f o r the previous year, as rounded t o the 

nearest $5 increment. Employees seeking mileage reiraburseraent 

raust subrait t h a t request on a forra provided by the Eraployer. 

Payraent f o r mileage expenses w i l l be raade on a raonthly basis. In 

the event t h a t during the l i f e of t h i s Agreeraent the Eraployer 

s h a l l irapleraent f o r any group of eraployees an automobile expense 

reiraburseraent prograra which i s raore favorable t o eraployees than 

the p r o v i s i o n s of t h i s paragraph, upon n o t i c e frora the Union, 

the Eraployer w i l l raeet and discuss w i t h representatives of the 

Union the possible a p p l i c a t i o n of said new prograra t o eraployees 

covered by t h i s Agreeraent. 

Upon request by either party raade no e a r l i e r than 

January 1, 2010, the parties s h a l l raeet to discuss any proposed 

changes to this Section 24.8. 

Section 24.9 Payment of Wages 

(a) A l l regular base wages w i l l be paid to eraployees not l a t e r 

than the next regular pay day f o l l o w i n g the end of the 

p a y r o l l period i n which i t i s earned. A l l overtirae or 

preraium pay s h a l l be paid to employees not l a t e r than the 
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second regular pay day f o l l o w i n g the end of the p a y r o l l 

period i n which i t i s earned. I n the event of an 

a r b i t r a t i o n i n v o l v i n g a dispute a r i s i n g s o l e l y under t h i s 

Section, the l o s i n g p a r t y w i l l pay the e n t i r e araount of the 

a r b i t r a t o r ' s fee. 

(b) In the event an eraployee's pay check, at the time s p e c i f i e d 

i n paragraph (a) above, f a i l s t o include a l l of the regular 

base, overtirae and/or premiura pay t o which he/she i s 

e n t i t l e d , the Departraent w i l l c o r r e c t t h a t shortage 

provided the eraployee proraptly n o t i f i e s the Departraent's 

tiraekeeper i n w r i t i n g . Eraployees s h a l l subrait a p a y r o l l 

dispute to the Departraent timekeeper on the "Employee 

Pa y r o l l I n q u i r y Forra" attached hereto as Appendix D. The 

eraployee's subraission of such Forra s h a l l t o l l the period 

f o r processing a grievance f i l e d by the eraployee or Union 

over such dispute. I f the Departraent concludes t h a t there 

i s a shortage i n the employee's paycheck, and i f the araount 

i n question exceeds $100.00, the Departraent w i l l subrait a 

suppleraental p a y r o l l t o the Coraptroller t o cover the 

shortage, and w i l l issue the eraployee a check i n t h a t 

araount on the next scheduled check/deposit advice d e l i v e r y 

date a f t e r the tiraekeeper i s n o t i f i e d of the employee's 

coraplaint. Shortages less than $100.00 w i l l be added to 

the employee's next regular pay check. 

(c) Should an employee not receive t h i s suppleraental check ( f o r 

a sum greater than $100.00) w i t h i n the aforementioned 

check/deposit advice d e l i v e r y date period, the Employer 
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w i l l pay t o the eraployee the sura of $5.00 f o r every pay 

period t h e r e a f t e r u n t i l the f u l l suppleraental check i s 

received. 

(d) I t i s understood t h a t pay shortages r e l a t i n g t o newly-hired 

eraployees, persons r e t u r n i n g frora leaves of absence 

( i n c l u d i n g but not l i r a i t e d to duty d i s a b i l i t y ) , overtirae 

earned under the City's eraergency snow reraoval prograra, and 

inaccuracies due t o changes i n p a y r o l l deductions, are 

excluded frora the p r o v i s i o n s of t h i s Section. This 

paragraph does not supersede any other payraent o b l i g a t i o n s 

w i t h respect t o the payraents r e f e r r e d t o i n t h i s paragraph 

which may be contained elsewhere i n t h i s Agreement. 

(e) I n order t o provide a basis f o r ongoing discussion 

-concerning the C-ity's p a y r o l l p r a c t i c e s , the p a r t i e s w i l l 

form a Labor Management Committee c o n s i s t i n g of four (4) 

persons appointed r e s p e c t i v e l y by the C i t y and by the 

C o a l i t i o n . The City's raerabers of the Coraraittee w i l l 

c onsist of representatives frora the Departraent of 

Personnel, the O f f i c e of Budget and Manageraent, the 

Coraptroller and the D i r e c t o r of Labor Relations. The 

C o a l i t i o n , as i t s h a l l deterraine, s h a l l s e l e c t four (4) 

representatives t o serve as raembers of the Coraraittee. The 

Coraraittee w i l l meet not less than q u a r t e r l y , or more 

fr e q u e n t l y as the need raay a r i s e , t o review ongoing issues 

regarding p a y r o l l , corapliance w i t h t h i s Section, or other 

issues of rautual concern which raay a r i s e during the l i f e of 

the p a r t i e s ' Agreeraent. In a d d i t i o n , at the request of the 
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C o a l i t i o n , the C i t y raay include frora tirae-to-tirae a 

representative of the C o a l i t i o n at the Coraptroller's weekly 

s t a f f raeetings w i t h Departraent heads to review and address 

pending p a y r o l l i n q u i r i e s frora bargaining u n i t eraployees. 

