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AGREEMENT

This Agreement is entered into by and between the City of Chicago, an Illinois Municipal
Corporation ("Employer"} and tnternat anal T3rotherhood of Teamsters, Local 7~0, ("Union"},
fox 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. Zt is the purpose and intent o~ the parties, through this Agreement, to establish and
promote. harmonious relations between the parties; provide efficient, uninterrupted. and effective
servzces to the public; provide an equitable and peaceful procedure .fox the reso~utian of
differences under this A~reemenf and establish and maintain wages, hours and terms and
conditions of employment thraugli collective bargaining, which, when ratified by the. City
Council, shall modify and supersede any ordinance, rules, regulations, personnel rules,
intezpretations, practices or policies to the contrary.

ARTICLE 1,
RF,COGNITION

The Employer recognizes the Union set out below as the sole and exclusive bargaining agent for
those employees in the Shift Supervisor of Security Camrnunications Center ("SSSCC"}job
classification. The Union is the certified. representative far such employees and. is authorized tQ
bargain collectively with the Employer wifh respect to wages, hours and other ternns and
cond ~zons of employment. The term "employee", as used herein, refers to City employees in the
SSSGC job classification, unless otherwise specified.

ARTICLE 2
MANAGEIVIENT'S RIGHTS

Section 2.1 Manasement Riehts

It is agreed that the Unions and the employees will. cooperate with. the Ernploy~r to liberally
construe this Agreement to facilitate the efficient, flexible anc~ uninterrupted operation of the
Employer, The Union recognizes that certain rights, powers, and responsibilities belong solely
to azid are exclusively vested in the Employer, except only as they may be subject to a specific
and express obligation of this Agreerrient. Among these rights, powers, and respo~isibilities, but
not wholly inclusive, are all matters concerning or related to the management of the 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 determiane and change the purpose, catnposton and function of each of its constituent
departmenfis and subdivisions;

c. to set reasonable standards far the services to be offered to the public;
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d. to direct its employees, it;clu~in~ the right to assign work and ayertirne;

e. to hire, examine, classify, select, promote, restore to career service positions,. train,
transfer, assign and schedule its eamployees;

f to increase, reduce,., change, rnadify or alter the compasitit~n and size o'tihe work ~or~e,
including the right to relieve employees fratn duties because of the hack of work or fwnds
or c~fiher proper reasons;

g. to contract out work;

h. to establish work schedules and to determine the starting and quitting: time, and the
number of hours worked;

i. to establish,-modify, combine or abolish job positions and classif cations;

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

k. to determine. the ~ocatians, methods, means and personnel by which operations are to be
conducted, including the right to determine whether services are to be provided ox
purchased;

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

m. to suspend, demote, discharge, or take other disciplinary action against employees far just
cause; and

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

Inherent managerial functions, prerogatives and rights, whether listed above or not, which the
Employer has not expressly restricted by a specific provision of #,his Agreement are nod in aany
way, directly or indirectly, subject to review, provided that none of these rights is exercised
contrary to or inconsistent with other terms of this Agreement' or law.

Section 2.2 Wark Standards
The Employer has the right to establish reasonable work load and productivity standards. Prier
to establishing ox ck~azxging such standards, the Employer will notify the Union, and upon request
of the Union, shall meet to discuss such standards.



Scctis►i~ 2.3 Y2ules end IZe~uiati~~ns
,€

The Employer shall have the right to make, and froxx~. time to time change, reasonable
rules and regulations, a~.er prior notice to and discussion with the Union, and to require
employees' compliance therewith upon notification to employees, gzovided that no such..
rule or regulation ar change therein shall be contrary to or inconsistent with this
agreement or law.

ARTICLE 3
NnN-DISCRIMINATION

Section 3.1 F~qual Em~~lovmcnf Ot~t~t~rtunifies;

Tie Union agrees to work cooperatively with.. fhe Employer to insure equal employment
opportunities as required bylaw in all aspects of the Brnplo~er's personnel policies.

Section 3.2 No Discrimination

Neither the Employer nor the Union sha11 discriminate against any employee covered by
this Agreement in a manner which would violate any applicable laws because. of race,
color, religion, national origin, age, sec, marital. status, gender identity, ancestry;
disability, paxentai status, military discharge status or activity on behalf of the Union.

Section 3.3 Grievances by E~n~~Co~°ecs

Grievances by employees alleging violations of this Article shall be resolved through
Step II of the Grievance Procedure of this Agreement, but shall. not be subj~et to
arbitration unless rriutually agreed by the parties.

Section 3.4 Reasonable. Acco~madation

In the event the Employer shall be required to make a reasonable ~ecomnnodation under
the Americans with Disabilities Act {°ADA") to the disability of an applicant or
incumbent employee that may be in conflict with the rights of an employee under this
Agreement, the EYnployer shall bring this matter to the attentzan of the Union. The
provisions of Article 12 (Grievance and Arbitration} of this Agreement shall be available,
and. the Axbitratc~r may balance the Employer`s obligations under the AI7A and this
Agreement and the employee's rights under this A~reezxient, provided that no incumbent
employee shall be displaced by such decision of the Arbitrator.
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~zz~~rc~~~ a
WAGES

Section 4.1 Wagcs

F;n7pl~yees will lie paid in accordance with the Salary Schedules afita.clied Hereto as
Appendix I3, which will reflect the foil~w i~g wage adjustments:

Eifecfive January 1, 2018 2.0°fo
Effective January 1, 2019 2:25%
Effective January 1, 2020 2.0%
Effecti~re Januarsj 1, 2021. Z.25°la
Effective.Tanuary 1, ZtI22 2.(}`~/b

Agreeittent expires on June 30, 2022.

Section 4.2 Wark Outside +af Sc~acdulecl Woirk~vveek

(a}F.rnployees slxalt be required to work reasanahle overtime hours, as a condition ~f
c~nfiinue~ emplay~neni, whenever requested by the l~mpl~yer t~ do so. The Employer
shall make a'reasonable effort to ~,ivc employees advance notice when they are'requ red
to work ~vcrtime.

(b)All hours worked and approved under T;mployer rules hetwe~n thirty-five {35) and:
forty {40} hours shall be earned at the em}~l~yee's regular siraight-time rate oi'pay and
compensated in the form ~f corr~pensa pry time and used pursuant #o Seciion 4.3.

(c}All hours worked and approved under Employer rules in excess of forty (4(}}.hours per
work~~eek shalt.. be compensated far in the form. of cash, and. caleulatec~ at one and onc-
hatf (1.5) limes the employee's regular straight-time rate of pay, computed on the
basis of fifteen {I 5) minute segments.

{d~All hours worked and approved under the ~;m~loyers rules on the ecnpioyee's
first regularly scheduled day off shall be compensated in the form of chase and paid
at one and nne-half {1.5~ times the emplaye~'s regular straight rite of pay,
computed on the basis +~f ~~tee~a (15} z►ainute segments, provided th~f the em~tayee
has worked thirty-five (35j hours during the work week at issue.

{c) Ail hours worked and app7~o~ved under the Employer rules an the employee's
secat~d xegu~ar~y-scheduled d:~y off shall be coxx~pensated i~~ the farm of cash end
paid ~t two (2) times the cmplc~yee's regular straight tune-rate of pay, computed yin
the basis of fifteen (15) minute segments, provided that tl~c employee act~ially
worked on hisJher first regularly scheduled .day off.

{ The use of compensatory time shall be subject to the aperationaf and scheduling
needs ~f the department. Sickleave, vacation, compensatory time, union business
leave, andlar paid time off shall lac included as hours worked for purposes of tills
Section, except for purposes of deternnining if the employee worked his first



regularly-scheduled day off in Section 4.2(e) above, in which case paid time off is not
included. Hours worked over forty (40) hours per workweek must be authorized by
the Employer and shall be computed on the basis of completed fifteen (15) minute
segments. '

Section 4.3 Use of Compensatory Time

Use of compensatory time shall be subject to the operational and scheduling needs of the
Employer. All accumulated compensatory time which has not been used or scheduled by
October 16th in any calendar year will be paid to employees in the form of cash;
provided, however, that any employee who so elects may retain up to sixty (60) hours of
accumulated compensatory time.

ARTICLE 5
HOURS OF WORK

Section 5.1 Hours of Work

This article shall not be construed as a guarantee of work or hours for any day or week.
The Employer's workweek shall begin at 12:00 A.M. Sunday (one minute after 11:59
P.M. Saturday) and shall end at 12:00 A.M. the following Sunday.

The normal workweek for employees shall consist of thirty-five (35) hours worked, with
two (2) consecutive days off, in accordance with current practices.

The normal workday for employees shall consist of seven (7) hours worked per day.
Current watch schedules are as follows: 9:00 p.m. - 5:00 a.m.; 5:00 a.m. - 1:00 p.m.; and
1:00 p.m. - 9:00 p.m. Each watch schedule provides for a one hour unpaid lunch period.

Before implementing any changes to the normal workweek, the normal workday, or
currenf watch schedules, the Employer will notify the Union. Except in emergencies, at
least ten (10) calendar days advance notice of any such changes shall be given to
employees and the Union. If so requested by the Union, the Employer will meet with the
Union to discuss such changes. Nothing in this Article shall be construed as precluding
the Employer from temporarily changing an employee's work day or workweek schedule
for any given work day or workweek based on operational needs, without advance notice
to the Union, subject to the terms of Section 5.2 of this Agreement. Nor shall anything in
this Article be construed as precluding the Union and the Employer from agreeing to
meet and discuss any changes to the normal workweek, the normal workday, and/or
current watch schedules that may be proposed by the Union' during the term of this
Agreement.

Section 5.2 Change of Day Off

Regular days off for employees covered by this Agreement may be changed to meet the
needs of the Employer. When there is an operational need to change days off, the
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F,zz~ployex shall first seek volunteers. If There are nat enough'volunteers, the Employer
wi11 change an employee's day off by seniority, the least senior employee first.

