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O F F I C E O F T H E M A Y O R 

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

May 23, 2018 

TO THE HONORABLE, THE CITY COUNCIL 
OF THE CITY OF CHICAGO 

Ladies and Gentlemen: 

At the request of the Budget Director and the Corporation Counsel, 1 transmit herewith an 
ordinance authorizing the execution of a collective bargaining agreement with Teamsters, Local 
743. 

Your favorable consideration of this ordinance will be appreciated. 

Very truly yours. 

Mayor 



O R D I N A N C E 

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

SECTION 1. The City Council hereby approves an agreement, substantially in the form 
attached hereto, between the City of Chicago and the International Brotherhood of Teamsters, 
Teamsters Local Union No. 743. 

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



COLLECTIVE BARGAINING AGREEMENT 

BETWEEN 

THE CITY OF CHICAGO 

AND 

THE INTERNATIONAL BROTHERHOOD OF TEAMSTERS, 
TEAMSTERS LOCAL UNION NO. 743 

Effective 



AGREEMENT 

Thi.s collective bargaining agreement ("Agreement") is entered into by and bet̂ veen 

the City oi Chicago, an Illinois Municipal Corporation ("Employer"), and the International 

Brotherhood of Teamsters, Teamsters Local Union No. 743 ("Union"), for the purpose of 

establishing, through the process of collective bargaining, certain provisions covering 

wages, and other terms and conditions of employment for the employees represented by 

the Union. It is the purpose and intent of the parties, through this Agreement, to establish 

and promote harmonious relations between the parties; provide efficient, uninterrupted 

and effective ser\'ices to the public; provide an equitable and peaceful procedure for the 

resolution of dif ferences under this Agreement; anci establish and maintain wages, hours 

and terms and conditions of employment through collective bargaining. Where any 

express term of this Agreement conflicts with any ordinance, rules, regulations, personnel 

rules, interpretations, practices or policies to the contrary, the terms of this Agreement 

shall prevail. 

ARTICLE I 

RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the exclusive bargaining representative for 

all non-excluded employees employed by the Employer's Chicago Department of Public 

Health ("CDPH") in the job classifications Public Health Nurse ("PHN") III and PHN IV, 

for the purpose of negotiating about wages, hours and conditions of employment. Should 

the parties agree that other titles appropriately belong in the bargaining unit, they shall 

jointly stipulate to an amendment or clarification ofthe unit, even if there are no 

incumbents in the title at the time. Such stipulation shall be filed with the Illinois Labor 

Relations Board in accordance with its procedures. In the event that the Employer 

establishes any new job classification to perform bargaining unit work, the Employer will 

promptly notify the Union of its decision, and, upon request from the Union, meet and 

discuss any issue as to whether the new classification appropriately belongs in the 

bargaining unit. 



Excluded from the bargaining unit are all managerial, supervisory, confidential, and 

exempt, and emergency employees, as defined by the City of Chicago Personnel Rules and 

the Illinois Public Labor Relations Act. 

Section 1.2 Classification Chanees 

The Employer shall have the right to increase or decrease the working force, to 

eliminate, change or combine job classifications in whole or in part, and to establish new 

job classifications as the Employer may determine to be necessary from time to time for the 

efficient conduct of its business. The Employer shall notify the Union of the 

establishment of a new job classification arguably within the bargaining unit. The 

Employer shall set the wage rate for the new job classification. Upon request, the 

Employer will discuss the new rate with the LJnion. If the Union does not agree with the 

new rate set by the Employer, the Union may grieve the Employer's decision through the 

grievance and arbitration procedure under this Agreement. 

ARTICLE II 
MANAGEMENT'S RIGHTS 

Section 2.1 Management's Rights 

It is agreed that the Union and the employees will cooperate with the Employer to 

liberally construe this Agreement to facilitate the efficient, flexible and uninterrupted 

operation of the City. The Union recognizes that certain rights, powers, and 

responsibilities belong solely to and are exclusively vested in the Employer except only as 

they may be subject to a specific and express obligation of this Agreement. Among these 

rights, powers, and responsibilities, but not wholly inclusive, are all matters concerning or 

related to the management ofthe City and administration thereof, and the right: 

a. to determine the organization and operation of the Employer and any 

department or agency thereof; 

b. to determine and change the purpose, composition and function of each of 

its constituent departments and subdivisions; 

c. to set reasonable standards for the ser\'ices to be offered ro the public; 

d. to direct its employees, including the right to assign work and overtime; 



e. to hire, examine, classify, select, promote, restore \\o career serx'ice positions, 

train, transfer, assign and schedule its employees; 

f. to increase, reduce, change, modify or alter the composition and size of the 

work force, including the right to relieve employees from duties because of 

the lack of work or funds or other proper reasons; 

g. to contract out work; 

h. to establish work schedules and to determine the starting and quitting time, 

and the nimiber of hours worked; 

i . to establish, modify, combine or abolish job positions and classifications; 

j . to add, delete or alter methods of operation, equipment or facilities; 

k. to determine the locations, methods, means and perscMinel by which 

operations are to be conducted, including the right to determine whether 

ser\'ices are to be provided or purchased; 

1. to establish, implement and maintain an effective internal control program; 

m. to suspend, demote, discharge, or take other disciplinary action against 

employees; and 

n. to add to, delete or alter policies, procedures, rules and regulaticMis. 

Inherent managerial functions, prerogatives and policy-making rights, whether 

listed above or not, which the Employer has not expressly restricted by a specific provision 

of this Agreement are not in anyway, directly or indirectly, subject to internal or external 

review, provided that none of these rights is exercised contrary to or inconsistent with 

other terms of this Agreement. 

Section 2.2 Rides and Regulations 

The Employer shall have the right to make, and from time to time change, 

reasonable rules and regulations and to require employees' compliance therewith upon 

notification. 

A R T I C L E II I 

H O U R S O F W O R K 



Section 3.1 Normal Workweek and Workday 

Nothing in this Agreement shall be construed as a guarantee of, or limitation on, 

the number of hours to be worked per day, per week, or for any other period of time, 

except only as specifically provided in Section 3.6 of this Agreement. The Employer's work 

week shall begin at 1 2:00 A . M . Sunday (one minute after 11:59 P.M. Saturday) and shall 

end at 1 2:00 A . M . the following Sunday. The normal workweek for employees shall 

consist of thirty five (35) hours thir ty seven and one-half (37.5) hours worked, with two 

(2) consecutive days off, in accordance with current practices. The normal workday for 

emiiloyees shall consist of eight (8) consecutive hours, including seven (7) seven and one-

half (7.5) hours worked per day, including an unpaid lunch period of one-half (1/2) hour. 

The Employer may set up schedules for the various work shifts, as required. P̂ ach noriiial 

shift shall consist of seven and one half (7.5) hours of work, an unpaid lunch period of 

one4ialf (1/2) (4) hour and two (2) paid fifteen (15) minute rest periods. 

Section 3.2 Changes 

The Employer may change employees' normal workday or workweek or 

shift/schedule upon reasonable prior notice to, and upon recjuest, discussion with the 

Union. In the case of an unforeseen Public Health emergency or City-wide outbreak, the 

notice and discussion provisions above shall not apply. In such emergencies, the City will 

provide twenty-four hour notice to the Union, if possible, and such notice will contain 

the name(s) of the bargaining unit employees impacted by the change. 

Section 3.3 Scheduled Temporary Cessation or Reduction of Operations 

In the event the Employer intends to exercise its managerial right to schedule a 

planned, City-wide temporary cessation or reduction of operations for economic or other 

legitimate operational reasons (e.g., as it did with the implementation of "Reduced City 

Ser\dce Days" in 2008 and 2009), resulting in a reduced number of days and/or hours 

worked for bargaining unit employees, the Employer wil l provide the Union with at least 

fifteen (15) days advance nc^tice before implementing such scheduled temporary cessation 

or reduction of operations, and, upon request of the Union, wil l meet and discuss the 

impact on employees. Nothing in this section shall be construed as in any way diminishing 

or otherwise affecting the Employer's authority to exercise any other managerial right, 

consistent with the terms of this Agreement. 

Section 3.4 Furlough Days 

Employees shall be eligible to participate in the Employer's Voluntary Unpaid 

Furlough Program, under the same terms and conditions applicable to all non-represented 



C îty employees, which terms and conditions may be subject to change from time to time. 

The current terms of the Voluntary Unpaid Furlough Program are described in part G of 

the Cit>''s Salary Resolution. It is understood and agreed that the City's decision to grant 

or deny any request for unpaid furlough time is entirely discretic^nary, and the Cit^-'s 

determination as to what is in the best interests of maintaining its operations wil l always 

take precedence. The parties further understand and agree that all aspects of the City's 

Voluntary Unpaid I'urlough Program, including the Cit>''s decision to grant or deny any 

unpaid furlough day rec]uest, are excluded from the grievance and arbitration provisions of 

Article V I I of this Agreement. 

Section 3.5 Overtime 

(a) Employees shall be required to work reasonable overtime hours, as a condition of 

continued employment, whenever requested by the Employer to do so. The Employer 

shall make a reasonable effort to give employees advance notice when they are to be 

required to work overtime. 

(b) Overtime on Regularly-Scheduled Days Off: When employees are recjuired by the 

Employer to work on a regularly scheduled day off, any hours worked on said day shall be 

compensated for in the f o r m of cash compensatory time, at one and one-half times the 

regular hourly rate, on the basis of completed fifteen (15) minute segments, provided the 

employee works his or her fu l l regular schedule within the Employer workweek in which 

the day off occurs. In determining whether an employee has worked his or her fu l l regular 

schedule, any excused holidays, vacation days, and/or furlough days taken in accordance 

with the terms of this Agreement shall be considered days worked, in addition to days 

actually worked. 

( c) Overtime during the Workweek on Regular Workdays: Additionally, all hours 

worked and approved under the Employers rules in excess of forty (40) hours worked in a 

workweek on regular workdays (which docs not include work on a regularly-scheduled day 

off), whether of an emergency nature or non-emergency nature shall be compensated at 

one and one-half (1 Vi) times the employee's regular straight time hourly rate, on the basis 

of completed fifteen (15) minute segmerits i n the f o r m of cash. Work performed between 

thir ty five (35) thirty-seven and one-half (37-5) and forty (40) hours worked in a workweek 

on regular workdays shall be compensated at the employee's regular straight time hourly 

rate i n the f o r m of compensatory time or cash, at the employee's election wi th notice of 

the electing being made no later than the first regular workday following the date on 

which the employee performed said work. Sick leave, vacation, compensatory time, 

union business leave and/or other paid time off shall not be included as hours worked for 

purposes of paragraph ( c) of this Section. 



(d) A l l overtime earned under this section shall be compensated in the form of cash. 

time the compensatory time is earned; pro\'idcd, however, that noriec of sakl election 

must be given by the employee to the Employer's designated representative by no later 

than the first regular workday follo\\'ing the date on which the compensatory time was 

earned. 

(c) A l l compensatory time must be used cm or before December 31 of the calendar 

year in which it is earned, subject to the Employer's operational needs and scheduling 

reciuircments. I f any compensator^' time is not used by December 31 of the calendar year 

in which it is earned, the employee wil l be compensated for said time earned in the form of 

cash instead of compensatory time. Notwithstanding the foregoing, any compensatory 

time earned in December of any year may be used on or before March 31 of the following 

calendar year, subject to the Employer's operational needs and scheduling requirements. I f 

any compensatory time earned in December is not used by March 3 1 of the following 

calendar year, the employee will be compensated for said time earned in the form of cash 

instead of compensatory time. 

Section 3.6 Reporting Pay 

A n employee who reports for work at her/his assigned day and starting time, 

withcnit having been previously notified at his/her last known address or telephone 

number, as recorded in the personnel file, at least three (3) hours prior to starting time to 

report, shall be given a minimum of two (2) hours work or two (2) hours pay. However, the 

foregoirig obligation shall not apply in the event the failure to provide work is because of 

an emergency, an Act of God, a failure of heat, light or power, or by any other cause 

beyond the control of the City. The employee must accept any nursing job to which 

she/he may be assigned. 

Section 3.7 Call-in Pay 

Employees called in on a scheduled work day to work hours outside their scheduled 

work hours, where the call-in hours are not contiguous to the beginning or end of the 

employee's scheduled work day, shall receive a minimum of two (2) hours of pay at the 

employee's regular straight time hourly rate i n the f o r m of cash compensatory time, 

beginning from the time they arrive at the designated work location. 