ARTICLE 25-
DRUG TESTING 

Section 25.1 Policy Statement 

The C i t y of Chicago's e s s e n t i a l raission i s t o provide 

services t o i t s c i t i z e n s i n a safe and econoraic raanner. The 

p a r t i e s t o t h i s Agreeraent recognize t h a t drug and alcohol abuse 

i n the workplace has a d e l e t e r i o u s e f f e c t on the h e a l t h and 

safety of employees, as w e l l as t h e i r morale and p r o d u c t i v i t y , 

a l l of which creates an undue burden on the persons, which the 

C i t y and the employees covered by t h i s Agreement serve. 

Furtherraore, the economic cost of p r o v i d i n g h e a l t h care services 

t o eraployees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The Eraployer and the Union raaintain a strong coraraitraent t o 

p r o t e c t people and property, and t o provide a safe working 

environment. To t h i s end, the eraployer has also e s t a b l i s h e d i t s 

c o n f i d e n t i a l Employee Assistance Prograra f o r eraployees w i t h 

personal probleras, i n c l u d i n g alcohol and substance abuse, and 

the p a r t i e s t o t h i s Agreeraent urge employees who .have such 

problems who u t i l i z e the Program's services. 

To raaintain a workplace which provides a safe and health 

work environment f o r a l l employees, the f o l l o w i n g drug and 

alcohol program i s also established. 



Section 25.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) P r o h i b i t e d Iteras & Substances: a l l i l l e g a l drugs and 

c o n t r o l l e d substances, a l c o h o l i c beverages, and drug 

paraphernalia i n the possession of, or being used by, an 

eraployee on the job or the preraises of the Eraployer. 

(c) Eraployer Preraises: a l l property, f a c i l i t i e s , land, 

b u i l d i n g s , s t r u c t u r e s , autoraobiles, trucks and other vehicles 

owned, leased or used by the Eraployer on job s i t e s or work 

l o c a t i o n s and over which the Eraployer has a u t h o r i t y as eraployer. 

(d) Employee: a l l persons covered by t h i s Agreement. 

(e) Accident: an event r e s u l t i n g i n i n j u r y t o a person 

r e q u i r i n g medical a t t e n t i o n or causing s i g n i f i c a n t damage to 

property t o which an employee c o n t r i b u t e d as a d i r e c t or 

i n d i r e c t cause. 

(f ) Reasonable Cause: e r r a t i c or unusual behavior by an 

employee, i n c l u d i n g but not l i m i t e d t o noticeable imbalance, 

incoherence and d i s o r i e n t a t i o n , which would lead a person of 

ordinary s e n s i b i l i t i e s to conclude t h a t the employee i s under 

the i n f l u e n c e of drugs and/or a l c o h o l . 

(g) Under the Influence: any raental, eraotional, sensory 

or physical irapairraent due t o the use of drugs or a l c o h o l . 

(h) Test: the t a k i n g and analysis of any body coraponent 

saraple, whether by blood, breath, u r i n e , or i n any other 

s c i e n t i f i c a l l y r e l i a b l e manner, f o r the purpose of i d e n t i f y i n g , 

measuring or q u a n t i f y i n g the presence or absence of drugs, 

alcohol or any raetabolite thereof. 
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Section 25.3 Disciplinary Action 

(a) •• A l l eraployees raust report t o work i n a p h y s i c a l 

c o n d i t i o n t h a t w i l l enable thera t o perforra t h e i r jobs i n a safe 

raanner. Further, employees s h a l l not use, possess, dispense or 

receive p r o h i b i t e d items or substances on or at the Employer's 

preraises, nor s h a l l they report t o work under the i n f l u e n c e of 

drugs and/or alcohol. 

