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AGREEMENT 

PREAMBLE 

This Agreement is entered into by and between the City of 

Chicago, an Illinois Municipal Corporation, herein referred to 

as the "Employer" or "The City", and the following local Unions, 

Cement Workers Local 76, County, Municipal Employees, 

Supervisor's and Foremen's Local 1001, and Water Pipe Extension, 

Bureau of Engineering Laborers Local 1092, herein referred to as 

the "Unions" or the "Locals". 

It is the purpose of this Agreement to achieve and maintain 

harmonious relations between the Employer and the Unions, 

establish equitable and peaceful procedures for the resolution 

of differences and establish wages, hours, and other terms and 

condi tions of employment. If there is any difference between 

the terms of the local Agreement and the Master Agreement 

between the Employer and the Coalition dated August 2, 2007, 

(hereinafter referred to as the "Master Agreement"), then the 

terms of this Agreement shall take precedence over any terms in 

the Coalition agreement. 

The Employer and the Unions encourage the highest possible 

degree of practical, friendly, cooperative relations between 

their respective representatives at all levels. The officials 

of the Employer and the Unions realize that this goal depends 

primarily on cooperative attitudes between people in their 

respective organizations and at all levels of responsibility, 

and that proper attitudes must be based on full understanding of 
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and regard for respective rights and responsibilities of both 

the Employer and the Unions. 

ARTICLE 1 

RECOGNITION AND INTEGRITY OF BARGAINING UNITS 


Section 1.1 Recognition 

The Employer recognizes the Unions as the sole and 

exclusive bargaining representatives for all employees in their 

respective bargaining units with respect to wages, hours and all 

terms and conditions of employment. 

This Agreement covers all classifications and employees in 

the bargaining units as established by the Agreement of the 

parties dated March 6, 1984, enacted as an Ordinance of the City 

Council of the City of Chicago, dated May 30, 1984 consisting of 

the classifications listed in Schedule 1 of said Agreement and 

the classifications referred to in all side letter agreements 

concerning said bargaining units which shall be added to and 

made part of this Agreement. Said classifications are set forth 

in Appendix A. 

The Employer recognizes the integrity of the bargaining 

units. With reference to the bargaining units described in 

Schedule 1 and referred to throughout this Agreement, it is 

further understood and agreed that the historical bargaining 

units set forth opposite each Union's respective name in 

Schedule 1 are descriptive and those units shall not be 

undermined, affected or modified by any unilateral Employer 

action including any changes or future changes in job titles or 

classifications as further described in Appendix A, unless 

2 
3565 90.1 



otherwise provided in this Agreement. The Employer will not 

assign bargaining unit work including all work currently being 

done by members of the bargaining units, to the jurisdiction of 

another bargaining unit (Local, Coalition or City) without the 

mutual, written agreement of the Unions involved except as 

provided in Section 1.2. 

Section 1.2 Unit Work; All Unions Bound 

Any work which has been traditionally performed by 

employees who are represented by the Union shall continue to be 

performed by said employees, except where non-unit employees 

have prior to February 13, 1986 performed unit work, or in 

emergencies, to train or instruct employees, to do layout, 

demonstration, experimental or testing duties, to do trouble­

shooting or where special knowledge is required, provided 

however, where employees do not report to work because of 

vacation, or other absences or tardiness, or for personal 

reasons during the course of the day, 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 local union shall not perform the work of 

said employees. For example, if a laborer is on vacation, a 

truck driver shall not be assigned as a replacement laborer. 

No supervisor or member of management may perform 

bargaining unit work, including on overtime, except as permitted 

by the current practice of the parties as set forth in Section 

1.2 above. 
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The Employer shall not arbitrarily extend the period of any 

emergency beyond the need for that emergency. This Section 

shall apply to any union which represents a unit of the 

Employer's employees. Any assignments under this Section shall 

be temporary in nature except as provided in Section 1.2. 