ARTICLE IV 

WAGES. INSURANCE AND ALLOWANCE 

Section 4.1 Wages 

fa=i=t^=»layees-^vill-be-pi:Hd-in-ae<:':<^>rdance wi-r4̂ -the-StdiH=y-Sehedn-les attached-l'ter-tH ê-a;̂  

A-pp<:M=>dix A, whiel=i-wil-l reflect rJ '̂-fx l̂l-ewiî g-wage adju^tineiH^ 

(-a) Effective on the first day of-tlK? first full payreH-per-iod-ft̂ llewi+"iî -̂ehe-̂ ii=ia 1 

date of-ra-tifiea-tien-ef-trhis Agreement, Grade 6 ef-tlK; salary .sel=iedule for Public Health 

NtH--s€41-I-s-(Sel=H,tkile SZ) shall be adjusted so that (1) the new'--Fate-fer--eat̂ =t--ste}H^¥-tb'a-t 

gfade-̂ '̂ iil4?€-eq-ual to the current Qanuary 1, 2-Q12) rate for-die following-step (i.e., the-new 

efttr-aiiee-rat-e-will-lje-eq-ual to the January 1, 2042 Step 2 raterdie new Ste|?-3-̂ --arc will be 

eej-ual-to the Januat^ 1, 2Q4-3-Ste|>--3-rateretc.); and (2) tj-ie new Step-l-O-r-ate will be-eq-uttl-t-o 

step in Grade-6-ffl-aeeor-dance with the City's tr-adifional and Iifstorical practicef^-wtt-b 

respect to re-grades. 

(b) Effective on the-fir-st-dtt^f the first futi-payr-eH-per-ied-following t4=ie4i«al 

date of-t-atifleatien-ef-this Agreement, Grade 7 ef-the salary sel̂ iedule for Public Health 

Nw-se4Vs (Schedule SZ)-slvall-be-ndji-t^tcd so that (1) th-e-new rate fer-^.^b step in t4=fat 

grade will be cqual-t-e-tbe-ew-fent Qs'Uiuary 1, 2042) rate for the following step (i.e., the new 

entrance rat:e^ytl4-be equal to the January 1, 2012 Step 2 rate, t4̂ c new St-ep 2 rate will be 

eq-uijd-t-o the January 1, 2012 Stiî ^ -̂S-ratereter); and (2) the-ne^v Step 10-rate will be eqml-ti3 

the J-antiat-y 1, 2012 Step 7 rate-of-Gfade-§-of the Sched-ule-S salary sebedule f"or Register-iHl 

Nitrses- Incumbent cm-pleyees4n-Gi-ade 7 will be {-ilaecd in the appropriate step-i-n Grade 7 

in accordanee-with the City's traditional and historical practices with respeet-to re-gradesT 

— (-e^4i=>-atldition, effective on 1/1/1-6, the City will adjtist the wages-for all PH4sH44s 

aftd4V-ir43y-l^^ 

(a) Effective 7/1/18, the adjusted SZ Salary Schedule as attached will be 

implemented. This adjustment reflects that, effective 7/1/18, employees normal 

work week will no longer consist of 35 hours worked; their normal work day will 

no longer consist of eight (8) consecutive hours, including seven (7) hours worked 

per day, and their normal shift wi l l no longer consist of seven (7) hours of work, 

an unpaid lunch period of one hour, and two (2) paid fifteen (15) minute rest 

periods. Instead, effective 7/1/18, employees normal workweek shall consist of 
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thirty seven and one-half (37.5) hours worked; their normal work day shall 

consists of eight (8) consecutive hours, including seven and one-half (7.5) hours 

worked pay day, and their normal shift shall consist of seven and one-half (7.5) 

hours of work, an unpaid lunch period of one-half (1/2) hour, and two (2) paid 

fifteen (15) minute rest periods. 

(b) Effective on the dates below, the City w i l l adjust the wages for the P H N Il ls 

and IVs as follows: 

Effective 7/1/20 2.0% 

Effective 7/1/21 1.0% 

Section 4-2 Pay During Absence 

A l l leaves of absence or other time off shall be without pay except as otherwise 

expressly provided in Article V of this Agreement. 

Section 4.3 Pay on Promotion or Transfer 

Employees promoted or transferred to a different job title shall be compensated in 

accordance with the then current Regulations Governing the Administration of the 

Compensation Plan and Employee benefits for Classified Positions Set Forth in the 

Annual Appropriation Ordinance. 

Section 4-4 No Pay During Strikes or Lockout 

Employees shall not be entitled to any wages or benefits whatsoever if, despite all 

efforts to maintain peace, they are engaged in a strike, work stoppage, walkout or other 

interruption of work, or are locked out by the Employer. 

Section 4-5 Life Insurance 

(a) The Employer agrees to provide .$25,000 Group Term Life Insurance at no 

cost to the employee, subject to Section 4-8 below. Employees must complete a Cit>' of 

Chicago Group Term Life Insurance enrollment form set, including the employee 

beneficiary section of the form set, in order to qualify for coverage in the Basic Group 

Term Life Plan. The failure of the employee to complete the enrollment form set will 

result in termination of the employee's Basic Group Term Life Insurance coverage. 

(b) The Employer agrees to provide procedures for employees to purchase 

Group Term Life Insurance, and Universal Life Insurance, in addition to the basic Group 

Term Life Insurance coverage described above, at additional cost to the employee. Such 

options are outlined in Appendix B of this Agreement. 
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Section 4-6 Flealth Insurance 

(a) The Employer shall provide to employees and their eligible dependents 

Group Health, Dental and Vision Care as set forth in Appendix C of this Agreement, 

subject ro Section 4.8 below. If any other bargaining unit of employees of the Employer is 

reqLiired to pay less in premium contributions or receive higher benefit levels under the 

medical care plan, then this unit of employees shall ]iay the same and/or receive the same 

benefit levels. 

(h) Family Coverage: Where both husband and wife or other family members 

eligible luider one family coverage are employed by the Employer, the Employer shall pay 

for only one family insurance or fimiily health plan. 

(c) Maintenance of Insurance: The current practice permitting employees to 

use vacation or other time due during an illness in order to keep his/her insurance in 

effect shall continue for the term ofthe Agreement. 

(d) Employees who participate in the Employer medical plan or an HMO 
shall make the following contributions toward their health care coverage, based on 
the applicable percentage of their base salary, subject to the then applicable salary cap: 

Salary 
Single Employee + 1 Family Cap 

July 1, 2017 1.2921% 1.9854% 2.4765 $90,000 
July 1,2018 1.7921% 2.4854% 2.9765% $100,000 
January 1, 2019 2.2921% 2.9854% 3.4765% $115,000 
January 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

All contributions shall be made on a pre-tax basis and are payable on a per pay 

period basis. 

(e) Effective January 1, 2019, prescription drug benefits shall be subject to an 
annual deductible of $35 per household. Effective January 1, 2021, 
prescription drug benefits shall be subject to an annual deductible of $75 per 
household. 

Section 4-7 Plans Administration 

The iiisuranee plans are provided through contracts between the Employer and 

insurance companies and/or plan administrators. These plans, and matters concerning 

their administration, are not subject to grievance or arbitration. To the extent that there 

may be any conflict between said plans and this Agreement, the provisions ofthe plans 

shall prevail. Detailed information regarding the plans will be made available upon request 

at reasonable times. 

10 



Section 4.8 loint Labor Management Cooperation ("ommirtee on Health Care 

(a) The Employer and the Union (the "Parties") agree to be bound by 

determinations and recommendations of the Joint Labor Management Cooperation 

Committee ("LMCC") negotiated bet\veen the Employer and the Coalition of Unionized 

Public Employees ("COUPE") and created pursuant to applicable state and federal law. 

The purpose of the LMCC is to research and make recommendations and decisions within 

its autluM'ity related to the achievement of significant and measurable savings in the cost of 

employee health care during the term of this Agreement. The LMCC Agreement and 

Declaration of Trust (" Frust Agreement") is attached to this Agreement as Appendix D. 

(b) The Trust Agreement shall address, without limitation, the following: 

1. Formation of a Committee to govern the LMCC consisting of up to 

thirty (30) Trustees, with half of the Trustees to be appointed by the Employer, and half to 

be appointed by unions who represent employees ofthe Employer, and who have also 

agreed to participate in the LMCC ("Participating Labor Unions"). 

2. Appointment by the City and Participating Labor Unions of a Co-

Chair and Vice-Cochair as designated in the Trust Agreement. 

3. Authority of the LMCC to make recommendations and 

modifications in the health plan expected to result in savings and cost containment. 

4. Establishment of a Trust Fund with contributions provided by the 

City of Chicago and third parties. 

( c ) Beginning no later than 2020, members of the Teamsters Nurses 
bargaining unit will be subject to the Plan Design changes implemented through the 
LMCC resulting from the commitment in the COUPE collective bargaining agreements 
to achieve savings in the targeted amount provided for in those agreements. In the event 
such changes are implemented earlier than 2020, members of the Teamsters Nurses 
bargaining unit shall be subject to such changes at the same time as the rest of the 
LMCC. 

Section 4.9 Reduction from Full Time to Part Time Status 

Employees will not be reduced from full-time to part-time status solely to avoid the 

payment of fringe benefits luider this Agreement. 

Section 4.10 Automobile Reimbursement 

Employees who are required by the Employer to use their own automobiles in the 
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performance of their job shall receive mileage reimbursement at the then effective rate 

recognized by the Internal Rex'cnue Ser\'ice, with a maximum of $550 per month, 

beginning on the effective date of ratification of this Agreement. Thereafter, the 

maximum reimbursement will increase effective each Februai^ 1 by the percentage increase 

in the Transportation Expenditure Category of the Consimier Price Index for A l l Urban 

Consumers (CPI-U): U.S. City Average for the previous year, as rounded to the nearest $5 

increment. Employees seeking mileage reimbursement must submit that request on a form 

provided by the Employer. Payment for mileage expenses will be made on a monthly basis. 

In the event that during the life of this Agreement the Employer shall implement for any 

group of employees an automobile ex]:)ense reimbursement program which is more 

favorable to employees than the provisions of this paragraph, upon notice from the Union, 

the Employer wil l meet and discuss with representatives of the Union the possible 

application of said new program to employees covered by this Agreement. 

Section 4-11 Relief in Higher Classification 

A n employee who is directed to and does perform substantially all of the duties and 

responsibilities of a higher rated classification within the bargaining unit to the satisfaction 

of the Employer for five (5) days shall be paid at the higher rate. Employees paid for acting 

in a higher-rated job shall be paid as if they had been promoted to the higher-rated job. An 

employee who is reciuested by the Employer to assume substantially all of the duties and 

responsibilities of a higher rated classification outside of the bargaining luiit will not be 

paid at the higher rate, but may accept or decline the assignment. 

The time limits for any assignments to higher-rated jobs shall be ninety (90) days, 

except where a regular incumbent is on leave of absence, in which case it shall be six (6) 

months. The time limits may be extended by mutual agreement of parties. The Employer 

shall not arbitrarily remove employees out of the higher classification solely to defeat the 

purpose ĉ f this section. 

The Employer wil l equitably rotate assignments to higher rated jobs on the basis of 

seniority amcMig the employees at the work location who have the then present ability to do 

the job without further training. In the event the Employer makes a rotational assignment 

to a higher rated job out of seniority order, the Employer will notify the Union, and, 

following a request f rom the Union, wil l meet and discuss the Employer's rationale for 

doing so, as well as its plan for rotating such future assignments at that work location. 

Section 4-1 2 Uni form Allowance 

Each employee who is required to wear a uniform by the Employer will continue 

to receive a uniform allowance of $600 per year, in accordance with current prncticc. 

Employees may purchase uniforms from the store of their choice; provided, however, they 

follow the policies issued by the Employer from time to time. Notwithstanding the 
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language above, nothing herein prevents the Employer from establishing a uniform 

voucher system, a commissary, etc., and requiring employees to obtain their imiforms 

from a required vendor and reimbursing employees only for the cost of the imiform. 