(b) When, based upon the d i r e c t observation of two 

supervisors, the Eraployer has reasonable cause t o believe t h a t 

an eraployee i s under the in f l u e n c e of a p r o h i b i t e d substance, 

the Eraployer s h a l l have the r i g h t t o subject t h a t eraployee t o a 

drug and alcohol t e s t . At the Eraployer's d i s c r e t i o n , the 

eraployee may be placed on administrati-ve leave w i t h pay u n t i l 

t e s t r e s u l t s are a v a i l a b l e . I f the t e s t r e s u l t s prove negative, 

the eraployee s h a l l be r e i n s t a t e d . I n other cases, the Eraployer 

w i l l terrainate a l l eraployees who: 

i ) t e s t p o s i t i v e f o r drug and/or alcohol use; 

i i ) refuse t o cooperate w i t h t e s t i n g procedures; 

i i i ) are found t o be under the i n f l u e n c e of drugs or 

alcohol while on duty and on the Eraployer's preraises; 

i v ) are found i n possession of a l c o h o l , drugs or drug 

paraphernalia, or are found s e l l i n g or d i s t r i b u t i n g drugs or 

drug paraphernalia, on the Employer's preraises. 

(c) A l l adverse eraployraent a c t i o n taken against an 

eraployee under t h i s prograra s h a l l be subject t o the grievance 

and a r b i t r a t i o n procedures of t h i s Agreeraent. 
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Section 25.4 Drug and Alcohol Testing 

(a) The Eraployer may requ i r e drug and/or alcohol t e s t i n g 

under the f o l l o w i n g c o n d i t i o n s : 

( i ) a t e s t raay be adrainistered i n the event t h a t two 

supervisors have reasonable cause t o believe t h a t an employee 

has reported t o work under the in f l u e n c e of or i s at work under 

the i n f l u e n c e of drugs or alc o h o l . 

( i i ) a t e s t may be required i f an eraployee i s involved 

i n a workplace accident or f i g h t i n g ; 

( i i i ) a t e s t raay be required as pa r t of a follow-up t o 

counseling or r e h a b i l i t a t i o n f o r substance abuse f o r up t o a one 

year period. 

(b) Eraployees t o be te s t e d w i l l be required t o sign a 

consent forra and chain of custody forra, assuring proper 

docuraentation and accuracy. I f an eraployee refuses to sign a 

consent forra a u t h o r i z i n g the t e s t , he or she w i l l be subject t o 

ter r a i n a t i o n . 

(c) Drug and alcohol t e s t i n g w i l l be conducted by an 

independent l a b o r a t o r y accredited by NIDA or any successor 

agency, and may consist of e i t h e r blood or urine t e s t s , or both. 

The- Employer reserves the r i g h t t o u t i l i z e a breathalyzer t o 

t e s t f o r the presence of alc o h o l , i n l i e u of other c l i n i c a l 

t e s t i n g . 

(d) Laboratory t e s t i n g procedures w i l l conforra t o the 

procedures s p e c i f i e d i n NIDA guidelines f o r f e d e r a l workplace 

drug t e s t i n g programs, dated A p r i l 11, 1988 and as may be 
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amended hereafter by the relevant agency of the Departraent of 

Health and Huraan Services. 

(e) I n i t i a l and confirraatory t e s t r e s u l t s which raeet or 

exceed the c u t o f f l e v e l s f o r drugs set f o r t h i n the NIDA 

guidelines (and as they 'raay be araended) s h a l l be regarded as 

" p o s i t i v e , " and s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the infl u e n c e of drugs. 

(f ) I n i t i a l and confirraatory (or ' breathalyzer) t e s t 

r e s u l t s which raeet or exceed the l e v e l of blood alcohol 

established i n the I l l i n o i s Motor Vehicle Act as l e g a l 

i n t o x i c a t i o n s h a l l presuraptively e s t a b l i s h t h a t the t e s t e d 

eraployee was under the in f l u e n c e . o f alcohol. 

' (g) The cost of i n i t i a l and confirraatory t e s t i n g w i l l be 

borne by the Eraployer. 

(h) Drug and alcohol t e s t r e s u l t s s h a l l be reported t o the 

Coraraissioner of Personnel or his designee i n the raanner t o be 

prescribed by the Coramissioner. The app l i c a n t or incumbent 

s h a l l be n o t i f i e d of the t e s t r e s u l t s i n w r i t i n g . The 

Coraraissioner w i l l inforra the applicab l e departraent head of any 

eraployee who t e s t s p o s i t i v e f o r alcohol or drugs, who i n t u r n 

w i l l i n i t i a t e d i s c i p l i n a r y proceedings under Section 25.3 above. 