ARTICLE 6
VACATIp~IS

Section 6.1

a. Employees shall be eligible for paid vacations as of 3Anuary 1 of each year
following the year zn wlaeh they were ernplayed. Such vacation time will be
carnputed on the basis of time earned during the current calendar year. Vacation
urns earned will be determined by dividing the number of months warped in the
current calendar year by twelve and then multiplying by the number of yearly
vacation days based on service, as set Forth below. Any fraction shall be rounded
up to the nearest whole number o~ days. vacation days may be advanced to an
employee subject to department head approval. An employee will earn the
following amounts of paid vacation, based an such employee's continuous service
prior #0 3uly 1:

Continuous ITears of
Service Prior to Jul~l Vacation

Less than 6 years ~ 3 days

6 or more, but less 18 days
than 14 years

14 or more years 23 days

After 24 years 24 days

After 25 years 2S days

b. Pro Rata ̀tTacations. An employee_ shall be eligible for pro rata. vacation i:f

(i) The etnplayee was separated from. emplo~znent, other than for just cause,
during a calendar year in which the employee did not have 12 months ~f
continuous service; or

{ii) The employee was on Leave of absence without pad status during a
calendar year, except where such leave is determined to be a duty
disability leave.

The amount of pro rata. vacation is determined by dividing the number of months of
continuous service the full time employee worked in the current calendar year, whichever
is applicable, by twelve (12}; the resulting figure is multiplied by the amount of paid
vacation for which the employee is eligible. Any fraction is rounded :off to the nearest
whole number of days.
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c. ~ Retention of Eligibility A ma~cirnuzn of five (5} days of vacation leave maybe
carried over from the calendar year in which such. vacation was earned to tl~e next
calendar year. Such carryover days .are not cumulative and may not at any tune
exceed five days. An employee wk~o carries over a maximum of five (5}
vacation days eaa elect to have his or her carried-aver vacation days paid in
cash instead of carrying them over into the next calendar year. Such clectian
shall be mace by or before December l st, and the vacation days will be paid
at the employee's rate of pay at the time of the election. All other earned
vacation leave not taken in the vacation year it is due sha11 be forfeited unless the
employee was denied vacation by the Employer, or the employee was unable to
take vacation because the employee was on an ~p~roved leave of absence,
including a Duty T~isab l ty leave of absence, Employees on Duty Disability shall
retain any vacation leave earned prior tc~ being placed on Duty .Disability leave,
together with all vacation time earned during tl~e period of lluty Disability far the
twetve (12) months following the date on which the person became disabled, and
shall be entitled to use such vacation time within twelve (12) monihs fc~llaw ng
their return to work.

d. Employees who are terminated for cause shall ~aot be entitled. to any vacaf:an pay
not taken. Empla~ees shall not earn vacation credit far any period during. which
they are an layoff or leave of absence without pay in excess of thirty (30} days ar
engaged in conduct in violation of Article 1'0 of the Ageement. In the event of
death of an eligible employee, the sury viz~:g widow, widower ar estate shall be
entitled to any vacation pay to which the deceased employee was entitled. An
employee who resigns in lieu of discharge is entitled to the amaant of
vacation }day in their bank at the time of resignation.

e. Salaried employees shall receive their regular salary in effect at the time the
schedules vacation is Taken.

f. Employees hired prior #o January I, 2011 have been credited, as of January 1,
20.13, with 13 days of paid leave, termed "employee ec~ualizatian clays".
Employee equalization days must betaken vn or before December 31, 201, and
are not eligible far carryover into 2015. Employee equalization days shall not
constitute "earned vacation" ar "final campensatic~n" far any purpose;
accordingly, and employee who leaves City service prior to December 31, 201 S
shall not be entitled to compensation in any form. for unused employee
ec~ualzzaton days:

Section 6.2 Vacation Selection

Vacation sha11 be selected by seniority provided that that the Employer shall have the
right to determine the: number of employees who can be an vacation at any one time
which. will not hinder the operation ofthe Employer. Prior to determining which
vacation requests will be granted, the Employer will take staffing levels into
consideration. Vt~cations may, at the Employer's request, subject to the aperatiofial and.
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scheduling requirements offihe Department, be split into iwa restively equal ~egtMents
each segment consi.siing Cat least five days. Such requests sha1I not be unreasonably
denied. Vacation selection shall be completed by December l S of each year. I-iowever,
an employee may retain up to five (S) vacation days That maybe requested during the
vacation. year (aflez Deeeznber l 5}and which shall be approved on a first-came, first
served basis, .subject to the opet~ttional and scheduling requirements af` the Department..
An employee will nqt be denied a vacatio~x request based solely an Shift Supervisor
staffing; provided, however, that such a request may be denied in the evert that there is
not. at feast one Shift Supervisor o~ employee who is eligible and available to act as a
Shift: Supervisor assigned to that watch and available far duty for the vacation segnnenit in
question.

ARTICLk; 7
CONTINUOUS SERVICE

Section 7,1 C'ontac~uous Ser~ricc

Continuous service means continuous paid employment from the ezxipioyee's last date of
hire, without a break ar interruption in such paid employment. In addition;, an employee
earns continuous service credit even though he or she is not paid for:

a. An approved, unpaid leave of absence of thirty (30} days or less or layoff of thirty
(3d) days or less;

b. An absence where the employee is adjudged eligible for duty disability
compensation;

c. An approved Family and Medical Leave Act leave of absence;
d. An approved personal or medical leave of absence of one year or less.

Sectio~r 7.2 Interrut~ti~n in Service

Employees who work a rninimurn of eighty (SO} ha~zrs per month shall be credited with
can#inuous .service far the time worked. Continuous service credit will not tie earned for
absences. without leave, absences due to suspension,. unpaid leaves. of absence far more
than 30 days, Layoff for more than thirty (30} days, or for any other unpaid leave or other
interruption in service nflt specifically referenced in Section 8.1 above.

Section 7.3 Break in Service

Notwithstanding the provisions of any ordinance or rule to the contrary, seniority or
continuous service of an employee is broken, the employment relationship is terminated,
and the employee shall have na right to be rehired, if the employee:

a. quits or resign.
b, is discharged far cause;
c. refixes;
d. is absent far five (S) consecutive work days without notifying the employee's

authorized Employer representative, unless circumstances preclude the employee,
ar someone in the employee's behalf, from giving such notice;
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e. does not actively work for the Employer for 12 months for any reason except
military service, approved Union or medical leave of absence, or duty disability
leave,

f. is oz~ layoff far more than twelve (12} consecutive months where the employee
has less ihan eve (5) years of service at the time the layoff began;

g: is o~n layoff for more than two (2) years if the employee has five. (5) years of

service or mars at the time the layoff began.

Section 7.4 Seniori

ror all purposes u~r~der fihis Agreement, the word "seniority" shall mean the
employee's continuous service in his ar hear current job classification ("tinne in title"),

except only where specifically defined otherwise. In the event twa (2} or more
employees have the same seniority date, the employee with the greater continuous service
in all jab classifications held in the Department shall be considered the more seniox. In

the event two (2) or mare employees have both the same seniority date and the same
length of continuous service in all job classifications. held. in the Deparhnent, a one-time
lottery shall be conducted to break the seniority tie..

Section 7.5 Probationary Employment i

New employees will be regarded as probationary emgloye~s for the first twelve (12)

months of their employment and wi 11 receive no seniority or contuauous service credit
during such probationary period. Any period of absence from work in excess often (10)
working days, or the first sixty {60) days of any time. spent in required training courses,
shall extend the probationary period of time equal to the absence;ox the first sixty (6d)

days of the training period. Probationary employees continuing in the service of the
Employer after twetve (12) months sha11 be career service. employees and shall have their
seniority made retroactive to the date of their original hiring. Probationary employees
znay be disciplined ar 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 year from the employee's terminAtian, and said former

employee had served ninety (90) days or more of lusher probationary period, all time.
previously served in the probationary period shall be counted for purposes of determining
when the said employee completes his/her probationary period. A probationary
employee who has served ninety {90) days oz more of his/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, a~~d does not suffer a break in service under Section
8.3 of this Agreement.

Probationary employees shall not be eligible for dental or vision insurance but shall
receive all other benefits under this Agreement; provided, however, that probationary

employees who akeady receive dental and/or vision insurance at the time they become
probationary employees will retain those benefits during the probationary period.
Probationary employees shall. be compensated at the same rate as career service
employees.
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Section 7.6 Watch Assi~nmen~ts
Watch assignments in effect u~pan implementation of this Agreement sh~il remain in

effect except upon the filling of a vacancy, upon individual request granted by the

employer, or upon mandatory watch change made by the employer.

When a mandatory change of ~vatch is made by the Employer, reasonable advance notice

wi11 be given to the employee. The efficient operation of the Department sha11 be the

overriding cansideratian when making a mandatory watch change. However, in the

absence of any operational concerns, f~he watch shall be filled by the most senior

volunteer. If there are no volunteers, the least senior employee an fhe impacted shift'

shall be selected to change watch assignments.

Section 7.7 Filling of Permanent Vacancies

a. The Employer, in its sole discretion, shall determine if there is a permanent

vacancy to be filled and at any time before said vacancy is filled whether or not

said vacancy sha11 be filled.
b. Employees within a department in the same jab classification who desire a change

in .shift or day off group shall request such change in writing on the Employer's

form. An employee may make na more than one request at a time. When an

employee request is executed the employee nay not submit anothex request for

six (6) manths.from the dale the firansfer_is affected. following a request from the

Union,. fhe Employer sha11 provide to the Union copies of any transfer requests on

fie.
c. Prior to filling any permanent vacancy in the bargaining unit, the Employer shall.

select the most senior employee in the jab classification in the department who

has such a request on file, provided the employee has the present ability to
perform the required work without further training aftex a reasonable amount of

orientation. The Employer shall give the Union a list of newly transferred

employees by department once every six (6} months.

Section 7.8 Dctailin~

a: Detailing is the temporary transfer of azx employee to a-work assignment within

his/her job classification on a different shift or watch or day off group. The
Employer shall notify employees of the requirements for said detailing.

b. Where any detail is expected.ta last more than thirty {30) days, the terms of this

Section 7.7(b) shall apply. The employee detailed must have the then present

ability to perform the work required without further training. The. employee's

supervisor may, within his/her discretion, accept an employee's refusal to be

detailed, provided that such acceptance shall not be unreasonably denied. Thirty

(30) days' advance notice of detailing sha11 be given to the employees if the need

to detail is known; othez~wise, as soon as reasonably passible.
c. No detail shall last more than ninety (90) days, absent the agreement of the Union.
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ARTrCTI~ 8
NQLIDAYS.