ARTICLE V 

ABSENCE FROM WORK 

Section 5.1 Flolidays 

(a) An employee is eligible for the following holidays: 

1. New Year's I.')ay 

2. Dr. Martin Luther King's Birthday 

3. Lincoln's Birthday 

4. Washington's Birthday 

5. Casimir Pulaski Day 

6. Memorial Day 

7. Independence Day 

8. Labor Day 

9. Colimibus Day 

10. Veteran's Day 

11. Thanksgiving Day 

12. Christmas Day 

In addition to the foregoing tv.'elvc (12) paid holidays, employees shall receive one 

(1) personal day, which shall be granted in accordance with the current practices of the 

Employer. 

(b) In order to qualify, an employee should otherwise have been scheduled to 

work on such day if it had not been observed as a holiday, or if she/he were not on 

, vacation at that time. Any paid holiday in the pay period shall be counted as a regular 

working day. If an employee is absent without pay on the last working day preceding or the 

first working day following such holiday, the holiday shall be cc")nsidered as an additional 

day absent without pay. 

(c) When any of the above listed holidays falls on a Saturday or Sunday, the 

closest workday, Friday or Monday, will be recognized as the holiday. 

(d) When an employee who is authorized to work and does work one of the 

recognized holidays, all hours worked on said holiday shall be compensated for in the form 

of compensatory time or cash, at the employee's election, at one and one-half times the 

regular hourly rate of pay, on the basis of completed fifteen (15) minute segments. 
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Notice of the employee's election shall be made no later than the first regular workday 

following the holiday on which the employee performed said work. 

(e) Failure to Report to Work on a Scheduled Holiday 

If an employee is scheduled ro work on a Floliday and fails to report tor work, the 

employee shall forfeit his/her right to pay for that piud scheduled holiday. An employee 

may utilize any available time, in accordance with the applicable Employer policy. 

Section 5.2 Vacations 

(a) Employees shall be eligible for paid vacations as of January' 1 of each year 

following the year in which they were employed. An employee will earn the following 

amounts of paid vacation, based on such employee's continuous service prior to July I : 

Length of Ser\4ce Vacation 

Less than 4 years 13 working days 

4 to 8 years 18 working days 

9 years or more 23 working days 

(b) Vacation leave earned will be determined by dividing the number of 

months worked in the prior year by twelve (12) and then multiplying by the number of 

yearly vacation days based on service. Any fraction will be rounded off to the nearest 

whole number of days. Ariy month in which the employee worked for at least 50% of the 

time shall be credited for purposes of computing vacation leave. 

(c) On termination an employee shall be paid for her/his accrued and pro rata 

vacation, except where she/he was discharged for serious misconduct (i.e., violent acts, 

criminal acts, drug arid alcohol violations on the job, or gross insubordination.) 

An employee who resigns in lieu of discharge is entitled to the amount of vacation pay in 

his/her bank at the time of resignation. 

(d) In the event of the death of an employee while in the employ ofthe 

Employer, her/his accrued vacation pay shall be paid to her/his spouse or legal 

representative. Payment to either shall relieve the Employer from any further liability. 

(e) By January 31 of each calendar year, employees may submit their 

preferences for utilization of vacation time for the ensuing year to the Employer in writing. 

The recjuest must set forth the beginning and ending date ofthe c4esired vacation. In 

establishing vacation schedules, the Employer shall consider both the employee's 

preference and the operating needs of the Employer. Where the Employer is unable to 

grant vacation preferences for all employees within a position classification within a facility', 
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but is able to grant some, the preferred vacation periods will be granted on the basis of 

total continuous service. 

(0 Employees who file their preference by January 3 1 shall be notified of the 

vacation schedules not later than Apri l 1 of that vacation year. 

SecticMT 5.3 Forfeit of Vacation 

Al l earned vacation leave not taken in the vacation year it is due shall be forfeited, 

unless the employee was denied vacation by the Employer, or the employee was iuial.)le to 

take vacation because the employee was on an approved leave of absence, including a duty 

disability leave of absence, during the vacation period. Notwithstanding the foregoing, if 

an employee still has unused vacation time during the fourth cjuarter o f the vacation year, 

the employee upon giving written ncuification to the Employer before December 15 of the 

vacation year, may carry over no more than three (3) such days into the next vacation year. 

Effective the first f u l l calendar year following ratification of the Agreement by City 

Council, employees who have completed ten (10) or more years of continuous ser\'ice 

may carry over no more than five (5) such days into the next vacation year. A l l such 

vacation days deferred in this fashion must be scheduled upon mutual agreement of the 

Employer and employee and taken before June 30 of the vacation year into which they are 

carried over. Employees on duty disability shall retain any vacation leave earned prior to 

being placed on duty disability leave, together with all vacation time earned during the 

period of duty disability for the 12 months following the date on which the persoii became 

disabled, and shall be entitled to use such vacation time within 12 months following their 

return to work. 

Section 5.4 Sick Leave 

(a) Each employee may be allotted sick leave with pay for periods not exceeding 

twelve (12) working days in the aggregate during each calendar year on account of sickness, 

or related cause of absence, which may be considered by the department head a sufficient 

and legitimate excuse for the employee's failure to be present and in attendance upon her 

duties. Each employee appointed after January 1 of the calendar year shall be allowed sick 

leave at the rate of one day for each month of employment through E)ecember 31 of that 

year. Sick leave may be used in accordance with the City of Chicago Personnel Rules, 

Rule X X V I I I . 

Sick leave credit shall accrue to a nifiximum of two himdred (200) work days at the 

rate of rwelve (12) days per year less days of sick leave used. Sick leave not taken at the time 

of termination shall cease and end all rights for compensation. Sick leave accrued while 

working for another public agency shall not be transferable. 
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(b) Employees shall accrue sick time at the rate of one (1) day on the first day 

of the month for each month cif emplc)ymenr. In the event an employee, or a member of 

the employee's immediate family, experiences a serious health condition within the 

meaning ofthe Family and Medical Leave Act, upon request ofthe employee, the 

Emi^loyer will make available to said employee up to the full amoimt of sick time the 

employee would have accrued for the remainder of that calendar year as if he/she were 

actively employee ,̂ in order to cover the absence resulting from the condition in question, 

subject to reimbursement. Should the employee's, or his/her immediate family member's 

serious health condition reciuire the employee to be absent into the next calendar year, 

upon request ofthe employee, the Employer will make available to said employee up to the 

full amount of sick time the employee would have accrued for that calendar year as if 

he/she were actively employed, subject to reimbursement. Upon his/her return to work, 

the employee will begin to accrue sick time with the start of the next calendar year. The 

Employer reserves the right to require an employee to provide documentation of the illness 

in question. Immediate family or immediate family members are defined in the City of 

Chicago Personnel Rules, Rule X X V I I I , Section 2. 

Section 5.5 Jury Duty 

An employee who serves on a jury or is subject to proper subpoena (except if the 

employee is party to non-work related litigation) shall be granted a leave of absence with 

pay during the term of such absence, provided that the employee deposits his/her jury duty 

pay with the City Comptroller for those days which he/she was scheduled to work for the 

Employer and receives pay or compensatory time for said work. 

Section 5.6 Bereavement Pay 

In the event of a death in an employee's immediate family or domestic partiier, 

such employee shall be entitled to a leave of absence up to a maximum of three (3) 

consecutive days including the day ofthe funeral. Where death occurs and the funeral is 

to be held out of Illinois and beyond the states contiguous thereto, the employee shall be 

entitled to a maximum of five consecutive days to attend the funeral. The five consecutive 

days shall include the day of the funeral. During such leave, an hourly employee shall 

receive hfs/her regular straight time pay for such time as he/she is required to be away 

from work during his/her regularly scheduled hours of work. Salaried employees shall 

receive the leave of absence without additioiial compensation. 

The employee's immediate family shall be defined as: mother, father, husbatid, 

wife, brother or sister (including step or half), son or daughter (includiiig step or adopted), 
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father-in-law, mother-in-law, daughter-in-law, son-in-law, sister-in-law, brother-in-law, 

grandparents and grandchildren, court-appointed legal guardian, and a person for whom 

the employee is a coiirt-appointed legal guardian. The emj^iloyer may, at its option, require 

the employee to submit satisf:\ctory proof of death and/or proof of the relationship of the 

deceased tĉ  the employee. Domestic partners are defined as two persons regardless of their 

gender, who have a close personal relationship, sharing the same regular and permanent 

residence for at least six months; are each eight:een years of age or older; nor married to 

anyone; not related by blood closer than would bar marriage in the State of Illinois; and 

are each other's sole domestic jiartner, responsible for each other's common welfare and 

jointly sharing their financial resjionsiljilities. To c]ualify as a "domestic partner" under 

this section, the employee must register the domestic partner's name with the City of 

Chicago. 

Section 5.7 Military Leave 

Any employee who is a member of a reser\'e force of the United States or of the 

State of Illinois, other than the National Guard, and who is ordered by the appropriate 

authorities to attend a training program or perform other duties under the supervision of 

the United States or the State of Illinois, shall be granted a paid leave of absence during 

the period of such activity, but not to exceed fourteen (14) calendar days in any calendar 

year, provided that employees shall, as a condition precedent to payment, deposit his/her 

military pay for all days compensated by the Employer with the City Comptroller. 

Ally employee who is a member o f the National Guard of the United States or of 

the State of Illinois and who is ordered by the appropriate authorities to attend a training 

program or perform other duties under the super\'ision of the United States or the State of 

Illinois, shall be granted a paid leave of absence during the period of such activity, but not 

to exceed fifteen (15) calendar days in any calendar year, provided that employees shall, as a 

condition precedent to payment, deposit his/her military pay for all days compensated by 

the Employer with the City Comptroller. Any reser\dst called for active duty on or after 

September 11, 2001 shall be entitled to fu l l salary and medical benefits, provided that paid 

leave shall be conditioned upon payment of military pay to the Comptroller. The right to 

this additional paid leave shall automatically terminate upon termination of active duty. 

Section 5.8 Family and Medical Leave 

Employees who have been employed a minimum of twelve (12) months, and who 

have worked at least 1,250 hours in the preceding twelve (12) months, shall be entitled to 

up to twelve (12) weeks unpaid leave within a twelve (12) month period for any of the 

following reasons: 
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(a) For the birth ofthe employee's child and to care for such child; 

(b) For the placement of a child with the employee for adoption or foster care; 

(c) To care for the employee's spouse, child or parent with a serious health 

condition; and 

(d) Due to a serious health condition affecting the employee. 

Employees may, but are not required, to elect to use accumulated paid vacation 

and/or unused paid sick leave or other accrued time toward this leave, according to the 

City's policies. 

All such leaves are subject to the provisions of the Family and Medical Leave Act and 

the regulations thereunder, as well as the policies and procedures of the Employer in effect 

as of the date of this Agreement. 

Such leave is concurrent with, and not in addition to, the unpaid leave provided for 

above. Employees may elect to substitute any accumulated paid leave for any portion of 

unpaid FMLA leave, or may take such unpaid FMLA leave following any paid leave for 

which the employee may be eligible and elects to use. 

During any leave taken pursuant to this provision, the employee's health care 

coverage shall be maintained as if the employee was working, and seniority shall accrue. 

The Employer shall pay its portion ofthe employee's insurance (individual or family) 

for the time period the employee is on FMLA leave, and the employee shall pay bis/her 

portion of the insurance during that time period. 

Section 5.9 Medical Leave 

Non-probationary employees shall be granted medical leaves of absence upon request. 

Said medical leaves of absence shall be granted for up to three (3) months, provided said 

leaves shall be renewable for like three-month periods, for a total medical leave of absence 

up to one (1) year. The Employer may request satisfactory proof of medical leaves of 
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absence. Employees on medical leaves of absence shall return ro work promj.itly after their 

doctor releases them to return to work. An employee on a medical leave of absence shall 

be returned to work upon the expiration of his/her leave, provided t;he employee has 

complied with the Employer's procedure which shall be provided to the employee prior to 

the start of said leave. If an employee is granted an extension ol his/her leave, be/she shall 

be returned to work upon the expiration ofthe leave's extension, provided the employee 

has complied with the Employer's procedures. 

Seniority shall accumulate for employees on medical leaves of absence for only up to 

one (1) year. After one (1) year, an employee on a medical leave of absence shall retain, but 

not accumulate seniority. 