( i ) A l l urine or blood saraples s h a l l be taken i n 

s u f f i c i e n t q u a n t i t y as t o allow f o r r e t e s t i n g . Any p o r t i o n not 

used i n the t e s t w i l l be preserved by s c i e n t i f i c a l l y r e l i a b l e 

raeans f o r one (1) year f o l l o w i n g the t e s t . Any eraployee whose 

te s t r e s u l t 'is p o s i t i v e may e l e c t , at h i s or her e.xpense, t o be 

retes t e d by the same or other labo r a t o r y s a t i s f a c t o r y t o the 
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Coraraissioner of Personnel, provided t h a t the Eraployer's t e s t i n g 

l a b o r a t o r y s h a l l arrange f o r t r a n s r a i t t i n g said saraple t o the 

second l a b o r a t o r y . P o s i t i v e r e s u l t s of said r e t e s t i n g s h a l l be 

conclusive as t o the presence of alcohol or drugs. The f a i l u r e 

t o - take a s u f f i c i e n t saraple, or t o preserve such saraple, t o 

allow f o r r e t e s t i n g , s h a l l not a f f e c t the reraoval frora 

e l i g i b i l i t y of an app l i c a n t or personnel a c t i o n , i n c l u d i n g 

discharge, of any eraployee. 

( j ) No la b o r a t o r y report or t e s t r e s u l t s s h a l l appear i n 

the incurabent's personnel f i l e unless they are pa r t of a 

personnel a c t i o n under t h i s program, but s h a l l be placed i n a 

special locked f i l e maintained by the Coramissioner of Personnel, 

except as such d i s c l o s u r e raay be required by t h i s p o l i c y , law or 

ordinance. 

Section 25.5 Employee Assistance Program 

Eraployees are encouraged t o seek help f o r a drug or alcohol 

problera before i t d e t e r i o r a t e s i n t o a d i s c i p l i n a r y raatter and 

raay p a r t i c i p a t e i f they wish i n the vo l u n t a r y Eraployee 

Assistance Prograra. 

ARTICLE 26 
INVESTIGATIONS AND PERSONNEL MATTERS 

Section 26.1 Polygraph 

No employees s h a l l be required to take a polygraph. 
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ARTICLE 27 
MANAGEMENT RIGHTS 

Section 27.1 Management Rights 

The Union recognizes t h a t c e r t a i n r i g h t s , powers, and 

r e s p o n s i b i l i t i e s belong s o l e l y to and are e x c l u s i v e l y vested i n 

the Eraployer, except only as they raay be subject t o a s p e c i f i c 

and express o b l i g a t i o n of t h i s Agreeraent. Araong these r i g h t s , 

powers, and r e s p o n s i b i l i t i e s , but not wholly i n c l u s i v e , are a l l 

raatters concerning or r e l a t e d t o the raanageraent of the 

Eraployer's operations and the a d r a i n i s t r a t i o n thereof, and the 

d i r e c t i o n of the working forces, i n c l u d i n g (but not l i r a i t e d to) 

the r i g h t t o suspend, d i s c i p l i n e , or discharge f o r j u s t cause; 

to l a y o f f by reason of lack of work, by reason of lack of funds 

or work, or a b o l i t i o n of a p o s i t i o n , or raaterial changes i n 

duties or or g a n i z a t i o n of the Eraployer's operations, or other 

econoraic reasons; t o h i r e , c l a s s i f y , t r a n s f e r and assign work, 

proraote, deraote, or r e c a l l ; t o raake and enforce reasonable r u l e s 

and r e g u l a t i o n s , to raaintain order and e f f i c i e n c y ; t o schedule 

the hours of work; t o deterraine the services, processes, the 

extent of the Eraployer's operation, the types and q u a n t i t i e s of 

machinery, equipment and raaterials to be used, the nature, 

extent, d u r a t i o n , character and raethod of operation, i n c l u d i n g 

(but not l i m i t e d to) the r i g h t t o contract out or subcontract; 

the r i g h t to determine the number of eraployees and how they 

s h a l l be employed, and the q u a l i t y and q u a n t i t y of workmanship 

and work required t o assure raa.xiraura e f f i c i e n c y of operations; t o 

e s t a b l i s h and enforce f a i r production standards; and t o 

deterraine the size, number and l o c a t i o n of i t s departments and 
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f a c i l i t i e s . A l l of the pr o v i s i o n s of t h i s A r t i c l e are vested 

e x c l u s i v e l y i n the Employer, except as expressly abridged by a 

s p e c i f i c p r o v i s i o n of t h i s Agreement. 
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ARTICLE 28 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 28.1 

The City of Chicago and each Coalition Union (the 

"Parties") agree to create a Joint Apprenticeship and Training 

Program I n i t i a t i v e ( " I n i t i a t i v e " ) in conjunction with certain 

third parties including, but without limitation, the Chicago 

Public Schools* ("CPS"), the City Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

I n i t i a t i v e i s to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 

and training programs and to provide expanded post-

apprenticeship and training employraent opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's c o l l e c t i v e bargaining agreeraent with the City of 

Chicago, the Parties s h a l l enter into a suppleraental raeraorandura 

of understanding regarding the structure, irapleraentation, 

raonitoring and enforcement of th i s I n i t i a t i v e . Said raeraorandura 

s h a l l be attached to th i s Agreement as Appendix E. 