Notwithstanding the foregoing, 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) crew 

assignment and scheduling; (b) work inspection; (c) discipline; 

(d) ordering of equipment and materii3,ls from vendors. Nothing 

herein 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 1.3 Abolishment of Job Classification 

If the Employer intends to abolish an existing job 

classification within a department or bargaining unit, the 

Employer shall notify the Union (s) affected as soon as it is 

known and, upon request, meet and discuss the Employer's 

intention. The Employer shall advise the Union(s) 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 or bargaining 

unit, including but not limited to instances where the City 

retains the title for possible future use. Any Employee for 
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whom there is no more work as a result of such abolishment shall 

be treated as an employee who has lost his/her job as a result 

of technological changes in accordance with Section 21.4 of this 

Agreement. 

Section 1.4 New Classifications or Successor Titles 

A. The Employer shall promptly notify the appropriate 

Union(s) within 45 days of its desire to establish a new 

classification or a successor title to any present 

classification, including a new or successor title to cover 

duties being performed by a member of the bargaining unit. No 

title which is already in use in another bargaining unit in the 

Ci ty shall be used as a successor title. Where the successor 

ti tIes are used to clarify employee duties wi thin bargaining 

units or where there are no changes in duties or where the new 

classification or successor ti tIe involves "de minimis" changes 

in or additions to present duties, such new classification or 

successor title shall automatically become a part of this 

bargaining unit and shall be covered under this agreement. 

Further, the wage rate for such new classification or successor 

title shall be the wage rate of the predecessor classification. 

B. If the proposed new classification is a classification 

within the unit and involves new, different or substantial 

changes in duties (including additions and/or deletions) from 

existing job classifications in the unit, the Employer shall 

meet with the appropriate Union (s) to discuss the new 

classification and the rate of pay assigned by the Employer. No 

duties may be removed from any present bargaining unit 
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classification or title and assigned or reassigned to another 

bargaining unit without the written consent of the Union 

affected. The following covers situations where changes are non 

deminimis: where new duties are being added to a bargaining 

unit title, where the union consents to consolidation of 

classes, or where the proposed classification represents new 

work for the bargaining unit and the Employer and the Unions (s) 

cannot agree upon a rate of pay within 30 days of the notice of 

the proposed new classification, the rate of pay for such new 

classification will be arbitrated according to the arbitration 

provisions of this Agreement. If at any time prior to the 

Arbitrator's decision, the Employer chooses to fill or implement · 

this new classification, the Employer may temporarily assign a 

rate of pay. The Arbi tra tor shall review the rate of pay by 

comparing it to the pay rates, responsibilities and working 

conditions of other Employer classifications, the labor market, 

and any other factor the Arbitrator determines to be relevant. 

The Arbitrator shall decide whether the pay rate decision by the 

Employer was reasonable. If the Arbitrator decides the 

Employer's pay rate decision was not reasonable and the 

Arbi trator decides to increase the rate of pay, the increase 

shall be made retroactively to the date this new classification 

was established. If the Arbitrator decides to decrease the rate 

of pay the decrease shall become effective as of the next pay 

period following the Arbitrator's decision. 

The filling of a vacancy in any such classification shall 

be in accordance with Section 15.1 of this Agreement. 
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C. Present Personnel Rule 26 shall not be used to 

circumvent the provisions of this section. 

D. Seniori ty. Where the present employees are placed by 

the Employer in a new classification under subsection 1 . 5 or 

remain in a successor title or classification under subsection 

1.4, their time-in-title seniority shall consist of all time in 

the present (new or successor) class plus all time in the title 

immediately preceding. 