Employees who return from a medical leave of absence within one (1) year shall be 

reinstated to: 

(a) their former position if it is vacant; if not: 

(b) a vacant position in the same classification; if none available: 

(c) bump the least senior employee in the sanie classification, provided the 

employee returning from the Leave of Absence has more seniority than the 

least senior employee, who shall be subject to the lay off and recall 

provisions of Section 6.6. 

Section 5.10 Personal Leave 

Non-probationary employees may apply for leaves of absence without pay for personal 

reasons. The grant and duration of such leaves shall be within the discretion of the 

Employer. Seniority shall accimiulate for employees on said leaves. Emjjloyees who return 

from said leaves shall be reinstated to their former job subject to the layoff, recall and break 

in sers'ice provisions of this Agreement. 

Employees shall be granted personal leaves of absence without pay for a period of up 

to one (1) year for the purpose of providing necessary care, full-time supervision, custody or 

nonprofessional treatment for a member of the employee's immediate family or household 

under circumstances temporarily inconsistent with employee's iminterrupted performance 
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of his/her normal job duties, if satisfactory proof of the need for and duration of such 

leave is provided to the Employer. Such leaves shall be granted under the same terms and 

conditions as set forth above. 

Employees who return from a personal leave of absence within one (1) year shall be 

reinstated to: . 

(a) their former position if it is vacant; i f not: 

(b) a vacant position in the same classification; if none available: 

(c) bump the least senior employee in the same classification, provided the 

employee returning from the Leave of Absence has more seniority' than the 

least senior employee, who shall be subject to the layoff and recall 

provisions of Section 6.6. 

Section 5.11 Duty Disability 

Any employee who has been granted Duty Disability benefits shall be granted a Leave 

of Absence. The Employer will mail the initial Duty Disability payment within ten (10) 

working days upon receipt of verified authorization from the approving authority. 

Contingent upon continued verified authorization, subsequent payment will be made twice 

a month. I f Duty Disability is denied, and such denial is later reversed, the employee shall 

be paid up to the date the amount the employee was eligible to receive, less any other 

disability payments received by the employee, subject to the same terms and conditions 

identified in this paragraph. Employees who return from said leaves shall be reinstated to 

their former job classification, if there is a vacancy in said classification, or if a position in 

said classification is then occupied by an employee with lower seniority. I f the employee's 

former job classification is not available because the employee would have been laid off, i f 

the employee had not been on a Leave of Absence, the employee may exercise seniority 

rights in accordance with and subject to the layoff, recall and break-in-service provisions of 

this Agreement. A n employee granted Duty Disability' shall continue to receive fu l l benefits 

for any period he/she is on said leave in accordance with current practice. 

Section 5.12 Religious Day Accommodation 
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A n employee whose religious beliefs require that be/she not work when scheduled on a 

religious holiday shall be granted said time off. The employee may use time earned or 

may take the day off without pay. 

A n employee requesting this accommodation shall notify the Department Head or 

designee in writ ing at least five (5) calendar days in advance of the religious holid.ay. I f 

writ ten notification occurs less than five (5) calendar days i n advance of the religious 

holiday, said rec^uest shall be granted at the Employer's discretion based on operational 

needs. Such requests shall not be unreasonably denied. 

A R T I C L E V I 

SENIORITY 

Section 6.1 Definition of Seniorit\' of Continuous Service 

The term "seniority" anc4 "continuous service" shall mean the same thing they are 

defined and used in this Agreement. Seniority or continuous service means continuous 

paid employment from the employee's last date of hire by the City, without a break or 

interruption in such paid employment, and regardless of job classification or department. 

An employee earns continuous serx'ice credit even though he or she is not paid for: 

(a) an absence where the employee is adjudged eligible for duty disability 

compensation; 

(b) an approved Family and Medical Leave of absence; 

(c) an approved medical leave of absence of one year or less; or 

(d) an approved personal leave of absence of one year or less. 

In the event two (2) or more employees have the same seniority' date, a lottery shall be 

conducted to break seniority ties. 
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Serx'ice requirements for advancement within the salary ranges of Appendix A shall have 

the implication of continuous ser\'ice with the City of Chicago. For purposes of 

determining eligibility for longevity pay increases and in determining an employee's 

vacation benefits, seniority or continuc>us ser\'ice shall meaî  sen'ice for the Employer 

regardless of job title or department. 

Section 6.2 Probation/Career Service Status 

New emj.iloyees will be regarded as probationary employees for the first six (6) 

months of employment and will receive no seniority or continuous ser\'ice credit during 

such probatiofiary period. Any period of absence from work in excess of ten (10) days shall 

extend the probationary period for a period of tinie equal to the absence. Probationary 

employees continuing in the ser\'ice ofthe employer beyond their probationary period shall 

be career ser\'ice employees and shall have their seniority made retroactive to the date of 

their original hiring. ProI)atioriary employees may be disciplined or discharged as 

exclusively determined by the Employer and such Employer action shall not be subject to 

the grievance procedure, provided that, if the Employer, within its discretion, rehires a 

former employee who did not complete his/her probationary period within one (1) year 

from the employee's termination, and said former employee had served ninety (90) days or 

more of hfs/her probationary period, all time previously served in the probationary period 

shall be counted for purposes for determining when the said employee completes his/her 

probationary period. A probationary employee who has ser\'ed ninety (90) days or more of 

hfs/her probationary period and who is laid off shall be given preference over other 

applicants for employment in the same job title in the department from which he/she was 

laid off, so long as he/she does not refuse an offer of employment, and does not suffer a 

break in service under Section 6.4 of this Agreement. 

Probationary employees shall not be eligible for dental or vision insurance but shall 

receive all other benefits under this Agreement. Probationary employees shall be 

compensated at the same rate as career service employees. 

This Section 6.2 shall not apply to any new employee who, at the time of his/her 

hire as a PHN III or PHN IV, was already employed in a City job classification in which 

he/she held Career Serx'ice status. 

Section 6.3 Interruption in Service 

Employees who work a minimum of eighty (80) hours per month shall be credited 

with Continuous Service for time worked. Continuous Service credit will not be earned 
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for absences without leave, absences due to suspension, or for any other unjiaid leave or 

other interruption in ser\'ice not specifically referenced in Section 6.1 above. 

Section 6.4 Break in Service 

Seniority or Continuous Sendee of an employee is broken, the employment 

relationship is terminated, and the emplcjyee shall have no right to be rehired, 

notwithstanding the provisions of any ordinance cjr rule to the contrary, if the employee: 

(a) quits or resigns; 

(b) is discharged for cause; 

(c) retires; 

(d) is absent for five (5) consecutive work days without notifying the employee's 

authorized Employer representative unless circumstances preclude the 

employee, or someone on the employee's behalf, from giving such notice; 

(e) fails to return to work at the expiration of an authorized Leave of Absence, 

unless there are extenuating circumstances which prohibit the employee 

from returning to work on the expiration of the leave; 

(f) does not actively work for the Employer for twelve (12) months for any 

reason except military serx'ice, approved Union or medical leave of absence, 

or duty disability leave; 

(g) is on layoff for more than twelve (12) consecutive months where the 

employee has less than five (5) years of serx'ice at the time the layoff began; 

(h) is oti layoff for more than two (2) years if the employee has five (5) years of 

service or more at the time the layoff l.iegan. 

Section 6.5 Filling Of Permanent Vacancies 

(a) The Employer shall determine if there is a permanent vacancy to be filled 

prior to posting of that vacancy. 

(b) Employees within a department who desire a change in shift, day(s) off or 
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location of their job assignment shall request such change in writing on the Employer's 

form at any time for the remainder of the calendar year. A list of all transfer requests on 

file for employees will be sent to the Union monthly. 

(c) When filling a vacancy, the Employer shall select the most senior employee 

in the job classification in the Department who has such a request on file prior to any 

notice of posting being sent to the Union, prcn'ided the employee has the present ability to 

perfc^rm the retjuired work without further training after a reasonable amount of 

orientation. The Employer shall give the LInion a list of newly transferred employees by 

Department once a month. Any employee transferred may not seek aiiother transfer for 6 

months. 

(d) When filling a vacancy and there are no said employees who have requests 

on file prior to any notice of posting being sent to the Union, the Employer shall select the 

employee in the job classification in the Department from the recall or reinstatement list, i f 

any, in accordance with the recall procedures in this Agreement. 

(e) When filling a PHN IV vacancy and there are no said employees who have 

requests on file prior to any notice of posting beirig sent to the Union, and there are no 

eligible employees on said recall or reinstatement lists, the Employer shall post the job for 

bidding. 

(f) A l l permanent PHN IV vacancies covered by this Agreement not filled as 

provided above shall be posted on a designated bulletin board at each work-site and at 

other appropriate locations as designated by the Employer. The permanent vacancy shall 

be posted for fourteen (14) calendar days. There shall be written notification to the Union 

o f the posting of said vacancies at least one day prior to it being posted. The posting shall 

contain at least the following: job title, qualifications, hours, work location(s), pay grade 

and person to whom the job bid should be submitted. The posting shall also include any 

additional qualifications and duties recjuired by the EtTiployer for the position(s) posted. 

(g) Any PHN I I I may apply for any PHN IV position covered by this 

Agreement by submitting a bid ajiplication during the posting period. A n employee shall 

not be allowed to bid on his/her own classification. 
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(h) Al l bidders for permanent vacancies shall meet the minimum qualifications 

for the job in order to be considered for selection hy the Employer. Qualified employees 

shall be given an equal opportunity with other applicants to bid on jobs which are 

determined to be permanently vacant by the Emj^loyer. I f the Employer determines that 

two or more ai-)plicants are ec-[ually qualified to perform the work required, the Employer 

shall give preference to employee applicants over non-employee applicants. 

If selecting between employee applicants the Employer determines to be equally 

qualified to perform the work required, the Employer shall select the most senior of those 

employee applicants. The Employer shall determine whether employee applicants are 

"equally cjualified" based upon relevant evidence of performance, experience, training, 

proven ability' and similar criteria related to the vacancy. 

Bidders who are not selected shall be so notified by the Department Head. A copy of 

the bid list with seniority dates and the name of the successful bidder identified, shall be 

sent to the Union. 

During the posting, bidding and selection process, the Employer may temporarily f i l l 

the vacancy. 

(i) The successful bidder for any jobs under this Section shall have an 

evaluation period, not to exceed sixty (60) days, to demonstrate that he or she can perform 

the job. I f the Employer has just cause based upon the employee's job performance at any 

time during that period that the successful bidder cannot perform the job, or if the 

successful bidder desires to return to his/her former job, then the successful bidder shall be 

returned to the job be/she held just prior to the awarding of the bid, displacing, if 

necessary, any employee who has been placed into said job. 

Section 6.6 Layoff and Recall 

(a) The Employer shall notify the Union and the affected employees in writing 

at least thirty (30) calendar days in advance of any layoff under this subsection, except 

when layoffs occur as a result of grant funds being reduced or eliminated. WHiere layoffs 

occur as a result of grant funds being reduced or eliminated and the Employer is unable to 

give at least thirty (30) calendar days notice, the Employer shall give the Union and the 

affected employees at least fourteen (14) calendar days notice of any layoff. 
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(b) All layoffs shall be by job classification within the Department. 

(c) Non-Career Sen'ice employees within the affected job classification shall 

be terminated prior to any Career Sen'ice employees in that job classification being laid off. 

(d) Where ability, skill and efficiency are equal, employees shall be laid off in 

order of their seniority, provided that the Emi?loyer may retain employees with special 

knowledge or skills. 