Section 8.~. Full Tine Salaried Employees

Full time salaried employees shall receive the fallowing days off without any change in
their regular salary, provided the employee is in pay status the fu71 scheduled work day
immediately preceding and the full scheduled: work day immediately fallowing srxch
holiday, ar is absent ;from work on one or both of fihose days wi#h the E~aployer's
;permission;. such permission will not be t~nreasanably denied:

1. New dear's I?ay
2. Dr. Martin Luther King Jr.'s Birthday
3. Lincoln's Birthday
4. Washington's Birthday
5. Casmzr Pulaski Day
6. Ivlemorial Day
7. Independence Day
8. Labor Day
9. Columbus Day
10. Veterans Day
11. Thanksgiving Day
12. Christmas Aay

In addition to the foregoing twelve (12}paid holidays, employees shall receive one {l}
personal day, which may be scheduled. in accordance with the procedures for vacation
selection set for#h in Section 7.2 below. An employee shall not be required to schedule
said personal day in the vacation selection pexiod~ If an employee elects not to schedule
said personal day as pxavided above, the employee may request his/llaer Department to
use said personal day, If an employee is required to work an a scheduled personal day by
the Employer, the employee shall be entitled. to holiday pay pursuant to Section 6.2.

Section 8.2 H~Iidav Ol~servanc

(a)When said holiday falls during an employee's vacation pexiod the Employer shall have
the option of granting the employee and extra day's pay or an extra day of vacation at a
time mutually agreed upon between the employee and the Department Head, providing
the employee works the full scheduled day immediately preceding and fallowing such
vacation period, unless such absence is excused by the Employer.

{b)Empioyees whose regular day off coincides with an established holiday shall be
granted aziother day off far each such holiday, without azxy change in their regular salary,
at a time mutually agreed between the employee and the Department Head.

(c) Employees who axe required to work a nebular tour of duty on an established holiday
shall be paid at one and one-half {1.5) times their regular straight time rate of pay for
each hour worked an such holiday. In addition, such employees shall receive another day
off, to be scheduled at the mutual agreement between the employee and the Employer.
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(c~} Frnplc~~recs ~vho ire granted an~tlicr day off J~ui•suant to paragt•aphs b nnrl c
above carx elect to be paid. cash fc~r the iay instcacl cif taking the day ~f£ Sach

election moist be male by or before December 1St, and the em~playee ~vil1 !~c ~~aid at
tits rate of day of the t~rne of t1~e ~~aYid~3r at iss~c.

(c)If a holiday falls on an employee's regula7-ly sche~Iuied work day, and the Ern~loyer

deterzniz~es that its operational requirements p~;rmit forthe granting of a l~oliclay off for air
emplo}~ee who would otherwise Have been scheduled to work, the holiday off will be
granted to an employee who 111s subrnilied a rec~tzest for the hUl day oft' at least seventy-

twc~ {72) lY~urs in advance, without ai~.y change to such employee's regular salary.

IIolidays off under this paz'~graph will be subject to rotation from a scnzc~rity list fc~r each
.watch. tin employee whose request is granted wi11 tie rotated tc> the bottom of the 1isi.

Section $.3 Determining Work Days as holidays

A holiday is the calendar day running from midnight io rnidni~;ht. An cm~lcayee whose

workday extends over parts of two (2} calendar days, c~x~c of which is a holiday, sha13 he
co~lsidereci to lave w~~•ked can the holicia~ if the. majority of the hours worked fall on the
h~licay.

SeG[ ~n $,4 Fa Iare to 'W4rk on a Scheduled Holida~r

rf an etn~loyee is scheduled to work ~n a Holiday and fails to report for work, the

employee shall forfeit his/her righttc~ pay'for that paid scheduled huliclay. An employee
niay utilize any available time; in accordance with the applicable I3inployer poi cy.

ARTICLE 9
LEAVES OF ABSENCE

Section 9.1 Bcreavemenf Pav

Bereavement leave is available for up to three consecutive ~vark days for a Beath in
the family. T'he leave must be consecutive ~vor~days; non-contiguous workdays may
not be granted. Leave is granted far immediate family menc~bers including the

foltoFving: mother, father, spouse, domestic partner, k~rc~ther or sister (including.

blood, step or l~al~j, son ar daughter (incl~din~,bload, step or half}, fattier-in-la~v,

mother-in-taw, daughter-in-law, son-in-law, brother-in-lawv, sister-in-la~v,
grandparents and grandcti lclren, court a~nainted legal guard atns'and a ~ersan #'ar
whom the employee is ~ court appointed legal guardian.

If the deceased resided passed in a state not contiguous to Illit~ais or another
country and the eznpXayce is tra~ell tag to the state or country in which the t~eceased
resided/gassed, up to five consecutive workdays. will be granted .for the death in

family. The leave must be consecutive workdays, non~contiguaus days may= not be
granted. The folla~~~ng are considered to be states contiguous to Illinois: Kentucky,
Wisconsin, Tn~iana, Iov~~a, Michigan, and Missouri.
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E~z~plo~~ees must ~~~-~ry cue ~p~~to~riate da~cun~entatioz~ (c,g. CiCatll Cet'tt~C~fe, ~4ftcr

from the funeral home, funeral. r~am~~hlct/:,cr~rice b~ulIet n, obituaz-y, etc.) so as to
demonstrate that tine leavc'is within the above stated parameters anc~ tf~~t the

deceased fvas an ii~~nediate fannit~~ rnem~er. If the ~:m~~layee took more t~~an three

days ~f ~erea~~emen# leave, they mast also submit proof of travel (e.g. ili~ht

~cse~ratic~a~s, hotel reservatit~ns, other ti•a~et-related reccip#~, or a self ee~rfifc~tio~z}

fa the state ~r counfry in which the deceased resided/gassed. I3creavement lea~~e

musf be taken fvitl~in 60 days folic~~~~ing the date of death. If a~n employee fails to
provide appropriate documentation, the bsence(sj should 1~e considered Absent

Ilnexcuseci. Y7►uring bcrea~=ement leave, an hourly emC~loyec shall receive his/her
regular straight time gay far such time as helshc is required to be afva}r from «cork
t~urin~ hislher regularly sclie~uled hours of work, provided that the employee

submits appropriate documen#anon. Salaried em~rloyces shall receive tlic Ieave of
absence without additional ca►npensation, prbv coed thaf appropriate documentation
is sabmitted.

Sccti~n 32 M~litary ~.:eave

Any employee who is a member of a reserve force of the United Stales ox af~ the State of

II}'i1~c~is; other tha~i fhe Ndtionat Guard, and who is ordered by ik~c appropriate authorities
to attend a training program or perform oilier duties under the supervision of the iJnited

Slates or the Slate of Illinois, shall be gr~ntcd a paid leave of absence during tl~e periot3 of
such activity, but not to exceed. fourteen (14) calendar days in any calendar year,

proviae~ ihat employees, as a conditi~~i precedent to payment, depnsit her/her militaz~y

pay for. all days compensated by the Employer wish the City Comptroller.

Any employee who is a member of the National Guard of the united Stales or of the

State of Illinois az~d ~~+ho is oiderecl' ~y the appropriate authorities tc~ 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 fifteen (15} calendar days in any calendar year, provided that employees, as
~ condition precedent to payment, deposit his/her mill#ary pay for all days compensated

by fhe Employer with the City Comptroller. ~.ny reseivist called for active duty on or

after September 1 I, 2001, shall be`entitled icy full salary and medical benefits, provided

thati ~aici leave shall be conditioned upon payment of military pay tc~ the CQmptrolle~•..
Tie right to this additional paid Leave s1~a11 automatically terminate upon termination of

active duty.

Section 9.3 Jury Duty Leave/Subpoena

tin employee wIla serves an a jury or is subject to a proper su~pc~ena{except if the
ern~~lc~yee is a party to the litigation) shall be granted a leave of ak~sence,with pay ~iuriz~~'

the term of such absence, ~ravicied that ihe:em~tc~yee deposits his jury duty pay with the

City Comptroller.
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Section'4.d Sick Leave: ~ r'

each salaried paid employee sha11 receive sick leave with pay for periods not exceeding
twelve {12) working days in the aggregate during each calendar year. Each such
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 December 31 of that year. Sick
leave may be used in accordance with -the City of Chicago Personnel Rutes, Rule
~vu~.

Sickleave credit shall accrue to a ma~cimum of 200 work days at the rate of twelve (12)
days per yeaz less days of sick leave used. Sick leave not taken at the time of termination
sha11 cease and end all rights for compensation. Sick leave accrued while working for
another public agency shall not be transferable.

Employees sha11 be credited with one (1} day of parid sick leave on the first day of each
month. In the event an employee, or a member of employee's immediate family,
experiences a serious health condition within the meaning of the Family and Medical
Leave Act, upon request of the ernplayee, the Employer will advance to said employee up
to fine full amount of sick time the employee would nozrnally be credited with. for the
remainder of that calendar year, subject to reimbursement on a case by case basis.
Should the employee's, ox his/her immediate family member's serious health condition
require the employee to be absent into the next calendar year, upon request of the
employee, the ~rnployer will advance to said employee up to the full amount of sick time
the employee would normally be credited with for the remainder of that calendar year,
subject to reimbursement on a case_by case basis. The Employer reserves the right to
require an employee to provide documentation that a serious illness which would qualify
for family and medical leave under the FMLA exists. Immediate family ar immediate
family members are defined in the City of Chicago Personnel Rules, Rule XXVII,
Section Z.

Use of sick leave as provided for in this Section sha11 not be detrimental to the evaluation
of an employee's job performance. Employees who use sick leave as provided herein
shall have their job performance evaluated on the same basis and under the same criteria
as employees who have nut used sick leave. Nothing herein shall preclude the Employer
from delaying an employee's evaluation in the event that the time worked by the
employee during the evaluation period does not provide an adequate basis for evaluation.

Nothing herein shall be construed as requiring any employee to forfeit any sick leave
credit accumulated by virtue of employment with the Employer prior to the effective date
of this Agreement, up to the maximum of 200 work clays.