Section 1.5 Assignment of New Work to Bargaining Unit 

Whenever the City intends to establish a new job 

classification or undertakes to perform new work that may not be 

wi thin the duties of a current bargaining unit classification, 

or makes various technological improvements in the manner in 

which an employee does his job, it will advise the Union in 

writing at least 45 days in advance, describing the new title 

and duties and providing a job description or equivalent 

description of duties. The City shall first consider whether 

such work is wi thin the scope of work that has traditionally 

been performed, or which is currently being performed, by one of 

the bargaining units. If so, such work shall be assigned to a 

present or new classification within one of these bargaining 

uni ts. If the City after determining that the work is not 

wi thin the scope of traditional Laborer bargaining unit work 

decides not to include the new work within one of the present 

Laborer bargaining units and a dispute arises, the dispute shall 

be submitted to the Illinois Local Labor Relations Board for 

resolution. 
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Section 1.6 Jurisdictional Disputes 

In the 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 Employer receives a grievance from another 

union protesting the assignment of work to employees covered 

under this Agreement, the Employer shall serve written notice to 

the Union, and on the other 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 

submi tted to arbitration, the provisions of Article 4 herein 

regarding arbitration of grievances shall apply, except that in 
( 

addition to the Employer and the Union, the other affected 

union(s) shall have the opportunity 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. 

If the Union shall prevail in said arbitration and is 

awarded the work in dispute, and if, in that event, the other 

affected union(s) shall pursue a claim against the Employer that 

the reassignment of the work in dispute violates the Agreement 

of that other union, the provisions of this Section shall apply 

to that claim as well. All parties to the dispute shall have 

the right to participate in any arbitration hearing of that 

claim and to present evidence therein. Should the arbitrator in 

the second proceeding determine that the Employer's reassignment 

8 
356590 .1 



of the work in dispute violates the other union (s)' Agreement, 

thereby requiring the Employer to comply with two conflicting 

arbitration decisions as to which of the unions is entitled to 

perform the disputed work, the following provisions shall apply. 

The Employer shall have the right to invoke arbitration of 

the dispute under the provisions of the grievance and 

arbitration procedures contained in Article 4 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 union(s) shall be parties to that proceeding, and shall 

have the right to fully participate in the hearing. During the 

pendency of this proceeding, the work assignment directed by the 

first arbitrator shall be followed by the parties. The 

arbitrator shall have the authority to decide only which of the 

two conflicting awards shall prevail. The arbitrator'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 union (s) . No 

other evidence or testimony 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 in any 

other judicial or administrative forum. 

Nothing herein shall preclude all parties to the dispute 

from voluntarily resolving it at any time. 
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Section 1.7 Labor-Management Committee Meetings 

For the purpose of maintaining communications between the 

parties, and to discuss any relevant subject of mutual concern, 

but excluding specific grievances, proposed changes to the 

Agreement, and specific matters covered by a different committee 

process, the parties will hold Labor Management Committee 

meetings on a quarterly basis. The Committee will consist of 

appropriate representatives of each Local Union that is a party 

to this Agreement, and appropriate representatives of the City, 

including representatives from the Department of Human 

Resources/Labor Relations, the Law Department, the Office of 

Budget and Management, relevant operating departments, and other 

appropriate representatives, as needed. Relevant subjects of 

mutual concern to be discussed may include matters formerly 

handled by the Committee on Continuous Process Facilities, the 

Labor Management Training Committee, and the Emergency CallOut 

Plans Committee. 

ARTICLE 2 

UNION RIGHTS 


Section 2.1 Right of Access 

Duly authorized Officials to the Union will be permitted 

during normal working hours, to enter Employer facilities or be 

present where City work is being performed for purposes of 

handling grievances or investigating complaints pursuant to the 

collective bargaining agreement, observing conditions under 

which employees are working, meet with employees for these 

purposes or for the administration of this Agreement. The Union 
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will not abuse this right and such right of entry shall be 

consistent with current practices, and shall at all times be 

conducted in a manner so as not to interfere with normal 

operations. The Employer can establish reasonable rules of 

access in conformance with the purpose of Section 2.1. By 

mutual agreement between the Union and the Employer, the Union 

may call a meeting during working hours to prevent 

misunderstandings, resolve or clarify a position. 