(e) An employee subject to layoff shall have first priority to fill a job in an equal 

or lower-graded bargaining unit classification, in the Department, which the Employer has 

deemed vacant, in lieu of layoff, provided the said employee has the then present ability to 

perform the recjuired work without further training after a reasonable period of 

orientation. Said offers shall be by seniority. If the employee accepts a vacant job, the 

Employer will afford the employee an evaluation period of up to ninety (90) days to 

demonstrate that he/she can perform the job. If the Employer, based on the employee's 

job performance at any time during that period, has just cause to believe that the 

employee cannot perform the job, the Union shall be notified and the employee shall be 

placed on the layoff list and shall have no further rights to bump of fill other vacancies 

prior to being laid off. The Employer shall notify the Union and the employee in 

advance of returning the employee to layoff if it appears to the Employer that the 

employee cannot perform the job. The Employer shall provide the Union with a list of the 

department vacancies, including the hours of work and location, if known, of available 

positions, prior to any movement of employees. If an employee subject to layoff is unable 

to fill a job in an equal or lower-graded bargaining unit classification under this subsection, 

the employee subject to layoff may displace (bump) the least senior employee, if aiiy, in the 

most recent lower bargaining unit job title the employee to be laid off held in the 

Department, provided the employee bumping has the then present ability to perform the 

job without further training after a reasonable period of orientation, and provided further 

that the employee bumping has greater seniority than the employee being displaced. The 

Employer will afford the employee who is bumping an evaluation period of up to ninety 

(90) days to demonstrate that be/she can perform the job. If the Employer, based on the 

employee's job performance at any time during that period, has just cause to believe that 

the employee cannot perform the job, the Union shall be notified and the employee 

shall be placed on the layoff list and shall have no further rights to bump of fill other 

vacancies prior to being laid off. The Employer shall notify the Union and the employee 
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in advance of returning the employee to layoff if it appears to the Employer that the 

employee cannot perform the job. 

(f) Laid off emiiloyees shall be placed on a layoff list, and shall retain and 

acciunulate seniority and ccMitinuous sen'ice credit while on layoff, subject to the break-in-

scn'ice provisions of this Agreement. 

(g) Empkiyees shall be recalled in the reverse order of layoff, provided the 

employee has the then present ability to perform the recjuired work without further 

training after a reasonable period of orientation. The Employer will afford the recalled 

employee an evaluation period of up to ninety (90) days to demonstrate that he/she can 

perform the job. If the Employer, based on the employee's job performance at any time 

during that period, has just cause to believe that the employee cannot perform the job, 

the Union shall be notified and the employee shall be returned to the layoff list subject 

to the break-in-service provisions of this Agreement. If such an employee is returned to 

the layoff list, the time that said employee worked during the evaluation period will not 

be counted when calculating how much time the employee has been on layoff for 

purposes of 6.4(g) and 6.4(li). 

Section 6.7 Balancing the Workforce 

Prior to taking any action pursuant to this Section, the Employer wil l notify' the 

Union of its intention to balance the workforce and, upon request, agrees to confer with 

the Union. The Employer shall provide fourteen (14) days advance notice to the Union. 

Should the Union request to confer with the Employer, said conference shall take place 

between the date the Employer provides the Union with advanced notice and the date the 

balancing of the workforce is scheduled to be implemented. I f the conference does not take 

place during said time frame because the Union has not made itself available to meet at 

reasonable times during that time frame, the Employer may proceed to balance the work 

force as set forth below. 

The Employer's movement of employees from one location, shift or day off schedule 

to another, which would otherwise be considered the fil l ing of a permanent vacancy, shall 

not be deemed a permanent vacancy if there is not a net increase in the number of 

employees in the affected classification(s) in the affected locations, shifts or day off 

schedule. 
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If the bmploycr intends to reduce the number of emjiloyces in a job classification at a 

location, and reassign them ro another location, the Employer shall seek vohuiteers among 

the employees in the affected job classification, prcivided that the volunteers have the then 

l')rescnt ability to perform the work required withoLit further training. Such employees 

shall also be permitted to volimteer for positions in the joh classification(s) at other 

locations that the Ei^iployer has declared vacant, provided that the volunteers have the 

then present ability to perform the work recjuired without further training. 

If there are more \x)lunteers than there are assignments, such reassignments shall be 

made on the basis of seniority. If there arc insufficieiit vohuiteers available, the Employer 

shall reassign employees using reverse .seiiiority, pro\'idcd that the employees have the then 

jiresent ability tĉ  jierforin the recjuired work. 

An employee being reassigned under this provision may file a transfer request (under 

the filling of vacancy article) to return to his/her original location. Said request must be 

made within sixty (60) days of reassignment, shall be valid for a jjeriod of eighteen (18) 

months after date of reassignment, and shall have j^reference over all other transfer 

requests for the original location. 

Section 6.8 Detailing 

Detailing is the temj^orary transfer of an employee to a work assignment within 

her/his job classification geographically removed from the employee's normal work site. 

Employee(s) shall normally not be detailed for more than thirty (30) days, unless the 

Emi:iloyer gives notice to the Union of its need to do so and confers with the Union upon 

request. In any event, no such assignment may extend beyond ninety (90) days without the 

agreement of the jiarties. 

The Employer shall notify the emjiloyees of the requirements for a detailing 

assignment and shall seek volunteers among the emjiloyees who are qualified to perform 

the special assignment. If there are more volunteers than needed, selection shall be made 

on the basis of seniority commencing with the most senior. I f there are insufficient 

volunteers, assignments shall be made from among the emj^loyees within the organizational 

unit where the detailing is necessary, commencing with the least senior employee with the 

present ability to j.terform the work. The Employer shall rtnate such assignments equitably 

among the available emj:)loyees. 

28 



In the event of an emergency any limitatit)ns of this Section shall be waived for a 

maximum of fifteen (15) working days. Should any emergency require a waiver of this 

section beyond fifteen (] 5) working days, the City agrees to confer with the Union 

regarding such extension. 

Section 6.9 Seniority Lists 

The Employer shall provide the Union with a seniority list annually. Each month 

the Emi:)loyer shall notify the Union of additions and deletions to that list. 

Section 6.10 Recij^rocitv 

Employees hired prior to July 9, 1985, who have rendered sen'ice to the County of 

Cook, the Chicago Park District, the Forest Presence District, the Chicago Housing 

Authority, the Metropolitai\ Sanitary District of Greater Chicago, the State of Illinois, the 

Chicago Board of Education, City Colleges of Chicago, Community College District 508, 

Public Building Commission of Chicago, Chicago Urban Transportation District, the 

Chicago Transit Authority, and the Regional Transportation Authority shall have the 

right to have the period of such service credited and counted for the purjjose of 

advancement within longevity salary schedules, provided the above interpretation of 

continuous service shall apply. Employees hired after July 9, 1985 who have rendered 

sen'ice to another employer as stated above shall not have the jDcriod of such service 

credited and counted for the j^urj^ose cjf advancement within longevity salary schedules. 

A R T I C L E V I I 

D I S C I P L I N E A N D G R I E V A N C E / A R B I T R A T I O N 

Section 7.1 Discipline 

(a) Non-probationary, Career Sen'ice en:iployees will be cJischarged or otherwise 

discijplined only for just cause. 

(b) A l l discipline of any j:)robationary or other non-Career Sen'ice employee, as 

well as all discharges, shall be excluded from the terms of this Article V l l . Discharges of 

Career Sen'ice employees shall be governed exclusively by the City of Chicago's Human 

Resources Board/Police Board Rules. For suspensions of Career Service employees of 

eleven (11) days or more, an election to arbitrate said susj^ension must be made at the time 

the apj:ieal to the Human Resources Board or Police Board is recjuired. Once the election 

to arbitrate is made, the employee forfeits further right to a Human Resources Board or 

Police Board hearing. The grievance procedure provisions herein and the Human 
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Resources Board or Police Board apjieals procedure are mutually exclusive, and no relief 

shall be available imder both. Discij^linary cases which are converted from a discharge to a 

susjiension as a result of decision ofthe Human Resources Board or Pĉ lice Board do nĉ t 

thereafter become arbitrable as a result of said decision. 

(c) The Emj.iloyer within its di.scretion niay determine whether disciplinary 

action should be an oral warning, written reJ^rimand, suspension or discharge, dejiending 

ujion various factors, such as, bur not limited to, the severity of the offense or the 

employee's jtrior record. Discij?line of non-probationary. Career Sen'ice employees shall be 

for just cause, and, for such employees, j^rincijiles of jtjrogressive discipline shall apply as set 

forth in the Personnel Rules of the City of Chicago. Such discij^Iine shall be administered 

as soon as {.practical after the Emjjloyer has had a reasonable opjiortunity to fully investigate 

the matter. In cases of oral warning, the supervisor shall inform the emĵ loyee that she/he 

is receiving an oral warning and the reasons therefore. 

For discijiline other than oral warnings, the emĵ loyee's immediate supervisor shall 

meet with the employee and notify him/her of the accusations against the emĵ loyee and 

give the employee an oi:)j:)ortuni.ty to answer said accusations. Specifically, the suj^en'isor 

shall tell the emĵ loyee the names of witnesses, if any, and make available coĵ ies of 

jDertinent documents the emjjloyee or Union is legally entitled to receive. 

If the emjjloyee requests the presence of a Union rejjresentative at a meeting, one will 

be provided, if readily available, within a reasonable time period who shall be given the 

opportunity, if the employee requests, to rebut the discipline and request further pertinent 

information. 

The Emi:)loyer will notify the union off ice in writing of the pre-disciplinary meeting at 

the time the Employer iiotifies the employee. The Employer shall not have to 

unreasonably defer or avoid its intended disciplinary action because of the unavailability of 

an employee representative, taking all of the circumstances into account. The Emjjloyer is 

not obligated to meet with the employee prior to taking disciplinary action where the 

employee is unavailable or in emergency situations. The Employer's failure to satisfy this 

Section 7.1(b) shall not in and of itself result in a reversal of the Employer's disciplinary 

action or cause the Employer to pay back jiay to the employee. 

In the event disciplinary action is taken, the employee and the Union shall be given, 

in writing, a statement of the reasons therefor. The employee shall initial a copy, notiiig 

receipt only, which shall be placed in the employee's file. 

30 



(i;) Conduct ot Disciplinary Investigations By the Inspector General's Office 

1. Supjjlementing all rights and processes due employees covered by this 

Agreement who may be the subject of a discipliiiary investigation by the Inspector General, 

the interview will be conducted in the following manner: 

A. 1 he inten'iew of the employee shall be scheduled at a reasonable time, 

preferably while the employee is on duty, or if feasible, during day shift 

hours. 

B. The int:en'iew, depending upon the allegation, will take place at the 

employee's location of assignment, normal department location or other 

approjiriate location, but not at a police station. 

C. Prior to an interview, the employee under investigation shall be informed of 

the person in charge ofthe investigation, the identity of the interviewer and 

all persons present during the interview. When a formal statement is being 

taken, all questions directed to the employee shall be asked by and through 

one inten'iewer at a time. 

D. The length of the inten'iew sessions will be reasonable, with reasoiiable 

interruptions i:)ermitted for personal necessities. 

E. At the beginning of the interview, the employee shall be informed of the 

nature ofthe matters to be discussed. 

An employee under investigation shall not be threatened with transfer, 

dismissal or disciplinary action, or promised a reward, as an inducement to 

provide information relating to the matter under investigation, or for 

exercising any rights contained in this Agreement provided, however, that 

this Section shall not prohibit or prevent an accurate reading of the 

employee's administrative rights, or the imposition of discipline in 

accordance therewith. 

G. An emjjloyee under investigation will be j^rovided, without unreasonable 

delay, with a copy of any written statement the employee has made. 
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(1) If the allegaticMi under investigation indicates a recommendation for 

discijijline is probable against the emj^loyee, said emjiloyee will be given the 

statutory administrative proceedings rights prior to the commencement of 

the interview. (2) If the allegation indicates that criminal j^irosecution may 

be i:)robable against said employee, the provisions of this Section shall be 

inapplicable and said employee will be afforded bis constitutional rights 

concerning self-incrimination prior to the commencement of the interview. 

An emj)loyee will not be read his/her administrative and Miranda rights 

during the same interview. 

A t the recjuest of the emjiloyee under investigation, an employee who may 

be subject to disciJ^line shall have the right to be represented in the 

interview by a representative of the Union. The employee shall be told that 

he/she has the right to Lhiion representation before commencement of the 

inten'iew. The interrogation shall be suspended until rej^resentation can be 

obtained, provided the suspension is not for an unreasonable time and the 

Employer does not have the interview unduly delayed. 

J. The Emjoloyer shall not compel an emjjloyee under investigation to 

speak or testify before, or to be questioned by, any non-governmental 

agency relating to any matter or issue under investigation. 

K. The results of a polygrajsh examination shall not be used against an 

emjiloyee in any forum adverse to the emj:)loyee's interests. The Employer 

will not require a polygraph examination if it is illegal to do so. I f an 

emj:)loyee is asked to take a i3olygrai::)h examination, he/she will be advised 

in writing 24 hours j^rior to the administration of the examination. The 

results of any polygraph examination shall be known to the employee 

within one week. 