Section 9.5 Family and Medical Leavc

Bargaining unit employees who have been employed a minimum of twelve (12) months,
and who have worked 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 a.ny of the
following reasons:
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1. ~ for the birth of an employee's child and to care for such child;
2, for the placerr~ent of a child with the employee for adoption or foster care;
3: to care for the employee's spouse, child or parent with a serious health

condition; and
4. due to a serious health condition affecting the employee.

All. such leaves are subject to the provisions of the family and Medical Leave Act and the
regulations thereunder, as well as the policies of the Employer in effect as of the date of
this Agreement.

During any leave taken pursuant to this provision, the employee's health caze coverage
sha11 be maintained as if the employee was working, anc~ seniority shall accrue.

Section 9.G Dut~~ Disabilit~T Leave

Any employee who is absent from work due to an injury on duty sha11 be granted a leave
of absence. The Employer will mail the initial Duty Disability payment within fourteen
(14) working days upon receipt of verified. authorizarion from the approving authority.
Subsequent payment for eligible employees will be made-twice a month. If duty
disability is denied, and such denial is later z~versed, the employee sha11 be paid up to
date the amount the employee was eligible to receive. Employees who return from said
leaves shall be reinstated to their former job classification, if it is vacant or if it is then
occupied, by an employee with lower seniority. If the employee's firmer job
classification is not available because the employee would have been laid off if 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.

The Employer will mail the initial Duty Disability payment within fourteen (14) days of
the Employer's designated medical officer being advised by the employee's physician of
the occurrence of ajob-related injury, provided that there is no dispute as to employee's
entitlement to Duty Disability.

Section 9.7 Personal Leavc

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 accumulate for employees on said leaves for up to one year.
Employees who return from said leaves shall be reinstated to their former job subject to
the layoff, recall and break-in-service provisions of this Agreement.

Employees sha11 be granted 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 non-
professional treatment for a member of the employee's immediate family ar household
under circumstances temporarily inconsistent with fhe employee's uninterrupted
performance of his/her normal job duties, if satisfactory proof of the need for the duration
of such leave is provided to the Employer. Such leaves, shall. be granted under the same
term. and conditions as set forth above.
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Section 9.8 Medical Leave

Non-probationary employees sha11 be granted rnedicai leaves of absence without pay
upon request. Said mediealleaves.af absence shall be granted for up to three (3) months,
provided said leaves shall be renewable, for like three month periods, for a fatal medical
leave of absence up to one (1) year. The Employer may request satisfactory proof of
medical leaves of absence. Employees on medical leaves of absence shall return to work
promptly 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
the eimployee has complied wifh the Employer's procedures which shall be provided the
employee prior to the start of said leave. If an employee is granted. an extension of
hisJher leave, he/she shall be returned to work upon the expiration. of the leave's
extension; provided the employee has complied with the Employer's procedures.

Seniority shall accumulate for employees an medical leaves of absence for only up to one
(1}yeas. After one (l} year, an employee on a medical Ieave of absence shall retain, but
not accumulate seniority.

Employees who return from medical leave of absence within one (1) year sha11 be
reinstated to their former job, subject to layoff and recall provisions of this Agreement. If
the employee returns to work after more than one (1) year on a medical leave of absence,
the employee shall be returned to his/her former job it if is open. If not, the employee
will be placed on a list for reinstatement.

Section 9.9 Present Ability

All employees who return from leaves of absence shall, as a condition of their return,
have the present ability to perform the required work wifhaut further training after a
reasonable amount of orientation; provided that no employee will be denied reinstatement
under this section solely because, due to the leave of absence, the employee was unable
to participate in any training required by the Employer.

Al2TICLE 10
DISCIPLINE

Section 10.1 - I)iscin~ine Procedures

a. Non-probationary, Carer Service employees shall be discharged or otherwise
disciplined only far just cause.

b. Discharges shall be governed exclusively by the Employer's Personrkel Rules and
Human Resources Board Rules, an:d shall not be subject to the grievance and
arbitration provisions of Article 12 of this Agreement. An employee may be
discharged for just cause before the Human Resources Board hearing, provided
that said employee shall be guaranteed, upon request, a full hearing before said
Board in accordance with said Board's rules and procedures, including applicable
time frames. In the event that a discharged employee appeals an adverse decision,
of the Hruman Resources Board to the Circuit Court of Cook County, or thereafter
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• to the Appellate Court o~ Illinois, and the decision of the Human Resources Board
is reversed or remanded, resulting. in restoration of the ,job, the Employer will pay
the employee's reasonable attorz~:cy's fees which he ar she has incurred in
connection with the court proceeding, excluding fees incurred before the Human
Resources Board. The employee sha11 submit apost-appeal fee petition. to the
Employer, which. shall be supported by full documentation of the work
performed, the hours expended, and the rates paid by the employee. Should the
parties be Tunable to agree on the proper aznout~t of the fees to be paid to the
employee, either party may refer the dispute to arbitration under Article 11 of this
Agreement.

c. Written reprimands and suspensions shall be governed exclusively by the
grievance and. arbitration provisions of Article 11 of this Agreement, and such
disciplinary ac~ians shall not be subject to review before the Human, Resources
Board.

d. An employee who may be subject to disciplinary aerian for any
impropriety has the right to ask for a Union representative to be present at any
interrogation or hearings.

e. The Employer within its discretion may determine whether disciplinary
action, shoult~ be an oral warning, written reprimand, suspension or discharge,
depending upon various factors, such as, but not limited to, the severity of the
offense or the employee's prior record. Such discipline shall be administered as
soon as practical after the Employer has had a reasonable opportunity to fully
investigate the matter..

f In cases of oral warnings, the supervisor or his/her designee shall inform
the employee that he/she is receiving an oral. warning. and the reasons. therefor.
For disciplines other than oral warnings, the employee's immediate supervisor or
his/her designee shall meet with the employee and notify him/her of the
accusations against thhe employee and give the employee an opportunity to answer
.said accusations, Specifically, the supervisor or his/her designee shall teal the
employee the names of witnesses, if any, and make available copies of pertinent
documents the employee or Union is legally entitled to receive, to the extent then
known and available. If the employee requests the presence of a Union
representative at a meeting, one will be provided, if available, who shall be given
the opportunity, if the employee xeyuests, to rebut the discipline and request
further pertinent information.

Section 10.2 -Conduct of Disciplinary Investigations by the Insnectar General

Supplementing all rights and processes due employees covered by this Agreexxa.~nt who
maybe the subject of a disciplinary investigation by the Inspector General, the interview
by the Inspector General will be conducted in the following manner:

a. The interview 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 interview, depending upon the allegation, will take place at the
employee's location of assignment, normal deparhnent location or other
appropriate location.
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c. Prior to an interview, tie eznpl~yee under investigation sl~ali be it~ormed
of the person in charge of the investigation, Elie identity of the interviewer
and all persons present during the interview. When a formal statement is
being taken, all questions directed to the employee s~.all be asked by and
through. one interviewer at a time.

d. The length of the interview sessions will be reasonable, with reasonable
interruptions permitted for personal, necessities.

e. At the beginning of the interview, the em~sloyee shall be ~niforrned of the
nature of the matters to be discussed.

£ An employee under investigation shall not be threatened with transfer,
dismissal. ox disciplinary action, or promised a reward, as an inducement to
provide information relating to the matter under investigation, or far
exercising any rights contained in this Agreement, provided, however, that
this Section shall not prohibit ar prevenit an accurate reading of tie
employee's administrative rights, or the imposition of discipline in
accordance therewith..

g. An employee under investigation will be provided without unreasonable
delay with a copy of any written statement the employee has made.

h. (1) Ifthe allegation under investigation indicates a xecommendatian for
discipline is probable against the employee, said employee will be given
the statutory administrative proceedings rights prior to the commeneernent
of the interview: {2) Tf the allegation indicates that criminal prrosecution.
xnay be probable against said employee, the pzovisians of this Section.
shall be inapplicable and said employee will be affc~rtied his coY~stitutianal
rights concerning self-incruninatian prior to the comznencem~nt of the
interview. An employee will not be Bread his/her administrative and
Miranda rights during the same interview.

i. At the request of the employee under investigation, an employee who may
be subject to discipline 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 Union representation before commencement of
the interview. The interrogation shall be suspended until representation
can he obtained, provided the suspension is not for an unreasonable time
and the Employer does not have the interview unduly delayed.

j. The Employer shall pat compel axi employee 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 polygraph.examination shall not be used against an
em~Ioyee in any fon~m adverse to the employee's interests. T'he Employer
will pat require a palygra~h examination if it is illegal to do so. If an
employee is asked to take a polygraph exarxzination, he/she will be advised
in writing`24 ~~ours prior ~o the administration of the exaznizzation. The
results of any polygraph examination shall be known to the employee
within one week.

~. This Section shall not apply to employee witnesses.
m. The identity of an employee udder investigation shall pat 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
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thereto. If an employee is exonerated~after the City initially informed the
mEdia of the chaxges against the employee, the City will make that fact
available to the media where the emprayee requests it.
In the event that disciplinary action is taken against an employee, any
allegations of violations ofthis Section shall be heard in connection with,
and in the saxrae forum as, grievances which protest said disciplinary
action, except as provided in paragraph O(2) below. If no disciplinary
action is brought against the employee following the conclusion ofthe
Inspector General's investigation, no grievance concerning the conduct of
the investigation shall exist.

~l) Any evidence or iniforma#ion, including employee
statements, that is obtayned in violation of the rig~~ts enumerated in
this Section, shall be suppressed' and sha11 not be used by the
Employer for any disciplinary action against the employee, or in
the case of promotions or transfers.

(2) (a) Natwitthsfanding the provisions of paragraph N above, at the
option of the Union, a claim that the Inspector General has violated
the provisions of this Section may be raised in a suppression
hearing before a member of the permanent hearing panel listed
herein, rather than in the disciplinary hearing as required in
paragraph N above.