Section 28.2 

The I n i t i a t i v e s h a l l generally include the f o l l o w i n g : 

a. A coraraitraent by each C o a l i t i o n Union t o e s t a b l i s h 

or otherwise expand a v a i l a b l e apprenticeship and t r a i n i n g 

o p p o r t u n i t i e s ; a commitment by the C o a l i t i o n to f i l l at 

le a s t 100 apprenticeship s l o t s across C o a l i t i o n Unions w i t h 
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CPS students, graduates or former students w i t h a GED 

and/or C i t y College students and graduates by June 30 of 

each year of t h i s Agreement. 

b. A commitment by the C o a l i t i o n and the C i t y t o 

co l l a b o r a t e w i t h the Chicago Public Schools, C i t y Colleges 

of Chicago and External Contractors t o prepare CPS and C i t y 

Colleges students t o enter Union apprenticeship and 

t r a i n i n g prograras. I n p a r t i c u l a r , the C o a l i t i o n and the 

C i t y w i l l cooperate w i t h the Chicago Public Schools, C i t y 

Colleges of Chicago and External Contractors t o p u b l i c i z e 

a v a i l a b l e b u i l d i n g and trades apprenticeship and t r a i n i n g 

prograras and subsequent careers; t o consider e s t a b l i s h i n g 

t r a i n i n g prograras as appropriate; and t o expand post-

apprenticeship and t r a i n i n g eraployment o p p o r t u n i t i e s . 

c. The Parties s h a l l appoint a Chair and an Auditor 

to oversee -this I n i t i a t i v e and ensure t h a t the p a r t i e s take 

appropriate steps to f u l f i l l the coraraitraents set f o r t h i n 

t h i s A r t i c l e and suppleraental meraorandura attached hereto. 

ARTICLE 29 
RATIFICATION AND TERMINATION 

The terms of t h i s Agreeraent s h a l l be subject t o 

r a t i f i c a t i o n by the C i t y Council of the C i t y of Chicago and 

concurrent adoption i n ordinance forra. The Eraployer and the 

Union w i l l cooperate t o secure t h i s l e g i s l a t i v e approval. 
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This Agreeraent s h a l l be e f f e c t i v e as of said date of 

r a t i f i c a t i o n by the C i t y Council and s h a l l reraain i n f u l l force 

and e f f e c t from said date t o June 30, 2017 2022, both i n c l u s i v e . 

Thereafter, i t s h a l l a u t o m a t i c a l l y renew i t s e l f frora year t o 

year unless at l e a s t 60 days'and not raore than 120 days p r i o r to 

the terraination date or anniversary thereof, e i t h e r p a r t y gives 

w r i t t e n n o t i c e to the other by C e r t i f i e d M a i l , r e t u r n r e c e i p t 

requested, of a desire to amend, add t o , subtract frora, - or 

terrainate t h i s Agreeraent. 

In the event such not i c e of a desire t o araend, add t o , or 

subtract frora the terras of t h i s Agreeraent i s given the p a r t i e s 

s h a l l , w i t h i n a reasonable tirae t h e r e a f t e r , enter i n t o 

n e g o t iations concerning the request. I f the p a r t i e s are unable 

to agree upon a successor agreement before the 30th day of June 

f o l l o w i n g the date on which n o t i c e was given, t h i s Agreeraent 

s h a l l expire on such 30th day of June unless both p a r t i e s agree 

to extend t h i s Agreement. The notices r e f e r r e d t o s h a l l be 

considered t o have been given as of . the date' shown on the 

postraark, w r i t t e n notices raay be tendered i n person, i n which 

case the date of notice s h a l l be the w r i t t e n date or r e c e i p t . 

This Agreeraent c o n s t i t u t e s the e n t i r e contract between the 

Employer and the Union and s e t t l e s a l l deraands and issues w i t h 

respect to a l l raatters subject t o c o l l e c t i v e bargaining. The 

Eraployer and the Union, t h e r e f o r e , v o l u n t a r i l y waive the r i g h t . 
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and each agrees t h a t the other s h a l l not be ob l i g a t e d t o bargain 

c o l l e c t i v e l y w i t h respect t o any raatter which i s subject t o 

c o l l e c t i v e bargaining whether or not such raatter i s s p e c i f i c a l l y 

r e f e r r e d t o herein, and even though such raatter raay not have 

been w i t h i n the knowledge or conteraplation of the p a r t i e s at the 

tirae t h i s Agreeraent was negotiated or signed. 