L. This section shall not ajiiply to employee witnesses. 

M . The identity of an employee under investigatioi\ shall not be made available 

to the media during the course of an investigation until charges are filed by 

the Employer and the employee has the opportunity to respond thereto. I f 

an employee is exonerated after the City initially informed the media of the 

charges against the emjiloyee, the City wil l make that fact available to the 

media where the employee recjuests it. 
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N. In the event that disciplinary action is taken against an employee, any 

allegations of violations of this Section shall be heard in connection with, 

and in the same forum as, grievances which pretest said disciplinary action. 

O. Any evidence or information including emjjloyee statements that is 

obtained in violation ofthe rights enumerated in this Section, shall be 

suppressed and shall not be used by the Emjiloyer for any disciplinary 

action against the employee, or in the case of promotions or transfers. 

2. Should during the life of this Agreement the City Council enact an 

ordinance which transfers the investigative authority of the Inspector General to another 

City Department or agency, the provisions of this Section shall be deemed to be applicable 

to that Department or agency. 

(d) Personnel Files 

The Employer's personnel files and disciplinary history files, except for confidential 

documents, relating to any emjjloyec shall be open and available for inspection by the 

affected employee during regular business hours. Any material and/or matter not available 

for inspection shall not be used in any forum adverse to the employee's interest. Records of 

disciplinary actioti which are over two years after the date of the incident or the date uj^on 

which the violation was discovered, whichever is longer, shall not be used against the 

employee; provided, however, that said record of discipline may continue to be used as a 

basis for further discipline beyond said two year period if (1) the matter is the subject of 

either civil or criminal court litigation prior to the expiration of the two-year period; or (2) 

the employee is charged with at least one additional, substantially similar offense at any 

time within said two year jDcriod. 

Section 7.2 Grievance and Arbitration Procedures 

(a) Disciplinary actions, excejjt as described in Section 7.1(b) above, any and all 

disputes and differences involving IDepartment of Personnel Rules, or an agency 

administrative action, or an interpretation or application of a specific section in this 

Agreement between the Emj^loyer and the Union or any ofthe emj:)loyees it represents 

shall be exclusively settled in accordance with the terms of this Section 7.2. 

(b) There shall be no interruption of the operation of the Employer. It is 

agreed that the time limitations set forth herein are ofthe essence and that no action or 
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matter not in compliance therewith shall be considered the subject of a grievance unless 

said time limitations are extended by written agreement of both parties to this Agreement. 

(c) l.V f̂ore a formal grievance is initiated, the employee shall discuss the matter 

with her/his immediate sujx'n'isor. If the problem is not resolved in discussion, the 

following procedure shall be used to adjust the grievance: 

STEP 

A. The employee or the Union shall put the grievance or comjjlaint in writing on 

the apjjropriate grievance form within ten (10) calendar days of having 

knowledge of the event which gives rise to the grievance. In the space 

jjrovided, the emj^loyee or the Union will indicate what Section and jDart ofthe 

Agreement is in violation and the requested remedy, and submit the form to 

her/his immediate supen'isor. 

B. The immediate sui:)ervisor will notify the emjDloyee in writing of her/his 

decision in the space provided on the original grievance form, Step 1. This 

form will be returned to the emjjloyee and the Union within ten (10) calendar 

days after receipt ofthe written complaint. 

STEP II 

A. If the grievance is not settled at Step I , the Union rej:)resentative and/or the 

employee shall have the right to make an appeal in writing on the grievance 

form Step II to the Department Head's designee and/or Director of Nursing 

within ten (10) calendar days after the date of the decision by the immediate 

supervisor. A meeting shall be held within five (5) working days thereafter. 

The name of the Dej^artment Head's designee shall be j^osted for employees in 

areas where emj^loyee notices arc normally posted and submitted to the Unioii. 
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B. The Department Head's designee will notify the emj.iloyee in writing with a 

copy to the Union of her/his decision on the grievance form St̂ ej? II within 

seven (7) calendar days ofthe Steji II meeting. 

STEP III 

A. If the grievance is nor settled in Step II, the Union or the employee may aĵ peal 

in writing on the sĵ ace provided on the grievance form Step III along with 

Steĵ s I and II to the Department Head or designee within ten (10) caleiular 

days of receipt of the senior sujoen'isor's decision. If the dispute involves 

nursing jiractice issues, the appeal, upon request, shall be heard by the 

Department Head or designee and the Director of Labor Relations who shall 

seek the full input of the Director of Nursing concerning the dispute before 

the Employer gives the Union and the grievant a final answer. Any 

Department Head designee at Step III will be different than the Department 

Head's designee at Step IL 

B. The Department Flead or designee shall meet with the Union in an effort to 

resolve said grievance and reply in writing of her/his decision to the employee 

and the Union within seven (7) calendar days of receijjt of the Step III appeal. 

STEP IV 

A. If the grievance is not settled in Step I I I , the Union or the Employer, but not 

an employee or grouj:) of employees, may submit the disjjute to final and 

binding arbitration, only if it involves an interpretation or application of a 

specific section of this Agreement, by serving a written request on the other to 

arbitrate, setting forth the facts arid specific relief recjuested, within thirty (30) 

calendar days after the answer is given at Step 111 of this procedure. 

B. Within seven (7) calendar days after receipt ofthe written notice of arbitration 

the parties shall meet or otherwise attempt to select an impartial arbitrator by 

mutual agreement. If after seven (7) calendar clays the parties are unable to 

mutually agree upon selection, of an arbitrator, the parties will contact the 

Federal Mediation and Conciliation Service and request a panel of eight (8) 

arbitrators. No subsecjuent panel may be requested except with the mutual 

written agreement of the Employer and the Union. The Employer and the 

Union will alternately strike names from the listing of arbitrators until the 

arbitrator is chosen. The Employer will strike first. 
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(1 The Arloitrator will advise the parties of his/her fees and exĵ cnses prior to 

selection and will be expected to charge such fees and expenses. The fees and 

expenses of the Arbitrator shall be borne equally between the Union and the 

Employer. Each j^arty shall be responsible for compensating its own 

representatives and witnesses. The cost of a transcrij3t shall be shared if the 

necessity of a transcript is mutually agreed upon between the parties. 

D. The Arbitrator shall select a date for arbitration within sixty (60) days of notice 

that a grievance is ready for arbitration and submit his/her decision within 

thirty' (30) days f ollowing such hearing. 

E. The parties may agree to submit more than one (1) grievance to an Arbitratc:)r. 

F. An arbitrable matter must involve the meaning and apj.-)Iication or 

interpretation of a specific jDrovision of this Agreement. The provisions of this 

Agreement shall be the sole source of any rights which either party may assert in 

arbitration. The Arbitrator shall have no power to amend, add to, subtract 

from, or change the terms of this Agreement, and shall be authorized only to 

interpret the existing provisions of this Agreement and apj^ly them to the 

specific facts of the grievance or dispute. The decision ofthe Arbitrator shall be 

based wholly on the evidence and arguments presented to him/her by the 

Î arties in the presence of each other. No arbitration hearing shall be held 

unless both parties are present. The decision of the Arbitrator shall be final 

and binding CMI all parties to the disj3Ute, including the emj^loyee or employees 

involved. 

(d) Any settlement at Step I , I I or III shall be binding upon the Emjiloyer, the 

Union and the aggrieved employee(s). 

(e) Failure of the Emj^Ioyer to answer a grievance within the time limits herein 

shall joermit the Union to refer the case to the succeeding step of the procedvire. 

(0 The Union will be informed of and allowed to be in attendance at all grievance 

or disciplinary hearings. 
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(g) H the grievance or arbitration affects more than one cmj.iloyee, the grievance or 

arbitration may be presented by a single selected employee representative of the group or 

class. 

(h) Either the Employer or the Union may file a grievance at Step I I I . 

(i) Even though a grievance has been filed, employees are obligated to follow 

instructions or orders of supen'isors of the Employer, subject to discipline, except where 

the instruction or order is so inherently dangerous to the employee that it could cause 

death or serious physical harm. The Employer agrees that by following instructions or 

orders the employee does not waive the emjjloyee's right to process her/his grievance. 

(j) Upon written request, at any step of the grievance procedure, the Union shall 

be given specified written materials, jiolicies or documents j^ertinent to the grievance under 

consideration to which the Union is legally entitled. 

ARTICLE VIII 

EDUCATION, TRAINING. AND PROFESSIONAL DEVELOPMENT 

Section 8.1 Tuition Reimbursement 

Rules and {procedures regarding tuition reimbursement shall be as described in 

Appendix E attached, which by reference is made j^art of this Agreement. 

(a) Emĵ loyees shall be entitled to tuition reimbursement subject to the restrictions 

provided in the Tuition Reimbursement Policy identified as Ajpjiendix E in this 

Agreement. 

(b) The Emj^loyer will, upon request, notify the Union in writing of the names of 

employees who have been granted tuition reimbursement, the amount of the 

reimbursement, and the names of emjjloyees whose ajjjjlications were denied. 

This recjuest should sjjecifically identify the employee by name and by title 

code. No more than two (2) requests shall be made per calendar year. 

Section 8.2 Continuing Education Outside the Departinent 
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Employees may receive up to 35 hours per year of J3aid time for continuing 

education related to public health (e.g., workshojis, seminars, classes, etc.), as ajiproved by 

the Commissioner. Continuing education for employees is not mandatory. 

Section 8.3 Protocol 

Requests for leave from work to attend in-service training or continuing education 

j:irograms outside the Department must be submitted in accordance with applicable 

Department procedures, and are subject to final approval by the Commissioner or his/her 

designee. 

Section 8.4 Preceptors 

The Employer and the Union mutually recognize the value of preceptorship in the training 

of new bargaining unit emjjloyees. Where the City assigns an employee to precept a new 

employee, the appropriate City .suĵ ervisor will discuss the terms of the preceptorship with 

the preceptor and the new employee, and the Department will utilize its current validation 

checklist, or some other similar informal writteii document. The preceptorship will be 

taken into consideration in any evaluation ofthe precepting employee's performance with 

resjDCCt to his/her caseload. 

Section 8.5 Traitiing 

The Employer and Union are committed to the principle of training for employees in 

order to improve the efficiency and effectiveness of the Department of Health. The 

Employer has the right to require employees to attend training without the loss of pay, and 

the Employer may request proof of attendance. The Employer may change an employee's 

start time to coincide with the hours of the training. 

Section 8.6 Advison' Training Committee 

An Advisory Training Committee shall be established in the Department of Public Health 

composed of representatives of the Commissioner and at least one representative from 

Teamsters, Local 743. Teamsters, Local 743, will appoint its representative(s). This 

Committee will meet quarterly, unless the parties mutually agree to meet less or more 

frequently, and said meetings will take place during the working hours of employees on the 

Committee. Em}5loyees will be allowed to attend Advisory Training Committee meetings 

subject to prior supervisor approval and operational needs. The Committee may make 
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recommendations to the Department of Public Health regarding public health, job-related, 

educational and/or training programs and development opportunities. 

ARTICLE LX 

DUES/FAIR SHARE FEE DEDUCTION 

Section 9.1 Dues Deduction 

Upon receipt of a written authorization in a form agreed upon by the Employer 

and the Union, the Emjiloyer shall deduct from the wages of the employees concerned the 

dues uniformly required and shall forward the full amount to the Union by the tenth 

(10th) day of the month following the month in which the deductions are made. 

Authorization for such deduction shall be irrevocable unless revoked by written notice to 

the Employer and the Union during the fifteen (15) day period prior to the expiration of 

this Agreement. The Employer will not similarly deduct the dues of any other organization 

as to employees covered by this Agreement. 

Section 9.2 Fair Share 

It is further agreed that thirty (30) days after the later ofthe execution of this 

Agreement or the employee's date of hire, the Employer shall deduct from the earnings of 

einjjloyees who are not members of the Union, a monthly amount as certified by the 

Union and shall remit such deductions to the Union at the same time that the dues check­

off is remitted under terms and procedures as shall be agreed upon in negotiations between 

the Employer and the Union. It is understood that the amount of 

deduction from said noivmember bargaining unit employees will not exceed the regular 

monthly Union dues and represents the emj^loyee's fair share cost of the collective 

bargaining jprocess, contract administration and pursuing matters affecting wages, hours 

and other conditions of employment. 