(b}(1) The Union may exercise this option by notifying the employee's
Department Head and the Employer's Law Department in writing not later
than ten (I O) calendar days before an azbitration or Human Resources
Board hearing,. in accordance with tl~e foregoing provisions of this
Agreement. The appeal shall specify the particular contract provisions
allegedly violated, together with a factual summary of the conduct alleged
to have violated the Agreement. It is understood that by exercising-this
option, any and all. time limits set forth in Chapter 2-74-060 of the
Municipal Code of the City of Chicago regarding the ~Tuman Resources
Board hearing shall be tolled until the arbitrator renders a decision as
pxovided below. (2) Upon receipt of said notice, the parties will select in
order of rotation one of the threw permanent hearing panel members who
are chosen as follouvs. Ta be eligible for service on this panel, members
must be willing to convene a suppression hearing within thirty (3Q) days
of receiving notice of his or her selection. To select the initial panel, or
should any member of the panel resign ar be removed upon mutual
agreement of the parties. during the life of this Agreement, the parties will
meet to reach agreement an new panel member who must be an arbitrator
listed with the Federal Mediation and Conciliation Service. If no
agreement can be reached, the Employer will request a panel of seven (7)
at~bitrators fronn FMCS, all of whom must be members of the National
Academy of Arbitrators. Thereafter, the parties will txaeet to strike names
from the list, with the Employer striking first, until one name remains,
which person shall be named to the panel.
(c} The suppression hearing shall be convened within thirty (30) calendar
days of the selection of the panel member, or at such other time as the
parties may mutually agree. The arbitrator's jurisdiction shall be limited to
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determining if the Inspector General obtained evidence or statements in
vic~latioz~ of paragraph Q (1} above, and if such evidence'should be
suppressed. -The arbitrator shall have no authority to rule on the merits of
any underlying discipline or take any other action beyond that specifically
set forth in this subparagraph.
(d) The panel member shall render an expedited decision which shall be
final and biding upon. the parties. rt shall not be subject to collateral
attack in any further disciplinary proceeding involving the employee in
question.

~. Notwithstanding any other provision in this Section to the contrary, no interview
by the Inspector General will. be conducted at a police station or other correctional
facility unless the employee works at the police station or correctional facility, ar
if the employee has been incarcerated for more than 72 hours.

Scctiun 10.3 File Inspection

The Employer's personnel files and disciplinary history files relating to any employee; upon due

notice, shall. be open and available for inspection by the affected employee during regular
business hours, except for information which the Employer deems confidential. Said files shall
be made available for inspection by the affected employee by no later than fourteen {14) working
days after the Employer's receipt of notice from tlxe employee. Nothing in #his Section shall be
construed as in any way limiting employees' rights to access personnel files as provided under
State law.

Section 14.4 Limitation on Use of File Material

It is agreed that any material and/or matter not available For inspection, as provided for in
Section 10.3 above, shall not be used in any manner or any forum adverse to the ernplayee's

interests.

10.5 Use of File Material

Any information of an adverse employment nature which is unfounded, exonerated or otherwise
not sustained, shall not be used against the employee in any fut~.u~e proceedings. Any recar~d of

discipline may be used as a basis for i`urther discipline for a period~of time not fo exceed twenty-
four (24) months from-the date the discipline was issued to the employee, or, in the case of a
suspension, from the last date the suspension was served; provided, however, that said record of
discipline may continue to be used as a basis for further discipline beyond said twenty-four {24).

month period i€the employee is charged with at least one additional, substantially similar offense

at any time withrn said twenty-four {24} month period.

ARTICLE 11
GRIEVANCE AND ARBITRATION

Section ll.l

a. Matters which are management rights, except as expressly abridged by a specific
provision of this Agreement, any discipline of probationary and a#her non-Career .Service
employees, and all discharges shall be excluded from grievance and arbitration.
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b. Except as provided in• Section 11.1(a) above, a difference, complaint or
dispute (hereinafter called. a grievance) between the ~rnplayer and the Union or any of
the employees of the Employer it represents, azising out of the circumstances or

conditions of employment, shall be exclusively settled in accordance with the terms and
procedures provided in this Article.

c. There shall be no interruption of the operations of the Employer,
It is agreed that the time limitations set forth herein are of the essence,
and that no action or matter not incompliance (herewith shall be considered the subject.
of a grievance unless said time limitations are extended by written a~reernent of both

parties to this Agreement. Failure of the Employer to answer a grievance within the tinne
limits herein shall permit the Union to advance the case to the next step, The Unionwill
be informed of anal allowed to be in attendance at all grievance or disciplinary hearings.

The Union shall send written notice to the Department Head notifying himlher of

advancement to the next Step.

Section=l l.2

a. Before a Formal grievance is initiated, the employee may discuss the
matter with hislher immediate supervisor. If the problem is not resolved in this
discussion, the following procedure shall be used to adjust the grievance:

b, Step 1- Immediate Supervisor
A< The Union shall put the grievance in writing on the form to be supplied by

the Ernployez~ upon request, but in the absence of such a form, the Union
may submit the grievance in letter form, within twelve (12) working days
of the earlier of either the affected employee or the Union having
knowledge of the event which gives rise to the grievance. The Union will
indicate what Section and part of the Agreement the Employer is alleged
to have violated, a full description of the facts underlying fihe grievance,
and the requested remedy, and submit the grievance to the employee's
immediate supervisor.

B. Within five (S} working days of the written grievance, the immediate

supervisor will notify the Union in writing of the decision.

(~) Std
A. If the grievance is not settled at Step I, the Union shall have the right to

make an appeal in writing to the Department Head or the Department

Bead's designee within seven (7) working days after the date of receipt of
the decision by the immediate supervisor, or.the date it was due under Step
I. The name of the Department Head designee: sha11 be provided to the
Union.

B. The Department Head or the 17eparhnent Head's designee shall meet with
the Union's representative at least once each n~xonth to discuss all pending
grievances that have been advanced to Step II. The purpose of the Step II
meeting will be far the Deparhnent and the Union to share relevant
information and discuss their respective positions with respect to each
grievance pending at Step II, and attempt to amicably resolve as many
grievances as possible. The Department Head ar the Department Head's
designee shall have the requisite authority to resolve grievances during the
Step II meeting. No grievances will be discussed al more than one Step II
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meeting, unless the City and the Union mutaally agree that further meeting
and discussion woald be beneficial. htothing in this paragraph shall be
construed. to relieve the City and the Union from their r~bligations to
otherwise process and respond to grievances in accordance with this
Article.

C. The Deparhnent Head oz fhe Department Head's designee will notify the
LJnian in writing of hislher decision within seven (7) working days of the
completion o~the Step II meeting. The response to the grievance sha11
state the Department's position with respect to the grievance together with
a brief statement of the facts and reason{s) supporting that position.

{d} Step III -Arbitration
A. If the matter is not settled in Step II the Union or the Employer, but not an

individual employee ox employees, may submit the dispute to arbitration
by serving a written request to arbitrate io the designated representative
from the Employerr's operating department, with copies of the request to
the designated Law Department representative, setting forth. the fac#s and.
specific relief requested, within ten (10) working days after the answer is
given or due at Step T1 hereof.

B. 'I'he,parties may select an arbitrator by mutual agreement, or in the
absence of an agreement, either party may make written request to the
Federal Mediation and Conciliation Service for appointment of an
arbitrator under the rules of that tribunal, with a copy to the other party.

C. Arbitz~afiors will advise the parties of their fees and expenses prior to
selec~ion~ and such fees and, expenses shall be borne equally between the
Union and the Employer. The arbitrator shall have the right to subpoena
witnesses and require the production of pertinent documents afi the. request
of either party. Each party shall be responsible for compensating its own
representative and witnesses. The cost of a transcript shall be borne by th.e
party requesting the reporter unless the parties agree to share such costs.

D. An arbitrable matter must involve the meaning and application or
interpretation of a specific provision of this Agreement ar a document
incorporated by reference thereto. The provisions of this Agreement and
any other document incorporated by reference in this Agreement shall be
the sole source of any rights which either party may assert in arbitration.
Questions of arbitrability, including timeliness, shall be decided by the
arbitrator. The arbitrator sha11 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 apply them to
the specific facts of the grievance or dispute. The fee attd expenses of the
arbitrator shall be borne by the party whose position is not sustained by
the arbitrator. In cases of split decision, the arbitrator shall determine what
portion each party shall be billed, based upon which party, if any,
substantially prevails. The decision of the arbitrator shall be based wholly
on the evidence and arguments presented to him by the parties in the
presence of each other. No arbitration hearing s1na11 be held unless both
parties are present. The decision of the arbitrator shall be final and
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binding on all parties to the• dispute, including the emptoyee or employees
involved.

Section 11.3

a. Any settlement at Step ~ or II shall be binding upon the Employer, Union
and the aggrieved employee or employees. Grievances maybe withdrawn without

prejudice at any step of fhe grievance procedure.
b. If the grievance or arbitration affects more than one employee, it may be

presented in the name of a single selected employee representative of the group ar class.

A class action shall be identified to fibre Employer at Step I ar as 'soon as practicable. The

resolution of a grievance filed on behalf of a group of employees sha11 be made

applicable to all of the affected employees within that group who have been properly

identified in accordance with this subsection.
c. Even though a grievance has been filed, employees are obligated to follow instructions. or

orders of supervisors or the Employer, 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 ar orders the employee does not

waive hzs/lier right to process the grievance. Refusal to follow instructions or orders shall...

be cause for~discipiine.
d. Certain issues which by nature are not capable of being settled ati a

preliminary step of the grievance procedure, or which would become moot due to the

length o£time necessary to exhaust the grievance steps, or which the Union believes
would be resolved more expeditiously, may be filed at the option of the Union at Step II.

e. The Union may request the production of specific documentation, books,
papers or witnesses reasonably available from the Employer and substantially pertinent to

the grievance under consideration. Such requests shall not be unreasonably denied, and if

granted sha11 be in conformance with applicable laws and rules issued pursuant thereto
governing the dissemination of such materials.

ARTICLE 12
NO STRIKE OR LOCKaUT

Secrion 12.1 No Strike

During the term ofthis Agreement neither the Union, its offzcers or members shall instigate, call,

encourage, sanction, recognize, condone, or participate in any strike, sympathy strike, concerted

slowdown, stoppage of work, boycott, picketing, or interfearence with rendering of services. by

the Employer.

Section 12.2 Union's Resnansibitity

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 are engaged in by any bargaining unit employee, the

Union further agrees it will use its best efforts to cause an immediate cessation thereof. If the

Union immediately takes all reasonable steps in good faith to end such action, the Employer

agrees that the Union shall not be responsible for, and that it will not bring action against the

Union to establish responsibility for such wildcat or unauthorized conduct.
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Scotian 1~.3 Discipline for Breach.