In the event the C i t y of; Chicago agrees to or authorizes 

a d d i t i o n a l vacation, holiday or other paid tirae o f f , or 

volu n t a r y unpaid tirae o f f w i t h any other bargaining u n i t 

(excluding p o l i c e and/or f i r e ) during the terra of t h i s 

agreeraent, such a d d i t i o n a l tirae o f f s h a l l be granted t o a l l 

eraployees covered by t h i s Agreeraent. 

ARTICLE 30 
TERM OF AGREEMENT 

This Agreeraent s h a l l be e f f e c t i v e frora the date upon which 

i t i s r a t i f i e d by the C i t y Council of the C i t y of Chicago, but 

no e a r l i e r than July 1, 2007 2017, and s h a l l reraain i n e f f e c t 

through 11:59 p.ra. on June 30, 2m2i- 2022. 

Health Plan Reopener 

Each pa r t y reserves the r i g h t t o reopen t h i s Agreement i n 

order to f u r t h e r negotiate the~ Health Plan set f o r t h i n A r t i c l e 

9 f o r the f o l l o w i n g reasons: 

1. Any change (s) i n the appl i c a b l e l a w ( s ) , i n c l u d i n g 

but not l i m i t e d t o a u n i v e r s a l , n a t i o n a l or st a t e 

health care program mandating s i g n i f i c a n t changes 
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i n h e alth insurance b e n e f i t s t h a t becoraes law and 

i s e f f e c t i v e during the terra of t h i s Agreeraent; 

The lack of achievement of health care cost 

containment as a n t i c i p a t e d by the p a r t i e s 

pursuant to the establishment and a d r a i n i s t r a t i o n 

of the Labor-Manageraent Cooperation Coraraittee on 

health care, as defined below: 

(a) The p a r t i e s charge the LMCC w i t h the 

r e s p o n s i b i l i t y of approving Plan changes 

th a t w i l l r e s u l t i n s i g n i f i c a n t cost 

containraent or savings, as raeasured by a 

proj e c t e d increase of costs f o r any 

i n d i v i d u a l plan of no raore than 8% i n F i s c a l 

Year 2009 and each f i s c a l year t h e r e a f t e r 

when corapared t o health care costs i n F i s c a l 

Year 2008 and each previous f i s c a l year 

t h e r e a f t e r , r e s p e c t i v e l y . 

(b) Should the Plan changes approved by the LMCC 

f a i l t o r e s u l t i n such cost containraent or 

savings as stated i n subsection (a) above, 

the LMCC s h a l l raake such adjustraents t o the 

Plan as are necessary, includincj but not 

l i r a i t e d t o adjustraents i n deductibles, co-

pays and co-insurance, t o prevent the cost 
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increase frora exceeding 8% as raeasured i n 

subsection (a) above, 

(c) Should the plan changes approved by the LMCC 

f a i l t o achieve cost containraent or savings 

as stated i n subsections (a) and (b) above 

by the end of f o l l o w i n g f i s c a l year, e i t h e r 

p a r t y raay e l e c t t o reopen n e g o t i a t i o n s as 

set f o r t h herein on the f o l l o w i n g s p e c i f i c 

t o p i c s : 

• Health Plan set f o r t h i n A r t i c l e 9; 

• Structure of the LMCC; 

• Coraposition of the LMCC; 

• Funding of the LMCC. 

provided,—however,—each—party—reserves—the—right t o — r e o p e n — t h i o 

A g r e e m e n t — i n — o r d e r — t - e — n e g o t i a t e — b h e — H e a l t h — P l a n — s e t — f o r t h — i n 

Articio—9—ne—later—than—June—3-0-^^—2011—and—June—20r - ,—2015,—er—in 

the event—the—City of Chicago—is awarded the—2016 Olympic Garaco, 

June 30, 2014. 

(d) The LMCC w i l l continue to work cooperatively i n 

seeking to l i m i t health care costs pursuant to the terms of th i s 

Agreement, and the City agrees, for the term of this Agreement, 

that i t w i l l not invoke the 8% trigger provision. 

I f any one of the foregoing events or conditions- occurs, 

e i t h e r party to t h i s Agreeraent has t h i r t y (30) days t o n o t i f y 
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the other party of i t s intent to reopen thi s Agreeraent in order 

to negotiate the Health Plan set forth in A r t i c l e 9. Should 

either party elect to reopen negotiations pursuant to thi s 

provision, i t s h a l l subrait written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreeraent on the A r t i c l e . I f the parties f a i l to^reach 

agreeraent at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreeraent. 