Section 2.2 Union Stewards 

The Union will advise the Employer in writing promptly upon 

ratification of this Agreement of the names of the Stewards in 

each department or work location and shall notify the Employer 

promptly of any changes. 

Stewards will be permitted to handle and process grievances 

referred by employees at the appropriate steps of the grievance 

procedure during normal hours, without the loss of pay, provided 

that such activity shall not exceed a reasonable period of time, 

or unreasonably interrupt the work of employees. Stewards shall 

notify their immediate supervisors in advance of their intention 

to handle and process grievances. Supervisors shall not 

unreasonably withhold permission to the Stewards to engage in 

such activities. 

Union Stewards shall not be ¢iscriminated against because 

of their activi ties on behalf of the Union; nor shall they be 

transferred. Union Stewards shall not be detailed from their 

Bureaus other than in an emergency, unless the Steward agrees. 

The Union shall cooperate with the Employer to ensure the 
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abili ty of Stewards to perform the job. In the event of a 

layoff, all employees acting as Union Stewards shall be the last 

laid off in the affected job classification. 

Section 2.3 Employees 

Employees shall, after giving appropriate notice to their 

supervisors, be allowed reasonable time-off with pay during 

working hours to attend hearings and meetings if they are called 

by and agreed to by the Employer, if such employees are entitled 

or required to attend because they are Union representatives, 

stewards, witnesses, or grievants. A designated employee 

representative shall be permitted to attend grievance step 

discussions, and arbitrator hearings. An employee who is 

subject to a proper subpoena shall be granted a leave of absence 
(

wi th pay to attend the hearing provided the employee deposits 

his subpoena fee with the City Comptroller. 

Section 2.4 Union Business and Activities 

Local Union representatives, officials appointed or elected 

by the Union not to exceed sixteen (16) shall be allowed time 

off without pay for legitimate Union business, such as Union 

meetings, Committee and/or board meetings, training sessions, or 

conferences. Nothing shall prevent an employee from using any 

accumulated time to cover such absences at the employee's 

option. 

Requests for such time off shall be granted unless an 

employee I s absence would interfere with the operating needs of 

the Employer, provided that, such requests shall not be 

unreasonably denied. The employee may, with the written consent 
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of the supervisor, adjust the employee's schedule to permit such 

attendance. 

Local Union representatives not to exceed 16 will be 

permitted to attend State or International Laborers' and/or 

Building Trades conventions without a loss in pay for the time 

spent in route to and from and attending the convention up to 

three days for one state convention and up to seven days for one 

national convention. Such time off shall not be detrimental to 

the employee's record in any way. 

Section 2.5 Union Leave of Absence 

The Employer shall grant request for leaves of absence for 

up to 16 employees for the purpose of service as Laborer 

Representative or officer with the International, State, 

District Councilor Local Organization of the Union for the 

duration of his/her appointment to the Union, provided 

reasonable advance notice in writing is given to the Employer. 

While on such leave the employee shall not incur a break in 

continuous service. An employee on said leave of absence shall 

not be eligible for any benefits as an employee. Such employees 

may maintain their participation in pension programs including 

retroactively, provided the employee and/or the Union makes the 

full contribution. 

In the event the Employer hires at one time in excess of 

200 additional employees in anyone year under a Federal or 

State grant, an additional employee for each 200 hired, may be 

granted a temporary leave of absence for the term of such 

program. Such leave shall not be unreasonably denied. The 
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Union shall, where possible, give the Department Head 30 days' 

written notice requesting said leave(s). During such Union 

leave said employees shall continue to accumulate seniority and 

shall be eligible for and shall receive all benefits as if they 

were fully on duty, including but not limited to, pension 

accruals, only if the Union reimburses the Employer for all such 

employment costs on or before December 31 of each year. 

Employees who return from Union leaves of absence shall 

have the same rights as employees who return from medical leaves 

of absence. 