The Employer in its sole discretion may terminate the employment or otherwise discipline any
employee who engages in any act. forbidden in this Article, subject to Lhe grievance procedure.

Section 12.4 No Lockout

The Employer agrees not to lock out the employees during the term of this. Agreement.

ARTICi,I~; 13
DUES DEDUCTYON

~ectinn 13.1

a. Any employee covered. by this Agreement wha is a rnernber of the Union
on the effective date of this Agreement shall, as a condition of continuing employment,
remain a member of the Union and shall tender to the Union those dues and fees
utuformly required of Union members in .good standing, for the life of this Agreement.

b. The Employer, upon receipt of a validly executed written authorization card, shall dedact
Union dues and initiation fees from the payroll checks of all employees so authorizing the
deduction in an amount certified by the Union, and shall remit such deductions an a
monthly basis to the Union: Authorizarion for such deduction shall be irrevocable unless.
revoked by written notice to the Employer and the Union during the fii~een (15) day
period prior to the expiration of this Agreement. The Union shall indemnify, defend and
hold the Employer harmless against any and all claims, demands, suits or other forms of
liability, including damages, ai#orney's fees and court and other costs, that sha11 arise out
of, or by reason of action taken or not taken by the Employer for the purpose of
complying with all sections and subsections of this Article, or in reliance on any list,
notice, certification ar assignment furnished under any of such provisions or in reliance
upon employee payroll deduction authorization cards submitted by the Union to the
Employer.

c. The Employer shall provide to the Union each month the name, address,
classification, rate of salary and starting date of the employees in the bargaining unit.

Section 13.2 Noti~catian of Dues Chan~c

Any change in the amount of dues to be deducted shall be communicated to the Ennplayer by'the
Union at least fourteen (14} days prior to the effective date of said change.

ARTICLE 14
MISCELLANEOUS

Section 1.4.1 .Tc~b Titles

The Employer will notify the Union of any change in job title. If the Employer makes any
.substantial change in job duties it will discuss such changes with the Union prior #hereto. If the
Employer changes a job title without substantially changing the duties of the job, the Union will
retain its existing jurisdiction over the new job title.
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~icctiotx 14.2 'i'r.iditi~►~ial Work

Any work. which has been tradi.tionalIy performed by employees wha are represented. by the
Union shall continue to be performed by said employees, except where non-unit employees have
in the past performed unit work, or in emergencies, to train or instruct employees, to do layout,
demonstration, experimental, or testing duties, to do troubleshooting or where special knavvledge

is required; provided, however, where employees do riot repoz~t to work because of vacations, or

other absences or tardiness, leaves of absence or for personal reasons, or because all of the
employees. are or will be occupied with assigned duties, or to complete a rush assignment,

employees of any other unit represented by another union may perform the work of said

employees. ror example, if an SSSCC is on vacation, an Aviation Communications Officer
(ACO) may be assigned as a replacement SSSGC.
However, in the absence of an emergency or any overriding operational concerns, any absence
andlor tardiness that is known at least 24 hours 3n advance shall be filled first by Voluntary

assignment, on a xotating basis, or an available SSSCC volunteer, and next by assignment of a
non-unit employee, prior to the involuntary/mandatory assignment of an SSSCG. In the event of
such mandatory assignment, the assignment sha11 be made from the ~SSCC's on the
shift/lacation immediately preceding the shift in which the absenceltardiness hos occurred. In
cases involving less than 24 hours advance notice of the absenceltardiness, the position sha11 be
filled first by voluntary assignment of as SSSCC volunteer dorm the shift immediately preceding

the shift in which the absence/tardiness has occurred, and if there is no such volunteer, the
position shall be filled either by the assignment of anon-unit employee or by the
involuntary/mandatary assignment of an SSSCC, as determined necessary in the sole discretion

of nnanagement. The Employer shall not arbitrarily extend the period of any emergency beyond

the need for that emergency.

It is understood that it shall not be a violation of this Agreement if the following functions are
performed by members of management, regardless. of whether they .are also performed by the
bargaining unit: (a) assignment and scheduling; (b) work inspection; (c) discipline; (d} ordering

of equipment and materials from vendors; (e} supervision of subordinate staff. Nothing in this
Section shall deprive members of the bargaining unit of the right to perform historical and
traditional unit work; nor shall the City lay-off a bargaining unit employee for the purpose of
replacing that person with a member of management.

Section .14.3 Jurisdietianat i)ist~utcs

In fhe event that the Union files a grievance claiming that the Employer has violated the terms of

this Agreement by assigning certain work to City employees represented by another union, or

where the Employex receives a .grievance from another union protesting the assignment of work

to employees covered under this Agreement, the Employer shall serve writfien notice to the
Union, and on the ocher affected union(s), of the existence of said dispute. This notice shall

describe the nature of the work in dispute.

In the event this dispute remains unresolved and is submitted to arbitration, the provisions of
Article 11 herein regazding arbitration of grievances sha11 apply, excepfi that, in addition to the
Employer and the Union, the other affected u.nion(s) shall have the oppariunity to participate in

the hearing and to present evidence; but shall not be bound to the results of that arbitration unless
all parties so agree in advance of the hearing.



a If the Union shad prevail in said arbitration and is awarded the work ire dispute, and if, in that
event, the other affected unions) sha11 pursue a claino against the Ern~loyer that fine reassignment
of the work in dispute violates the agreement of that other union, the provisions of this Section
sha11 apply to that claim as well. All. parties to the dispute sha11 have the right to participate in
any arbitration hearing of that claim and to present evidence therein. Should the arbitrator zn the
second proceeding determine that the Employer's reassignment afthe work in.dispute violates
the other union(s)' Agreement, thereby requiring the Employer to campy with two conflicting
arbitration decisions as to which of the unions is entitled to perForm the disputed work, the
following pravis~ons shall apply.

The Employer shall have the right to invalce arbitration ofthe claspute under-the provisions of the
grievance and. arbitration procedures contained in Article 11 of this .Agreement, except that the
Union and the other affected union{s) shall select the arbitrator. The Employer, the Union and
the other affected unioz~(s) shall be parties to that proceeding, and shall have the right to fu11y
participate in the hearing. During-the pendency of this proceeding, the work assignment directed
by the first arbitrator shall be followed b~ the ~arC es. The arbitrator sha11 have the authority to
decide only. which of the two conflicting awards shall prevail. The a~rbitratcsr"s decision shall be
based solely upon the prior arbitration awards, the record before both prior arbitrators, and the
traditional work and other relevant provisions of this Agreement and of the collective bargaining
agreement of the affected unions}, No other evidence or testixriony shall be admitted in that
hearing. The decision of the arbitrator in this proceeding shall be final and binding upon all
parties to the dispute, and none of the .parties to the dispute shall seek review of that award iii any
other judicial ar administrative forum.

Nothing herein shall preclude all parties to the dispute from voluntarily resolving it at any time.

Section 14.4 Privatization

Before cantractin~ out work ~~vhich has been traditionally perfar~med by SSSGC's, the Employer
will provide the Union w #h written notice at least thirty (30) days prior to the date the .contractor
is to begin performance of file work. Such notice shall contain the name and address of the
contractor that will be performing said work, and a description €~fthe work to be performed.
Within seven (7) working days of a request by the Union, the Employer will meet with the Union
to discuss the contracting out.

Section 14.5 ~u~1es and Rc~ulati~lns

The Employer shall have the right to make, and from. time to time change, reasonable rules and
regulations, after prior notice to and discussion with the. ilnzoz~, and to require employees'
compliance therewith after such notice to and discussion with the LTnian, and a#~er notification to
employees, provided that nc~ such rule or regulation or change therein sha11 be contrary to or
inconsistent with t~~s Agreement or law.

Section 14.G - Perfoi•~nanee Evatuatit►n~

As .part of the evaluation process, an employee's supervisor shall discuss the evaluation with the
employee and give him/her the reasons for such evaluation and an opportunity to clarify or rebut
his/her evaluation. An employee's signature will indicate only that he/she has seen the
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evaluation. The evaluation form sha11 state that it is the employee's right to place a rebuttal in
his/her file if the empZ~yee sa ck~ayses.

Section t4,7 ~'Icfcrred Comncnsation

T'k~e Employer's current policies with respect to deferred compensation shall continue in effeeY
during the term of this Agreement.

Section 14.8 Safety

The Employer sha11 continue its efforts to provide fox a safe working environment far its
employees, as required by federal and state laws. Grievances by employees alleging violations
of this Article shall be resolved through Step IT of the Grievance Procedure of this Agreement,
but sha11 not be subject to arbitration unless rnutuaily agreed by the parties.

Section,149 Residency

All employees Covered by this Agreement shall be actual residents of the City of Chicago.

Section 14.1O Acting U

The Employer may assign employees to perform, and be held accountable for,
substantially all of the duties and responsibilities of a higher rated job classification not covered
by this Agreement. Such assignrnent~ will be equitably rotated among eligible employees
assigned to the affected shift, in accordance with the Employer's protocols far such assignments.
Employees will be paid for such assignments at their regular rate of pay. Employees may refuse
to accept such assignments without discipline. However, in the event of refusal, the employee
with the least seniority may be involuntarily assigned._

ARTICLE 15
LAYOFFS AND RE-EMPLOYMENT

Section l.~i.l Notice of Layoffs

When there is an impending layaffwith respect to any employee in the bargaining unit,-the
Employer shall notify the Union and employees #a be laid affna later than fourteen (14) days
prior to such layoff', except where layo#~s result from a sudden emergency beyond the control of
the administration of the Employer and/or as a result of action by the City Couneii, such notice
shall be given to the Union and the employees as soon as the Employer has knowledge thereof.
The Employer will provide the Union the names of all employees to be laid off pz~ioz to the
layoff. Probationary employees shall be laid off first, and. then employees shall be Iaid off in
accordance with their seniority, provided the employees remaining have the ability to perform
the jabs needed to the satisfac#ion of the Employer.
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4ecfiion I5~.2.Hir-ir~~ Dt~rin~ l,avoffc

No new employees may be hired to perform duties normally performed by a laid aff employee
while employees aze in Iayaff status and eligible for ree~ll.