Non-Provailing Wage Rate Reopener 

Four-Year: T h i o — A g r o c r a e n t — m a y — b e — r e o p e n e d — t e — f u r t h e r 

n e g o t i a t e — t h e — n o n - p r e v a i l i n g — w a g e — r a t e s — g o v o r n i n g — t - h e — o c c o n d 

five-year—ierm—(07/01/2012'—te—06/30/2017) under—Article 4-r 

Section—4.4, f n — t h e — e v e n t — t h a t (a) b h e — C i t y — n o t i f i o o — b h e 

C o a l i t i o n — t h a t — i t — h a s — n e t — r e a c h e d — a — s u c c e s s o r — a g r c c r a o n t — b e — a 

t h e n — c u r r e n t — f our-yoar—agreeraent—expiring—en-—June—3-0-7— 2011 

r e g a r d i n g — a n across-the-board—porccntage increase f e r other 

u n i o n i z e d — o r a p l o y c c s — i n — n o n - p r e v a i l i n g — w a g e — r a t e — c l a s s i f i c a t i o n s 

d e f i n e d — i n the—"Mc Too Clause"—by March—21r- ,—2012;—er—fb^—bhe 

C o a l i t i o n ^ n o t i f i e s — t h e — C i t y — e f — i r b s — i n t e n t — t e — t e r r a i n a t e — b h e — ^ 4 4 e 

Too Clauoc" by March 31, 2012. 

Fivo-Yoar: T h i s — A g r c o r a c n t — r a a y — b e — r e o p e n e d — t e — f u r t h e r 

negotiate—t-he—non-pre vailing—wa-ge—rates—governing—bhe—occond 

five year berra (07/01/2012 be 06/30/2017) under—Article 4-r 

Section 4.4, irn t h e — e v e n t — t h a t (-a-) t-he—C i t y — n o t i f i e s bhe 
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C o a l i t i o n — t h a t — i t — h a s — n e t — r o a c h e d — a — s u c c e s s o r — a g r o c r a e n t — b e — a 

t h e n — c u r r e n t — f i v e - y e a r — a g r e e m e n t — e x p i r i n g — o n June—3-0-7 2012 

r e g a r d i n g — a n — a c r o s s — t h c - b o a r d — p e r c e n t a g e increase f e r — o t h e r 

u n i o n i z e d — e m p l o y e e s — i n — n o n - p r o v a i l i n g — w a g e — r a t e — c l a o o i f i c a t i o n s 

defined i n the "Mc Too Clause" by October 31,—2012;—er—(rhj—bhe 

C o a l i t i o n — n o t i f i e s — b h e — C i t y — o f ., i t s — i n t e n t — b e — t e r r a i n a t e — t h e — ^ ^ ^ 4 e 

Too Clause" by October 31, 2012. 

f f — a n y — e n e — e f — t h e — f o r e g o i n g — e v e n t s — o c c u r s , — c i t h e r party—be 

t h i o Agreeraent has t h i r t y — ( 3 0 ) — d a y s — b e — n o t i f y — t h e — o t h e r — p a r t y — e f 

f b s — i n t e n t — t - e — r e o p e n — t h i s — A g r e e r a e n t — i n o r d e r — t e — n e g o t i a t e — t h e -

non-prevail i n g — w a g e — r a t e s — g o v o r n i n g — b h e — o c c o n d — f i v e - y e a r — t e r r a 

(07/01/2012 t o 06/30/2017)—set f o r t h i n A r t i c l e 4,—Section 4.4. 

S h o u l d — c i t h e r — p a r t y — e l e c t — b e — r e o p e n — n e g o t i a t i o n o — p u r o u a n t — t - e 

t h i s — p r o v i o i o n , — f t — s h a l l — s u b r a i t — w r i t t e n — n o t i c e — t - e — b h e — o t h e r 

p a r t y — a n d — b h e — C i t y — s h a l l — n e t — b e — o b l i g a t e d to—raake—the—wage 

adj u s t m e n t s — s e t — f o r t h — i n — A r t i c l e — 4 - 7 — S e c t i o n — 4 . 4 . — • — T h e r e a f t e r , 

bhe p a r t i e s have ni n e t y (-9̂-) days w i t h i n which be reach 

a g r e e m e n t — e n — b h e — A r t i c l e . f f — t h e — p a r t i e s f a i l — b e — r e a c h 

agreement—ab—the—conclusion—ef—that—ninety—(r90-)—day period,—each 

party reaorvco—bhe—right—be—reopen the—entire Agroeraont. 