Section 9.3 Right of Non-Association 

Nothing in this Agreement shall be inconsistent with Section 6(g) of the Illinois 

Public Labor Relations Act in protecting the right of non-association of employees based 

upon the bona fide religious tenets or teachings of a Church or other religious body of 

which such emĵ loyees are members. 

Section 9.4 Condition of Employment 
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Each employee who on the effective date of this Agreement is a member of the 

Union, and each employee w4io becomes a member after that date, shall, as a condition of 

employment, maintain his/her membership in good standing in the Unit^n during the 

term of this Agreement. 

Any present employee who is not a member of the Union shall, as a condition of 

employment, be required to pay a fair share (not to exceed the amount of Union dues) ot 

the cost of the collective bargaining process and contract administration. All emi:)loyees 

hired on or af ter the effective date of this Agreement and who have not made application 

for membership shall be required, thirty (30) days after the later ofthe execution of this 

Agreement or their hire date, to pny a fair share of the cost of the collective bargaining 

process and contract administration and pursuing matters affecting wages, hours and other 

conditions of employment. 

Section 9.5 Indemnity 

The Union shall indemnify and hold the Employer harmless against any and all 

claims, demands, suits, or other forms of liability, including damages, attorney's fees (as 

outlined in the side letter) and court and other costs that shall arise out of any action taken 

or not taken by the Employer for the purpose of complying with this Article, or in reliance 

on any list, notice, certification or assignment furnished under any of such i:irovisions. 

ARTICLE X 

UNION REPRESENTATION 

Section 10.1 Union Representatives 

The Union will advise the Employer in writing ofthe names ofthe business agents 

and stewards authorized to act on behalf of the Union. 

Section 10.2 Investigation and Processing of Grievances 

Union stewards and grievants will be j^ermitted a reasonable amount of time 

without loss of pay during working hours to investigate and process grievances where this 

does not substantially interfere with the efficient operation of the department, provided 

that stewards shall obsen'c the Emjjloyer's reasonable visitation rules for Union 

rejjresentatives. The emj.iloyee shall ask his/her immediate suj^en'isor for permission to 

handle grievances on work time, it being understood that the operation of the departmei\t 

takes {precedence unless there is an emergency, but such permission shall not be 

unreasonably denied. Paid time off to investigate and process grievances under this 
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Section does not include any time spent {.preparing tor or presenting arbitration hearings 

after Step II I ot the grievance procedure has been completed. 

Section 10.3 - Right of Access 

Union business agents will be {permitted to enter the Employer's facilities for 

jpurjposes of handling grievances, observing conditions under which emjployees are working, 

attending meetings authorized by this Agreement, or for the administration ot this 

Agreement, consistent with the Employer's reasonable visitation rules. The Union will not 

abuse this privilege, and all activities shall be conducted in a manner so as not to interfere 

with the Employer's normal ojperations. 

The Employer agrees to make available conference or meeting rooms for meetings 

under this Article or authorized by this Agreement upon reasonable request ot the Union, 

subject to the Employer's reasonable rules relating to the Union's use of the Employer's 

{premises. 

Section 10.4 Contract Negotiaticpns 

The Employer agrees to meet with Union reipresentatives, including Local Uni t 

re{presentatives, but not more than four (4) who are em{ployees covered by this Agreement, 

at reasonable times to negotiate a subsequent collective bargaining agreement. The names 

of designated representatives shall be certified to the Em{ployer in writing by the Union. 

Said designated representatives attending the meeting shall participate without loss of pay. 

During the course of contract negotiations with the City, said designated representatives 

may also be allowed a reasonable amount of time without loss of pay during working hours 

for the purpose of meeting, and/or traveling to meetings, to discuss issues relevant to their 

representation of the Union in said negotiations, provided that no one designated 

re{presentative wil l be granted more than a total of four (4) hours of paiei time under this 

Section in any calendar year, and {provicJed further that the total paid time used by all 

designated representatives under this Section does not exceed twenty-eight (28) hours in 

any calendar year. Designated re{preseiitatives wi l l obtain the {permission of their respective 

supen'isors before using {paid time under this Section, it being understood that the 

cpperational needs of the departinent take {precedence. 

Section 10.5 Labor-Management Meetings 

For the {purpose of maintaining communications between labor and management 

in order to cooperatively discuss and solve problems cpf mutual concern, labor-management 
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meetings between the Union and designated re{presentatives ot the Department of Health 

will normally be held on a cjuarterly basis. Rejpresentativcs of other interested City 

Departments may attend said meetings at their discretion. Fewer or more frequent 

meetings may be held Ipy mutual agreement ofthe jparties. Meetings shall be scheduled at a 

time, place and date mutually agreed upon with due regard for the efficient operation of 

the Employer's business. 

The parties may discuss any subject of mutual concern, except for grievances and 

changes in this Agreement. Each party shall prepare and submit an agenda to the other 

one (1) week prior to the scheduled meeting. These meetings shall be attended by a 

reasonable number of representatives of each jparty, which number shall be mutually agreed 

to by the Union anc4 the Emjployer. Any Union re{presentative who is a Cit^' emjployee 

shall ask his/her immediate sujpen'isor for permission to attend a labor-management 

meeting on work time, it being understood that the operations ofthe Department take 

precedence, but such permission shall not be unreasonably denied. 

Section 10.6 Orientation 

The Employer agrees to grant the Union a reasonable opportunity during the 

orientation of new emjployees to present the benefits of membershi{P in the Union. The 

Union may have up to one (1) hour {prior to, or following, the Em{pkpyer's normal 

orientation period. 

ARTICLE X I 

NO STRIKE QR L O C K O U T 

Section 11.1 No Strike 

During the term of this Agreement neither the Union, its officers, or members 

shall instigate, call, encourage, sanction, recognize, condone, or participate in any strike 

(including, but not limited to sympathy strikes and strikes to prcptest Union or third {party 

conduct), slowdown, stcpppage of work, boycott, {picketing, or willful interference with 

rendering of sendees by the Em{ployer. 
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Sectiipn 11.2 Union ResjponsibilitT 

The Union agrees that it will use its best efforts to prevent any acts forbidden in 

this Article and that in the event any such acts take place or arc engaged in by any 

employee or group ot employees, the Union further agrees it will use its best efforts to 

cause an immediate cessation thereof. If the Union immediately takes steps in good faith 

to end any strike, slowdown, stopjpage, boycott, jpicketing or interference, the Employer 

agrees that it will not bring action against the Unicpn to establish resjponsibility for such 

wildcat or unauthorized conduct. 

Section 11.3 Discipline For Breach. 

The Employer in its sole discretion may terminate the employment or otherwise 

discipline any employee or employees who engage in any act forbidden in this Article. 

Section 11.4 No Lockout 

The Employer agrees not to lock out the employees during the term of this 

Agreement. 

ARTICLE X I I 

SUBCONTRACTING 

Section 12.1 

The Em{ploycr will have employees perform bargaining unit work where practicable; 

however, the Employer reserves the right to contract out work for reasons of efficiency or 

economy. 

Section 12.2 

Prior to subcontracting bargaining unit work, the Employer shall give notice of 

such contemplated action to the Union at least 30 days prior to entering into a 

subcontract, unless emergency or other circumstances preclude 30-days notice, in which 

case the Employer will give notice to the Union as soon as practicable after the need for the 

subcontracting is known. The notice shall be in writing and shall contain the name and 

address of the party who will {perform the work, a descri{Ption of the work to be performed, 

any contemplated impact on bargaining unit employees, and any other relevant data to 

enable the Union to discuss with the Em{ployer alternatives to such action. U{Pon request, 

the Employer will meet with the Union within 3 days of such a recjuest. 
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Section 12.3 

If bargaining unit employees would be displaced by the proposed subcontracting, 

the Employer shall make available, on a seniority basis, equal-rated permanent bargaining 

unit jobs the Employer has declared to be vacant in the Dejpartment, or other 

Departments, in that order, provided the displaced emjployees have the then present ability 

to perform the required work without further training. However, the employee shall be 

provided with a reasonable amount of orientation to allow her or him to jpertorm the 

work. 

ARTICLE X I I I 

MISCELLANEOUS 

Section 13.1 Bulletin Boards 

The Employer or her/his designee in the department shall, upon the request of an 

employee of that department or agency, and subject to the availability of space, designate 

sjpace on a bulletin board for the emjployee to post materials which do not relate to official 

City business. The em{ployee shall not use such space for posting abusive, inflammatory or 

{partisan political material. All materials which are posted by the employee must be signed 

and dated by such employee prior to {PtPSting, and bear the approval of the Department 

Head or his designee. 

Section 13.2 Delegation 

Employees shall not be required or directed to delegate nursing activities to other 

{personnel inconsfstent with recognized standards of professional practice and/or the 

Illinois Nursing Act and the Rules for its Administration. 

Section 13.3 Performance Evaluations 

As {Part of the evaluation process, the employee's supen'isor shall discuss the 

evaluation with the employee and give him/her the reasons for such evaluaticpii and an 

opportunity to clarify or rebut his/her evaluation. During the discussion each employee 

shall receive a legible copy of the performance appraisal, signed by the supervisor and the 

employee. The employee's signature will indicate only that he/she has seen the evaluation. 

The evaluation form shall state that it is the em{ployee's right to place a rebuttal in 

his/her file if the em{pkpyee so chooses. Both the evaluation and the rebuttal shall be 

retained in the em{ployee's jpcrsonnel file. 
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Section 13.4 Prohibition Against Discrimination 

(a) The Emjployer agrees not to discriminate against any emjployee on the basis of 

race, sex, creed, religion, color, sexual preference, marital (including jparental) status, age, 

national cprigin, or mental and/or physical handicajp, or Union activity. 

(b) Grievances by emjployees alleging violations cpf Section 13.4(a) shall be resolved 

through Ste{P III of the Grievance Procedure ot this Agreement, but shall not be subject to 

arbitration unless mutually agreed by the parties. 

Section 13.5 Reasonable Accommodation 

Whenever an employee (or the Union at the request cpf an employee) requests an 

accommodation under the Americans with Disabilities Act ("AIJA"), or such an 

accommodation is otherwise contemplated by the Employer, the Empltpyer, the em{ployee 

and/or the Union will meet to discuss the matter. If the Employer, the emplcpyee and the 

Union reach agreement, such agreement shall be binding on the Emplcpyer, the Union and 

all em{ployees. 

In the event a grievance is filed over any action or inaction by the Employer, and 

the Em{ployer claims that such action or inaction was based on the Em{ployer's obligations 

under the ADA, the arbitrator shall take the Emplcpyer's obligations under the ADA, the 

Union's obligations under the ADA, as well as the provisions of Section 13.4 (ncpn-

di-scrimination) of this Agreement when rendering his or her decision. 

Neither party shall unreasonably withhold its consent to the reasonable 

acccpmmodation of an em{ployee. 

It is the intent ofthe parties that reasonable accommodations adopted by the 

Employer conform to the requirements of the Agreement to the extent practicable. In the 

event of a conflict between this Agreement, any agreement or settlement hereunder or 

arbitration award and any decision of any agency or court of competent jurisdiction 

finding a violation ofthe ADA, such decision shall take precedence over the Agreement, 

and agreement or settlement hereunder or arbitration award. 

Information obtained regarding the medical condititPii or history of an employee 

shall be treated in a confidential manner. 
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Section 13.6 Health and Safen' 

The Employer shall continue its efforts to provide tor a safe working environment 

for its employees as is legally required by federal and state laws. 

SecticMP 13.7 Extension of Benefits 

Any improvements in holidays, vacations, sick leave for salaried em{ployees, 

automobile reimbursement, group health, vision care, dental, life and accident benefits, 

bereavement leave and jury duty leave granted to the majority ot other em{ployees of the 

Em{ployer during the term of this Agreement shall also be granted to emjployees covered 

under this Agreement. 

Section 13.8 Protocol Committee 

At least one bargaining unit emjployee will serve on each {protocol committee 

involving nursing practice. The Union will encourage bargaining imit em{ployees to 

volunteer to serve on a protocol committee. 

ARTICLE X I V 

D R U G AND ALCOHOL PROGRAM 

Section 14.1 Policy Statement 

The City of Chicago's essential mission is to {provide sen'ices to its citizens in a safe 

and economic manner. The jparties to this Agreement recognize that drug and alcohol 

abuse in the work{place has a deleterious effect on the health and safety of emjployees, as 

well as their morale and productivity, all of which creates an undue burden on the persons 

which the City and the em{ployees covered by this Agreement sen-e. 