Section l S.3 Layoffs and Recall

a. The least seniar employees in the affected jab classification in the department shall be
laid of~:'first, provided the ability, qualifications to perform the required work, and the
employee's job performance are equal among the other employees in the job in the
department, and provided further that the layoff does not have a negative effect on the
Employer's efforts to ensure equal employment oppartuni~ies.

b. Employees sha11 be recoiled in the reverse order they were laid off, provided the
employee has the then present ability to perform the job to the Employer's satisfaction
without further training.

c. Employes shall retain and accumulate seniority and continuous service
while on layoff of 30 days or less, subject to the terms of Article 8 of this Agreement.

Section 15.4 Abolishment of 3vb Glassit~cation

If the Employer intends to abolish a job classification, the ~rnployer shall notify fhe Union as
soon as it is known and, upon request, meet and discuss the Employer's intention. The Employer
shall advise the Union of its reasons and how, if at all, the work presently being performed by
members of the unit will be performed in the future. Abolishment shall be defined as the layoff
of all present members of the classification in a department ox job. title, or the creation of a new
department or agency within the City of Chicago government,

ARTICLE 16
UNION RIGHTS

Section lb.l

The Union shall have the right and responsibility to represent the interests of all employees in the
bargaining unit, to present its views to the Employer on matters of concern, either only or in
writing, and to consult and be consulted. with in accordance with. the terms of this Agreement and
applicable law.

Section 16.2 - Ki~ht of Access

Authorized representatives of the Union sha11 be permitted entry to the premises of the Employer
at any reasonable tinr~e for purpose of handling grievances, observing conditions under which
employees are working and to administer this Agrcement consistent with the Employer's
reasonable visitation rules. The Union will not abuse this right, and such right of entry shall at
all times be conducted in a manner so as not to interfere with the Employer's normal operations.
The Union shall be responsible for keeping fhe Emp]oyer continuously informed, in writing, of
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the names of the Union's authorized representatives, and shall notify the Employer promptly of
any changes. The Employer -may change or set rules of access, provided any change in practice
shall be reasonable and subject to-the grievance procedure.

Section 16,3 —Stewards

The Union shall. be :responsible for keeping the Employer continuously informed, in writing, of
the name of an employee designated to serve as Union steward, and sha11 notify the Employer
promptly of any changes. Any employee acting as stewards shall not be discriminated against,
nor transferred from their job classifications ox departments, because of herlhis activities on
behalf of the Union. Any transfer of a steward from her/his job classification or depaztment,
other than in an emergency, wzll be discussed with the Union in advance.

Section 16,4 I3ullctin T3oards

The Union shall have the right of accessto a bulletin boazd at locations where they can be
conveniently seen and read by a~'ected employees. The Union shall have the right.. to .post
notices concerning Union business on bulletin boards.

section 16.5 Union Meetings

The Union shall have suitable space on the Employer's premises for semi-annual Union meetings
at a convenient work location, provided that such meetings shall not interfere with service to the
public ox the performance of any duties, and shall be subject to fine Employer's reasonable rules
for the use of its facilities.

Section 16.6 Grievance Processin

A grievant and a Union steward will be permitted 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. The grievant and the steward shall each
provide reasonable advance notice to his/.her immediate supervisor-and request permission before
using any working time to investigate and process grievances, it being understood that the
operation of the Department takes precedence unless there is an emergency, but such permission
shall. not be denied unreasonably. If there. is space available, the Employer, upon request of the
Union steward, shall provide the use of a zoom and telephone to discuss.the grievance, subject to
the Ertxplayer's reasonable rules for the Union's use of such facilities. This Section does not
apply to any time spent preparing for or presenting arrbitration heaxings, after Step II of the
grievance procedure has been completed.

Section l G.7 Ne~o~ti~►ting Teai~t

One employee designated as a representative on the Union's negotiating team who is scheduled
to work on a day on which negotiations will occur; shall, for the purpose of attending scheduled
negotiations, be excused from her/his regular duties- without loss of pay to the extenfi necessary to
allow fox her/his attendance, provided such absence from work wi1T not interfere with the
Employer's operations.
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Section 16.8 Labor- Management Canamittee
For the. purpose of maintaining comrnunicatians between labor and rnana~ement in order to

cooperatively discuss and solve problems of mutual concern, the head of tie department or

his/her designee shall meet gnarlerly with a Union..representative. Fewer or more frequent

meetings may occur by mutual agreement of the parties. Requests for more frequent meetings

sha11 not be unreasonably denied. lVieetings shall be scheduled a-time, place and date mutually

agreed upon with due regard for the ef~iciez~t operation of the Employer's business. The parties

may discuss any subject of mutual concern, except for grievances and changes to this

Agreement. Each party shall prepare and submit an agenda to the other one week prior to the

scheduled meeting.

ARTICLE 17
DRUG AND ALCOHOL PROGRAM

Section 17.1 P~~icv Statect~ent

The City of Chicago's essential mission is to provide services to its citizens in a sa£e and

economic manner. The parties to this Agreement recognize that drug and alcohol abuse in the

workplace has a deleterious effect on the health and safety of employees, as well as their morale

and productivity, all of which creates an undue burden on the persons. which the City and

employees covered by this Agreement serve. Furthermore, the economic cast of providing

health care services to employees who abuse drugs and: alcohol has puff an increasing burden an

the City's finances,

The Employer and the Union maintain a strong commitment to protect people and property, and

to provide a safe working environment. To this end, the employer has also established its

confidential Employee Assistance Program for employees with personal problems, including

alcohol and substance abuse, and the parties to this Agreement urge employees who have such

problems to utilize the Program's services.

To maintain a workplace which provides a safe and healthy woxk environment fox all employees,

the following drug and alcohol program is also established

Section 1'7.2 Definitions

a. Alcohol: ethyl alcohol
b. Prohibited Items and Substances: All illegal drugs and controlled substances, alcoholic .

beverages, and drug paraphernalia in.the possession o~F, or being used by, an employee on

the jab or the premises of the Employer.
c. Employer Premises: All property, facilities, land, buildings, structures, automobiles,

trucks and other vehicles owned, leased ox used by the Employer as job sites or work

locations and over whzch the Employer has authority as employer.
d. Employer: All persons covered by this Agreement.
e. Accident: an event resulting in injury to a person requiring medical attention or causing

significant damage to property to which an employee contributed as a direct or indirect

cause.
f. Reasonable Cause: Erratic or unusual behavior by an employee, including but not limited

to noticeable imbalance, incoherence and disorientation, which would lead a person of
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ordinary sensibilities to conclude that the employee is under the influence of drugs andlar
alcohol.

g. Under the Influence: Any mental, emotional, sensory or physical impairment. due to the
use of drugs or alcohol.

h. Test: The taking and analysis of any body component sample, whether by blood, breath,
urine, haie or in any other scientifically reliable manner, far the purpose of identifying,
measuring or quantifying the pxesence or absence of drugs, alcohol or any metabolite
thereof.

Section 17.3 Disciplinary Action

a. All employees must report to work in a physical condition that will enable them to
perform their jobs in a safe manner. Further, employees steal! not use, possess, dispense
or receive prohibited items ar substances on ox at the Employer'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 is under the influence of a prohibited substance, the
employer shall have the right to subject that employee to a drug and alcohol test.

c. At the Employer's discretion, the employee maybe placed on

adrainisirative leave with pay until test results are available. 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 wi#h testing procedures;

(iii) are found to be under the influence of drugs or

alcohol while on duty and an the Employer'spremises;

(iv) are found in possession of alcohol, drugs oz dzug

paraphernalia, or are found selling or distributing drugs or

drug paraphernalia, on the Employer's premises.

d. All adverse employment action taken against an employee under this program shall be
subject to the grievance and arbitration procedures of this Agreement.

Section 17.4 Drug and Alcohol Testing

a. The Employer may require drug andlor alcohol testing under the following conditions:

{i) a test may be administered in the event that two superiors have reasonable
cause to believe that an employee has reported to work under the influence
of ar is at work under the influence of drugs or alcohol.

(ii) a test may be required if an employee is involved in a workplace accident
or fighting;

(iii) a test znay he required ~as part of a follow-up to counseling ar rehabilitation
for substance abuse for up to a one year period;
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(iv} a test may be regrzired if an employee applies for, transfers or elects to
exercise available bumping rights pursuant to a reduction in force, into any
position requiring satisfactory completion of drug and alcohol testing as a
requirement of such position.

b. Employees to be tested will be required: to sign a consent form and chain of custody form,
assuring proper dacumentatiorn and accuracy. If ari employee refuses to sign a consent
form authorizing the test, he or she will be subject to ternnination.

c. Drug and alcohol testing will be conducted by an independent laboratory accredited by

the United States Department o£Health and Human Services ("DI-~I3S"), and may consist
of either blood, urine or hair tests, or all three. The Employer reserves the right to utilize
a breathalyzer to test for the presence of alcohol, in lieu of other clinical testing.

d. Laboratory testing procedures wi11 conform to the parocedwres specified in the Substance
Abuse and Mental Health Services Administration (SAMBA) guidelines far federal
workplace. drug testing programs, dated June 9, 1994 and as maybe amended hereafter

by the relevant agency of the Department of Health and Humes Services.
e. Initial and confirmatory test results which meet ox exceed the cutoff levels for drugs set

forth in the DHHS guidelines (and as they may be amended) shall be regarded as
"positive," and shall presunnptvely establish that the tested employee was undex the
influence of drugs.

f. Initial. and confirmatory (or breathalyzer) test results which meet or exceed_ the level o£
blood alcohol established in the Illinois Motor Vehicle Act as Iega1 intoxication shall
presumptively establish that the tested employee was under the influence of alcohol.

g. The cost of initial and confirmatory testing will be borne by the Employer.
h. Drug and alcohol test results shall be reported to the. Commissioner of Personnel or-his

designee in the manner to be prescribed by the Commissioner. The. applicant or
incumbent shall be notified of-the test xesults in writing. The Commissioner will inform
the applicable department head of any empiayee who tests positive for alcohol or drugs,
who in turn will initiate disciplinary proceeding under Section 18.3 above.

i. All urine, hair or blood samples sha11 be taken in sufficient quantity as to allow for
retesting. Any portion not used in the test will bepreserved by scien#ifically reliable
means for one (1) year following the test. Any employee whose test result is positive
.may elect, ai his or her expense, to be retested by the same or other laborator}~
satisfactory to the Commissioner of Personnel, provided that the Employer`s testing
laboratory sha11 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, or to preserve such sample, to allow for retesting, shall
-not affect thexemoval froze eligibility of an applicant or personnel action, including
discharge, or any employee.

j. No laboratory report or test results shalt appear in the incumbent's personnel fie unless
they are part of a personnel action under this program, but shall be placed in a special

lacked filed maintained by tie Commissioner of Personnel, except as such disclosure

may be required by this policy, law or ordinance.