Other Reopener 

In the event of an emergency, cataclysmic event or cither 

s i r a i l a r exigency a f f e c t i n g the City's f i n a n c i a l c o n d i t i o n , each 

party reserves the r i g h t t o reopen the e n t i r e Agreeraent.-
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IN WITNESS WHEREOF, each of the parties hereto, by i t s duly 

authorized representative(s) , has executed thi s docuraent as of 

the day of , 2m^ 2018. 

CITY OF CHICAGO LABORERS' LOCAL 1001 

By: By; 

LABORERS' LOCAL 1092 

By: 
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. LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 
LMCC REFERRAL 

Agree to the following i n a Side Letter to t h i s Agreement: 

The parties recognize that the success of the Joint 

Apprenticeship and Training Program I n i t i a t i v e depends on the 

i d e n t i f i c a t i o n and creation of opportunities to increase the use 

of apprentices in area construction projects. The Parties agree 

to d i r e c t the Labor Management Cooperation Committee established 

under A r t i c l e 9 to explore and recommend the consideration of 

such opportunities to the City and other governmental e n t i t i e s 

within the City of Chicago i n connection with the Joint 

Apprenticeship and Training Program I n i t i a t i v e , including, but 

not limited to: 

a. A multi-project labor agreement. 

b. A standard provision i n Construction Contracts that 

(i) contractors and sub-contractors of whatsoever t i e r s h a l l 

u t i l i z e the maximum nvimber of apprentices on the project as 

permitted under the terms and conditions of their respective 

c o l l e c t i v e bargaining agreement(s); and ( i i ) a l l contractor and 

sub-contractors performing construction work on the project 

s h a l l participate i n an apprenticeship program registered with 
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the U.S. Department of Labor's Bureau of Apprenticeship and 

T r a i n i n g . 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

HEALTH CARE PLAN: 
LMCC REFERRAL 

Agree to the following i n a Side Letter to th i s Agreement: 

The City and Coalition agree to d i r e c t the LMCC to evaluate 

and i n i t i a t e changes to the current Health Care Plan (the 

"Plan") e f f e c t i v e January 1, 2008 i n areas that w i l l f a c i l i t a t e 

the s h i f t to a preventive health care model and w i l l r e s u l t i n 

design improvements, cost containment or savings, including but 

not limited to the following areas: 

• Expanded Disease Management Program 

• HRA and Bio-metric Screening 

• Health F a i r s 

• Weight Management Program 

• Imaging Review Service 

• Lifetime Maximvim 

• Subscriber Share for Hospital B i l l s and Co-insurance 

• Exclusian for S e l f - i n f l i c t e d I n j u r i e s . 

• Comprehensive Communication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree t o the f o l l o w i n g i n a side l e t t e r t o t h i s Agreement: 

Since the A r b i t r a t o r issued h i s Opinion and Award dated 

June 21, 2007 i n the Matter of A r b i t r a t i o n between the C i t y of 

Chicago and Laborers Local 1001/Teamsters Local 726 ("Award"),, 

the C i t y and a f f e c t e d C o a l i t i o n Unions have explored various 

approaches t o r e s o l v i n g t h e i r dispute over the scope of the 

Award and the' a p p l i c a t i o n of Section 3 (a) of the Memorandum of 

Understanding dated Ju l y 18, 2005 entered i n t o between the C i t y 

and C o a l i t i o n ("Section 3 ( a ) " ) . I n a d d i t i o n t o amending Section 

3(a) t o r e f l e c t the Unions' p r e f e r r e d approach t o the f o u r 10-

hour workweek, the p a r t i e s , i n r e t u r n , have discussed an 

agreement by the Unions t o waive some or a l l o f the monetary 

make whole remedies d i r e c t e d by the A r b i t r a t o r i n h i s Award. 

Although the C i t y i s w i l l i n g t o amend Section 3 (a) as requested 

by the Unions i n order t o conclude n e g o t i a t i o n s a t the C o a l i t i o n 

l e v e l , such w i l l i n g n e s s i s contingent on the expectation t h a t 

the a f f e c t e d Unions w i l l reach agreement w i t h the C i t y t o waive 

some or a l l of the monetary make whole remedies. U n t i l svich an 

agreement i s reached, the a f f e c t e d Unions agree t h a t the C i t y 

s h a l l not be o b l i g a t e d t o implement the monetary make whole 

remedies i n the Award. I n a d d i t i o n , i f such an agreement i s not 
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reached by December 1, 2007, the p a r t i e s s h a l l submit the issues 

of the Unions' proposed amendment t o Section 3(a) t o r e f l e c t the 

Unions' p r e f e r r e d approach t o the f o u r 10-hour workweek and the 

C i t y ' s proposed r e l i e f from the monetary make whole remedy t o an 

a r b i t r a t o r f o r r e s o l u t i o n . 
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