The Employer and the Union maintain a strong commitment ttp {protect {people 

and {Property, and to provide a safe working environment. To this end, the Em{pIoyer has 

also established its confidential Emjployee Assistance Program for employees with personal 

{Problems, including alcohol and substance abuse, and the {parties to this Agreement urge 

emplcpyees who have such problems to utilize the Program's services. 
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To maintain a workjplace, which {provides a safe and healthy work environment for 

all emjployees, the fcpllcpwing drug and alcohol jprogram is also established. 

Section 14.2 Definitions 

(a) Alcohcpl: Ethyl alcohol 

(b) Prohibited Items &L Substances: 

all illegal drugs and controlled substances, alcoholic beverages, and drug 

jparaphernalia in the possession of, or being used by, an emjployee on the job 

or the premises of the Employer. 

(c) Emjployer Premises: 

all property, facilities, land, buildings, structures, automobiles, trucks and 

other vehicles owned, leased or used by the Employer as job sites or work 

locations and over which the Employer has authority as employer. 

(d) Employee: all persons covered by this Agreement. 

(e) Accident: 

an event resulting in injury to a person recjuiring medical attention or causing 

significant damage to projperty to which an emjployee contributed as a direct 

or indirect cause. 

(0 Reasonable Cause: 

erratic or unusual behavior by an employee, including but not limited to 

ncpticeable imbalance, incoherence and disorientation, which would lead a 

jperson of ordinary sensibilities to conclude that the emjployee is under the 

influence of drugs and/or alcohol. 

(g) Under the Influence: 
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any mental, emotional, sensoiy or physical impairment due to the use oi 

drugs or alcohol. 

(h) Test: 

the taking and analysis of any body component sample, whether by blood, 

breath, uriipe, or in any other scientifically reliable manner, for the purpose of 

identifying, measuring or quantifying the jpresence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 14.3 Disciplinary Actu)n 

(a) All emjployees are expected to re{Port to work in a {physical condition that will 

enable them to {perform their jobs in a safe manner. Further, employees shall not use, 

possess, dispense or receive {prohibited items or substances on or at the Em{ployer's 

premises, nor shall they report to work under the influence of drugs and/or alcohol. 

(b) When, based upon the direct observation of two supervisors, the Employer 

has reasonable cause to believe that an employee on duty is under the influence of a 

{prohibited substance, the Employer shall have the right to subject that employee to a drug 

and alcohol test. At the Employer's discretion, the employee may be placed on 

administrative leave with jpay until test results are available. All documentation concerning 

the decision to {perform a drug or alcohol test and the test results themselves shall be ke{Pt 

confidential {pursuant to the terms of Section 4(j) herein. If the test results {prove negative, 

the employee shall be reinstated. In all other cases, the Employer will terminate all 

employees who: 

(i) test positive for drug and/or alcohol use; 

(ii) refuse to cooperate with testing procedures; 

(iii) are found to be under the influence of drugs or alcohol while on duty and on 

the Emjployer's {premises; 

(iv) are found in {possession of alcohol, drugs or drug {paraphernalia, or are found 

selling or distributing drugs or drug {paraphernalia, on the Emjployer's 

premises. 
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( c ) All adverse emjployment action taken against an employee under this {program 

shall be subject to the grievance and arbitration procedures of this Agreement. 

Section 14-4 Drug and Alcohol Testing 

(a) The Employer may require drug and/or alcohol testing under the following 

conditioips: 

(i) a test may be administered in the event that two su{pen'isors have 

reasonable cause tcp believe that an employee has re{Ported to work under 

the influence of or is at work under the influence cpf, drugs or alcohol; 

(ii) a test may be required if an em{ployee is involved in a workplace accident 

or fighting; 

(iii) a test may be required as part of a follow-up to counseling or 

rehabilitation for substance abuse for up to a one year period following 

the enc4 of an in-{patient rehabilitation program or one year and 30 days 

after the initial counseling .session. 

(iv) as may be required by the terms of an agreement (such as, an 

intergovernmental agreement or the like) or grant program. 

(b) Employees to be tested will be required to sign a consent form and chain of 

custody form, assuring projper documentation and accuracy. If an employee refuses to sign 

a consent form authorizing the test, he or she will be subject to termination. 

(c) Drug and alcohol testing will be conducted by an independent laboratory 

accredited by the relevant agency of the United States Department of Health and Human 

Sen'ice ("DHFIS"), and may consist of either blood or urine tests, or both. The Em{ployer 

reserves the right to utilize a breathalyzer to test for the {presence cpf alcohol, in lieu ot other 

clinical testing. 

(d) Laboratory testing {procedures will conform to the {procedures specified in the 

DHHS guidelines for federal workplace drug testing programs, dated June 9, 1994 and as 

may be amended hereafter by DHHS. 
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(e) Initial and confirmatory test results which meet or exceed the cutoff levels for 

drugs set forth in the DFIHS guidelines (and as they may be amended) shall be regarded as 

"{Positive," and shall presumptively establish that the tested em|ployee was under the 

influence of drugs. 

(0 Initial and confirmatory (or breathalyzer) test results which meet or exceed 

the level of blood alcohol established in the Illinois Motor Vehicle Act as legal intoxication 

shall presum{Ptively establish that the tested employee was under the influence of alcohol. 

(g) The cost of initial and confirmatory testing will be borne by the Emjployer. 

(h) Drug and alcohol test results shall be reported to the Commissioiper of 

Human Resources or his designee in the manner to be prescribed by the Commissioner. 

The applicant or incumbent shall be notified of the test results in writing. The 

Commissioner will inform the a{pplicable department head of any em{ployec wbo tests 

positive for alcohol or drugs, who in turn will initiate disciplinary proceedings under 

Section 14.3 above. 

(i) Al l urine or blood samples shall be taken in sufficient quantity as to allow for 

retesting. Any portion not used in the test will be {presen'ed by scientifically reliable means 

for one (1) year following the test. Any em{ployee whose test result is {positive may elect, at 

his or her expense, to be retested by the same or other laboratory satisfactory to the 

Commissioner of Human Resources, provided that the Employer's testing laboratory shall 

arrange for transmitting said sample to the second laboratory. Positive results of said 

retesting shall be conclusive as to the presence of alcohol or drugs. The failure to take a 

sufficient sample, cpr to jpreserve such samjple, to allow for retesting, shall not affect the 

removal from eligibility of an ajpjplicant or personnel action, including discharge, of any 

emjployee. 

(j) No laboratory repcprt or test results shall appear in the incumbent's personnel 

file unless they are part of a personnel action under this prograrn, but shall be placed in a 

sjpecial locked file maintained by the Commissioner of Human Resources, except as such 

disclosure may be required by this policy, law or ordinance. Such information shall be 

regarded as confidential and shall be used by the Employer in accordance with the 

jprovisions of this Article. 

Section 14-5 Empkwec Assistance Program 
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The jparties to this Agreement recognize that im|pairment due to drug and alcohol 

abuse can be an illness which should be treated. Acccirdingly, emjployees are encouraged to 

seek help for a drug or alcohol problem before it deteriorates into a disciplinary matter and 

may {participate if they wish in the vokmtary Employee Assistance Program. 

ARTICLE XV 

COMPLETE AGREEMENT. WAIVER AND SEPARABILm^ 

Section 15.1 Comjplete Agreement 

This Agreement represents the sole and ccpmplete Agreement between the parties. 

Section 15.2 Waiver 

The {parties ackncpwledge that, during the negtPtiations which resulted in this 

Agreement, each had the unlimited right and opportimity to make demands and {proposals 

with respect to any subject or matter not removed by law from the area of collective 

bargaining, and that the understandings and agreements arrived at by the parties, after the 

exercise of that right and o{pportunity, are set forth in this Agreement. The parties 

expressly waive and relinquish the right, and each agrees that the other shall not be 

obligated during the term of this Agreement, to bargain collectively with respect to any 

subject matter concerning wages, hours or conditions of employment referred to or 

covered in this Agreement, or discarded during the negcptiations, even though such subjects 

cpr matters may not have been within the knowledge or contemplation of either or both of 

the parties at the time they negotiated this Agreement. 

Section 15.3 Modifications 

After this Agreement has been executed, no {provisicpn may be altered or modified 

during the term of the Agreement except by mutual consent in writing between the 

Employer and the Union, and only at a conference called for such {purpose by the parties 

and ratified by their respective organizations. All such alterations or modifications shall be 

executed with the same formality as this Agreement. 

Section 15.4 Separability 

Should aiiy {provision of this Agreement he rendered or declared invalid by reason 

of any existing or suKsequently enacted legislation, or by decree of a court of com{petent 

jurisdiction, only that portion ofthe Agreement shall become null and void, and the 

remainder shall remain in full force and effect in accordance with its terms. 
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ARTICLE X V I 

TERM OF AGREEMENT 

Section 16.1 Term of Agreement 

This Agreement shall be effective from the date upon which it is ratified by the City 

Council of the City tpf Chicago, and shall remain in ef fect through 11:59 p.m. on June 30, 

2017 2022, subject to the terms of Sections 16.2 and 16.3 of this Article. Thereafter, it 

shall automatically renew itself from year to year imless at least sixty (60) days and not more 

than ninety (90) days {prior to the terminatit)n date or anniversary thereof, either {party gives 

written notice to the other by Certified Mail, return receipt requested, of a desire to 

amend, add to, subtract from, or terminate this Agreement. In the event such notice of a 

desire to amend, add to, or subtract from the terms of this Agreement is given, the parties 

shall, within a reasonable time thereafter, enter into negotiations concerning the request. 

Section 16.2 Health Plan Reojpener 

Each party reserves the right to reo{pen this Agreement in order tcp further negotiate 

the Health Plan set forth in Article IV for the following reasons: 

(a) Any change(s) in the applicable law(s), including but not limited to a 

universal, national or state health care {program maipdating significant changes 

in health insurance benefits that becomes law and is effective during the term 

of this Agreement; 

(b) The lack of achievement of health care cost ccputainment as anticipated by the 

{Parties {pursuant ttP the establishment and administration ofthe Labor-

Management Cooperation (Committee on health care ("LMCC"), as defined 

below: 

The {Parties charge the LMCC with the res{PonsiIpiIity of a{pproving Plan 

changes that will result in significant cost containment or savings, as 

measured by a {projected increase of costs for any individual {plan of no 

more than 8% in Fiscal Year 2009 and each fiscal year thereafter when 

compared to health care costs in Fiscal Year 2008 and each previous 

fiscal year thereafter, res{pectively. 

Should the Plan changes approved by the LMCC fail to result in such 

cost containment or savings as stated in subsection (a) above, the LMCC 
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shall make such adjustments to the Plan as are necessary, including but 

not limited to adjustments in deductibles, co-jpays and co-insurance, to 

{Prevent the cost increase from exceeding 8% as measiu'cd in subsecticpn 

(a) above. 

3. Should the plan changes ajpproved by the LMCC tail to achieve cost 

containment or savings as stated in subsections (a) and (b) above by the 

end of the following fiscal year, either party may elect to reopen 

negotiations as set forth herein on the following specific topics: 

• Health Plan set forth in Article 9; 

•Structure ofthe LMCC; 

• Comjpositioii of the LMCC; 

• Funding of the LMCC; 

provided, htpwever, each jparty resen'es the right to reopen this Agreement in order to 

negotiate the Health Plan set forth in Article IV ncp later than June 30, 2011. 

If any one ofthe foregcping events or conditions occurs, either {party to this 

Agreement has thirty (30) days to notify the other party of its intent to reopen this 

Agreement in order tcp negotiate the Health Plan set forth in Article IV. Should either 

{party elect to reopen negtPtiations pursuant to this provision, it shall submit written notice 

to the other {party. Thereafter, the parties have ninety (90) days within which to reach 

agreement on the Article. If the parties fail to reach agreement at the conclusion of that 

ninety (90) day period, each party reserves the right to reopen the entire Agreement. 
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IN WITNESS WHEREOF, each ofthe parties hereto, l)y its duly authorized 

rcprcsonratives, has executed this document on the date set forth bolow: 

FOR THE CITY OF CHICAGO: FOR THE UNION: 

Date: Date: .1 
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