Section 1.7.5 Employee Assistance Program

I niployees arc encouraged t~ seek help foi• a drug or alcohol problem befaz~c it deteriorates into a

disciplinary matter and may parizcipaie ifthc}I wish in tta~ vo~uniary Employee Assistance

Program.

ARTICLE 18
GROUP HEALTR AIVD CONTitIBUTIONS

Section 13.1 Grouts 1-lealth and Contributions

(a}The Employer shall provide to employees and their eligible dependents Group Health, Vision

Care, llental, Life 125,000) and Accident benefitis as provided to a majority of other employees

of the City under the same terms and canditioi~s applicable t~ saicj other employees, and subject

to ~ectic7n 18.2 below.

(!~) Employees who participate in the Employcar medical plan or an ~iMO s1~a11 make the

falla~ving contributions toward their health care coverage,based nn the a~ pl cable

percentage of their base salary, subject to the then applicable salary cap:
Salary

Sin~lc Cnaplayee + 1 Family Cap
July 1, 2017 1.2421°l0 1.9854% 2.4765 $90,000
July 1, 2U18 1.7921% 2.4854% 2.9765% $1.00,000
January 1, 2019. 2.2921% 2.9854% 3.4765% $115,004
January 1, 2020 2.7921°la 3.48.54"/0 3.97GS"/o $130,000

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

basis.

(c)Effective January 1, 2419, prescrePtion 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 $7S per household.

Section 18.2 Joint Labor Management Cooperation Committee on Health Care

a. The Employer and the Union {t~~e "Parties"} agree to be bound by determinations and

recommendations of the Joir~it Labor Management C~~perat on Cc~mmitlee ("LMCC")

negotiated between t ie Employer and the Coalition of Unionised Public Employees

"COUPE") anc~ created pursuant to applicable state and federal law. T'he purpose of the

LMCC is to research and make-reconnznendations and. decisions within its authority

related to the achievement of significant measurable savings in the cost of employee

health care during the term ofthe Agreement. The LMCC Agreement and Declaration of

Trust ("Trust A~reennent") is attached to this Agreement as Appendix A.

b. The Trust Agreement sfiall address, without limitation, the following:

I . Formation of a Committee to govern the LMCC consisting of up to thirty (30)

Trustees, with half of'Che Trustees to be appointed by the Ern~loyer, and half to tae

appointed by unions who represent employees of the Employer, and who'have also

agreed to participate iu the LMCC ("Participating Labox• Unions").
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2. Appointment by the City and Participating Labor Unions of a Co-Chair and Vice-Co

Chair as designated in the Trust Agreement.
3. Authority of the LMCC to make z'ecornmendations and m.odifcatio~is in the health

plan expected to result ire savings and cost containment.
4. Establishment of a Trust fund wit11 contributions provided by the City of Chicago

and third parties.

Section 18.3 Self Insurance Plans

The benefits provided for herein shall be provided through aself.-insurance plan or under a group

insurance policy setected by the E~i~pl~yer. Alt. benefits are subject t~ standard provisions of

insurance policies between En~players and insurance companies.

Section 18.E Dis~~utes

A dispute between an employee {ar his/her covered dependent) and the pz~acessor of claims shall

not be subject to the grievance procedure provided for in this Agreement.

Section 1$,5 HMO

Optional coverage offered by a Health Maintenance ~rga~ai7.ation shall be made available to

qualified employees. The Employer may offer coverage under more than one IiMO. ̀The

employee's option of selection an I-~MO is subject to conditions for eligibility set by the HMO, ,

notwithstanding anything in this Agreement to the contrary, subject to Section l 8.2 above.

Section 18.b Dual Covera~c

Where both husband and wife or other family members eligible under one (1}family coverage

are employed by the Employer, the Employer shall pay for only one (1) family insurance or

family heath plan.

Section 18.7 Plan Design Chance

Beginning no later than 2020, members of the Teamsters bargaining unit will be subject to

the Pian 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 arc implemented earlier than

2020, members of the Teamsters bargaining unit shall be subject to such changes at the

same time as the rest of the LMCC.
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ARTICLE 19
WAIVER AND SEPARABILITY

Section 19.1 Comnlctc A~recmentl~'Yaver

This Agreement constitutes the entire Contract between the Employer and the Union and settles

all demands arld issues with respect to all matters subject: to collecti~v~ bargaining. The parties
acknowledge that, during the negofiiations which resulted in this Agreement, each had the

unlimited -right and opportunity to make demands and proposals with respectto any subject or
matter not removed by law from the area of collective bargaining, and that the understandings
and agreements azrived at by the parties; after the exercise ofthat right and opportunity, 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 negotiations, even though such subjects

ar 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 19.2 Seuarability
In the event any ~f the provisions of this Agreement shall be or become invalid or unenforceable

by reason of any Federal or State law or local ordinance, now existing or subsequently enacted,

or by decree of a court of competent jurisdiction, only that portion of the Agreement shall be

come null and void, and the remainder shall remain in full force and effect in accordance with its

terms. The parties shall meet relating is the repeal of any such provision.

ARTICLE 20
TERM OF AGREEMENT

Section 20.1 Term of Aereement

The terms of this Agreement shall be subject to rat ftcatian by the City Council of

the City of Chicago and concurrent adoption in ordinance form. The Employer and the Union

will cooperate to secure this legislative approval.

This Agreement shall be effective from the date upon which it is ratified by the City Council of

the City of Chicago, and shall remain in effect through 11:59 p.m. on June 3Q, 2t~22, subject to

the terms of Sections 19.2 of this Article. Thereafter, it shall automatically renew itself from

year to year unless at least sixty {60) days and not more than ninety (90) days prior to the

termination 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. It is further agreed that in the event the City of Chicago agrees to or

authorizes additional vacation, holidays or other paid time off, ar voluntary unpaid time off with

any other bargaining unit. (excluding police asid/or fire) during the term of this Agreement, such

additional time off sha11 be granted to all employees covered by this.Agreement.
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Section 24.2 Health. Plan Reopener

Each party reserves the right to reopen this Agreement in order to further negotiate the Health
Plan set forth in Article S for the follovving reasons:

a. Any changes) in the applicable law{s), including but not. limited to a universal, national
ar state health care grogram mandating 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 containment as anticipated by the parties
pursuant to the establishment and administration of the Labor•Management Cooperation
Committee on heath care ("LMCC"), as defined below:

1. The parties charge the LMCC with the responsibility of approving Plan
changes that wi11 result in significant cost containment or savings, as
measured by a projected increase of costs for any individual plan of no
more than 8°10 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,_ respectively.

2. 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 shall
make such adjustments to the Plan as are necessary, including but not
limited to adjustments in deductibles, co-pays and co-insurance, to prevent
the cost increase from exceeding 8% as measured in subsection {a} above.

3. Should the plan changes approved by the LMCC fail to acliieve cost
containment ar savings as Mated 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 8;
• Structure of the LMCC;

Composition of the LMCC;
Funding of the LMCC.
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If ~y one of t}~e foregoing events or canditior~s occurs, either parry fo this Agr~eri~ent has thirty
(30j days #o natify ttie other party o~'its intent to r~r~pen this Agreement in order to ne~c~tiate the
Heat~}t l'l~n. Shnutd either party elect to reopen negotiat~ans puz~uunt to this provisian, it shall
submif w~rittez~ notice to tE~e Qth~r party. Th~rr~.fter, the ~Sarties have ninety {90) clays within
whzch to reach agreement on die Article. I:C the parties fail to reach agreement at the conolusi~n
of that ninety (9Q} day period, each parry reserves the right to reopen tie entire Agrecmeut.

~N WITNESS VE'XiERE4F, each of ttx~ parties hereto, by its duly authorized
r~presenta~ives, has exeeu#~d #bis document on the date set forth below;

FQR THF; CI~'Y f)F CHICAGt3:

~,—' ~--

FOR T~~E UI~tI(~N:

) i~ s'~l

1

~ / 
`~a

r

D~t~. off / ~~ / ~`



Letter of A,g~'eemcnt No.l

Re: Teamsters Local 700 — 2013 Contract Negotiations Health Care-LMCC Referral

Dear Mr. Vendafreddo:

Pwrsuant to Section of the Agreement, the Employer and the Union agree to direct
the LMCC to evaluate and initiate changes to the current Health Care Plan in areas that will

facilitate the shift to a preventive health care model and wi.i] result in design irn~pravements, cost

containment ox savings, including but not limited to the fallowing areas:

• Expanded Disease Management Program
• HRA and Bio-metric Screening

Health Fairs
• Weight Management Program
• Imaging Review Service
• Lifetime Maximum
• Subscriber Share for Hospital Biils and Co-insurance

Exclusion for Seif-Inflicted Injuries
• Comprehensive Communication and 4utxeach Strategies

AGREED:
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• •Letter of A~ree~iient ;N~. 2

Re: Cc~m~e~isatory Time for Ovcr~cnc

October Z, 201&

Tf, as a result of the ncgnt ations for a successor Contract beh~veen the City of Chicago and
the Public Safety Employees Un an—Unit II, the Aviation Cammunic~tion Operators arc
liven the option to be cons~ensated in the farm of compensatory time far overtime earned.
for hours worked aver 40 daring the work creek, the Union may request.: to reopen this
Agreement io dis utss the (imitea issue t~f tl~e SSSCC's o~tiou of bei~ig compensated in the
fc~rin cif compensatory time for overtime earned far hours ii~orked over 4Q during the work
week. The Ilnia~~'s request to reopen this Agrecnient must be in v~=r ting and submitted to
the Ci~~'s Director of Labor ItclatiQn$ and such request can be made no earlier than July
], 2019. Far purposes of this side letter, overtime is defined as hours worked over 40.dur ng
the ti~~ork ~veck.
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Al'~'ENDIX B

SALARY SCHEDULES
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