Section 2.6 Personnel Transactions 

(a) Bargaining Unit Report 

The Employer will provide to the Union between the 15th and 

the 20th of the month a bargaining unit report of current active 

employees sequenced by: 

1. Bargaining Unit 
2. Department 
3. Payroll Number 
4. Title 
5. Name 

and a separate bargaining unit report sequenced by: 

1. Bargaining Unit 
2. Department 
3. Title 
4. Name 

Both lists will completely update such information from the 

previous report and include employee name, address, social 

security number, dues code, title, pay schedule, grade, current 

pay rate, status, continuous service date, career service or 
( 

\, ' 
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seasonal seniority, time in title, date of birth, race and sex. 

The report shall be current to within 20 days of the date 

provided. 

(b) Activity Report 

The Employer shall also provide to the Union on a monthly 

basis a bargaining unit activity report of current active 

employees that will show: 

- Duty Disability 
- Career Service Retirements 
- Career Service Resignations 
- Career Service Discharges 
- Non-Career Service Terminations 
- Leaves of Absence 
- Suspensions 
- Reinstatements 
- Reappointments 
- Transfers (Change of department) 
- Transfers (Change of payroll) 
- Appointments (which also includes promotions and 

demotions) 
- Death 

For new appointments, the report will list employee name, 

address, social security number, department, payroll number, 

title code, title description, pay schedule, grade, pay rate, 

status, date of birth, race and sex. 

For transactions involving current employees the report 

will list name, social security number, department, payroll 

number, title code, dues code, title description and 

transaction. The report will also list any changes in the 

employee's name, address, social security number, department, 

status, date of birth, race or sex. 
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Each month the Employer will provide to the Union the 

current month's bargaining unit activity report and the updated 

report from the previous month. 

(c) Overtime Report 

The Employer will provide to the Union by the 20th of each 

month an overtime report for bargaining unit employees which 

will provide the following: 

- Payroll Period 
- Payroll Number 
- Employee Number 
- Name 
- Social Security Number 
- Title Code 
- Amount of Overtime for Period 
- Amount of Overtime Year to Date 

(d) PER-14's 

The Employer agrees that the Union may review bargaining 

unit Personnel Transaction Reports (PER-14's) for members of the 

bargaining unit once a week. The weekly review will be on a day 

and time agreed upon by the Union and each department. The 

Union may review bargaining unit Personnel Transaction Reports 

(PER-14's) and, if desired, make copies upon payment of a $.10 

cents per page fee. 

For Bargaining Unit (PER-I4) showing appointments, 

promotions, discharges, resignations, or retirements, the Union 

may telephone a designated department representative to request 

information from such transaction reports. The Employer will 

make its best efforts to provide the requested information. 
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(e) Seniority List 

The Employer shall submit to the Union annually, beginning 

30 days from the execution of this Agreement and on March 15 of 

each year thereafter, a seniority list for the bargaining unit 

setting forth the following: 

- Department 
- Classification 
- Name 
- Time in Title Date 
- Number of Days in Title 
- Continuous Service Date 
- Status 
- Payroll Number 
- Social Security Number 

Such lists shall be updated to the effective date of any 

layoff for the classification involved and shall be provided to 

the Union on the same day as the list is given to the department 

head or within 2 days of the layoff notice whichever is sooner. 

Disputes as to the accuracy of such lists may be brought to the 

Employer's attention by the Union, in writing, and shall be 

resolved promptly by the Director of Labor Relations. 

(f) Personnel Transactions 

If the Employer develops any technical improvement in the 

collection and/or reporting of information provided to the Union 

under this Section (2.6), the Union shall have the advantage of 

any such improvement by receiving information and/or reports in 

the new or improved form. 

(g) Right to Request Information 

Nothing provided in this Section shall limit the Union I s 

right to request information regarding a specific dispute or 
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grievance under any other Article of this Agreement, or under 

the law, for the purpose of administering this Agreement. 

Section 2.7 Bulletin Boards 

The employer shall provide bulletin boards or space on 

bulletin boards at each employer physical site, the number, size 

and location to be mutually agreed upon by the employer and the 

union wi thin 90 days after execution of this agreement. Said 

bulletin boards or space shall be for the sole and exclusive use 

of the union for union business. All postings required by this 

agreement shall be on such bulletin boards. Posted material 

shall not be abusive, inflammatory o+: of a partisan political 

nature, but may describe issues involved in hearings or results 

of hearings. Posted material shall be signed and dated prior to 

posting. 

Section 2.8 Backpay Awards 

Whenever an employee shall be entitled to an award of back 

pay from an arbitration award or settlement agreement, a check 

in the appropriate amount, together with the method of 

calculation, shall be forwarded to the Union's designee for 

distribution to· the Employee. The Union shall deliver said 

check to the employee within fifteen (15) calendar days of its 

receipt. Dues payments, if any, shall be remitted separately. 

Such payments to employees . shall be made wi thin a 

reasonable time after the award is received by the Employer, the 

grievance is settled or the end of the proceeding from which the 

award is derived, but in no event shall such time for payment 
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exceed sixty (60) days from the end of any period of disputed 

calculation, unless mutually agreed by the parties. 

ARTICLE 3 

RULES OF CONDUCT CHANGES 


No changes or additions to rules of conduct shall be 

implemented without prior publication and notice to the affected 

employees. 

When the Employer proposes to initiate reasonable changes 

or additions to its rules of conduct, which could subject 

Employees to discipline, the Employer shall transmit copies of 

the proposed changes or additions to the Union. The Union will 

consider the proposals, and upon request, the Employer will meet 

with the Union within 20 calendar days of the receipt of the 

proposals to receive the Union's comments. Absent an emergency, 

the Employer will not implement its proposed changes or 

addi tions until the Union has had a reasonable opportunity to 

present its view and discuss the proposals with the Employer. 

The Union will have waived its right to contest the 

reasonableness of the proposed rules of conduct whenever the 

Union fails to discuss its obj ection with the Employer during 

the twenty-day period allotted for Union comments. 
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ARTICLE 4 
DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 4.1 Disciplinary Action 

(a) Disciplinary action including discharge, shall be 

excluded from this grievance procedure. Suspensions over 10 

days and discharges shall be governed exclusively by the City of 

Chicago's Personnel or Police Board Rules, whichever may be 

applicable. Notwi thstanding the foregoing, suspensions of 11 

days or more may be appealed to arbitration in lieu of the 

Personnel or Police Board upon the written request of the -Union. 

Disciplinary cases which are converted from a discharge to a 

suspension as a result of decision o-f the Personnel or Police 

Board do not thereafter become arbitrable as a result of said 

decision. The grievance procedure provisions herein and the ( 
i 

Personnel or Police Board appeals procedure are mutually 

exclusive, and no relief shall be available under both. 

(b) An employee who is subject to disciplinary action for 

any impropriety or cause has the right to ask for and receive a 

Union representative to be present at any interrogations or 

hearings prior to being questioned. The interrogation shall take 

place at reasonable times and places and shall not commence 

until the Union representative arrives, provided that the 

Employer does not have to wait an unreasonable time and the 

Employer does not have to have the interrogation unduly delayed. 

An employee may be discharged for just cause before the 

Personnel or Police Board hearing, provided that said employee 

shall be guaranteed, upon request, a full hearing before said 
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Board, in accordance with the said Board's rules. It is further 

provided that in the event of non-egregious offenses, not to 

include violent acts, criminal acts, drinking alcohol or taking 

illegal drugs on the job, insubordination or work stoppages, the 

employee will be given 30 days advance notice of discharge, and 

has 7 days from receipt of the notice to appeal. If the 

employee does not file an appeal within the 7-day appeal period, 

the Employer may then remove the employee from the payroll. If 

the employee appeals the discharge, the Personnel Board shall be 

requested to set a hearing date within the 30-day notice period 

and the employee shall remain on the payroll for the full notice 

period, except if prior to completion of the 30-day notice 

period (1) the Hearing Officer affirms the discharge; or (2) the 

employee continues the discharge hearing; or (3) the employee 

withdraws his appeal or otherwise engages in conduct which 

delays the completion of the hearing. However, in no event may 

the employee require the employer to retain the employee on the 

payroll beyond the 30-day period. The Union shall have the 

right to have its representatives present at either of the 

Board(s) or the grievance procedure, including arbitration, and 

to actively participate. 

(c) The Employer within its discretion may determine 

whether disciplinary action should 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 
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a reasonable opportunity to fully invp.sti..C}ate the matter and 

conduct a meeting with the Union and employee. The Employer is 

not obligated to meet with the employee and the Union prior to 

taking disciplinary action where the employee is unavailable or 

in emergency situations. 

Demotions shall not be used as a part of discipline. 

Transfer shall not be part of an employee's discipline. 

In cases or oral warnings, the supervisor shall inform the 

employee that she/he is receiving an oral warning and the 

reasons therefore. For discipline other than oral warnings, the 

employee's immediate supervisor shall .meet with the employee and 

notify him/her of the accusations against the employee and give 

the employee an opportuni ty to answer said accusations. 

Specifically, the supervisor shall tell 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. Employer's failure to 

satisfy this Section 4.1 shall not in and of itself result in a 

reversal of the Employer's disciplinary action or cause the 

Employer to pay back pay to the employee. 

In the event disciplinary action is taken, the employee and 

the Union shall be given, in writing, a statement of the reasons 

therefore. The employee shall initial a copy, noting receipt 

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

employee shall have the right to make a response in writing 

which shall become part of the employee's file. 
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(d) Any record of discipline may be retained for a period 

of time not to exceed eighteen (18) months and shall thereafter 

not be used as the basis of any further disciplinary action, 

unless a pattern of sustained infraction exists. A pattern 

shall be defined as at least two substantially similar offenses 

during said 18-month period. If an employee successfully 

appeals a disciplinary action, his/her file shall so record that 

fact. If the appeal fully exonerates the employee, the Employer 

shall not use said record of the discipline action against the 

employee, or in the case of promotions or transfers. 

In any disciplinary investigation of a non-egregious 

offense conducted by the investigative staff of the Office of 

Budget and Management, the Employer shall notify the employee 

who is the subject of the disciplinary investigation of the 

pendency of the investigation and its subject matter, within 

thirty (30) calendar days of the employer being made aware of 

the alleged rule violation. For the purposes of this Section, 

the term "non-egregious offense" shall not include indictable 

criminal offenses, gross insubordination, residency issues, or 

drug and alcohol violations. Thereafter, the employee shall be 

granted a predisciplinary hearing if requested within thirty 

(30) days. Any discipline given in violation of this notice 

provision shall be null and void. 

In the event that a discharged employee appeals an adverse 

decision of the Personnel or Police Board to the Circuit Court 

of Cook County, or thereafter to the Appellate Court of 

Illinois, and the decision of the Personnel or Police Board is 
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reversed or remanded resulting in restoration of the job, the 

Employer will pay the employee's reasonable attorney's fees 

which he or she has incurred in connection with ~hp. court 

proceeding, excluding fees incurred before the Personnel or 

Police Board. The employee shall submit a post-a~peal 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 unable to 

agree on the proper amount of the fees to be paid to the 

employee, either party may refer the dispute to arbitration 

under the relevant provisions of this agreement. 

Section 4.2 Procedure For Department Review of Disciplinary 
Action Including Suspension 

Step 1. Within 5 working days after an employee receives 

written notice of any proposed disciplinary action, 

including a suspension for ten (10) days or less which is 

not appealable to the Personnel or Police Board, or in the 

case of suspensions of 11 or more days which may be 

appealed to arbitration in lieu of the Police or Personnel 

Board upon the written request of the Union, the Employer 

shall conduct a meeting with the union and employee. 

Discipline shall be administered as soon as possible after 

the employer has had a reasonable opportunity to further 

investigate the matter as appropriate. If disciplinary 

action is taken after the meeting or further investigation, 
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the employer may request in writing to the department head 

a review of the said disciplinary action on a form provided 

by the Employer. Said request for review shall be in 

writing and submitted within three (3) working days of 

receipt of written notice of discipline. Said review form 

shall be printed on the back of or attached to the notice 

of discipline together with instructions for appeal. The 

failure to submit a written request for review of 

disciplinary action within three (3 ) working days of 

receipt of notice of disciplinary action will preclude the 

employee's right to review. 

Step 	2. Wi thin three (3) working days or any mutually agreed 

upon extension after the department head or designee 

receives the employee's request for review, the department 

head or designee shall conduct a meeting to review the 

suspension. Failure to conduct said meeting in three (3) 

days will result in automatic advancement to Step 4 and the 

Union shall so notify the Employer. At the meeting, the 

department will give the basis for its action and the 

employee and union representative, if any, will be heard 

and provided the opportunity to ask questions. The 

department head or designee shall surrender a written 

decision within two (2) working days of the meeting, except 

where both parties agree a further investigation is 
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required. The absence of such agreement or failure to 


decide and communicate such decision, will result in 


automatic advancement to Step 4 and the Union shall so 


notify the Employer. A copy of such decision shall be sent 


to the employee and the Union. 


Step 	3. Where further investigation is agreed upon, a second 

meeting shall be held between the department head or 

designee and the employee and the union representative to 

discuss the results of the investigation. Said meeting 

shall be conducted wi thin five (5) working days of the 

close of the Step 2 meeting, unless otherwise agreed by the 

parties. The department head or designee shall render a 

written decision within two (2) working days of the second 

meeting. A copy of such decision shall be sent to the 

employee and the Union. If the parties fail to meet within 

five (5) working days or a written decision is not 

submitted within two (2) working days, the appeal shall 

automatically proceed to Step 4 and the Union shall so 

notify the Employer. Except where otherwise indicated, the 

time limits set forth herein are to encourage the prompt 

reviews of said disciplinary action and failure to comply 

with these time limits will not affect the validity of the 

said disciplinary action. This procedure shall be the 

employee's exclusive remedy for all said disciplinary 
; ', 
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action, including suspension for ten (10) days or less, or 

for suspensions of 11 days through 30 days which may be 

appealed to arbitration in lieu of the Personnel or Police 

Board upon the written request of the Union. 

Step 	4. If the matter is not settled at Steps 2 or 3, the 

Union may submit the matter to arbitration under the terms 

of this Agreement. The rules governing procedure for 

arbitration shall be the same as in 4.3, Step III. 

Section 4.3 Conduct of Disciplinary Investigations 

Supplementing all rights and processes due employees 

covered by this Agreement who may be the subject of a 

disciplinary investigation by the Inspector General, the 

interview 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 department location or other appropriate 

location. 

C. 	 Prior to an interview, the employee under 

investigation shall be informed of the person in 

charge of the investigation, the identity of the 

interviewer and all persons present during the 

interview. When a formal statement is being taken, 
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all questions directed to the employee shall 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 employee shall 

be informed of the nature of the matters to be 

discussed. 

F. 	 An employee under investigation shall not be 

threatened with transfer, dismissal or disciplinary 

action, or promised a reward, as an inducement to 

provide information relating to the matter under 

investigation, or for exercising any rights contained 
r 

in this Agreement, provided, however, that this 
\ 

Section shall not prohibit or prevent an accurate 

reading of the employee's administrative rights, or 

the imposition of discipline in accordance therewith. 

G. 	 An employee under investigation will be provided 

without unreasonable delay with a copy of any written 

statement the employee has made. 

H. 	 (1) If the allegation under investigation indicates a 

recommendation for discipline is probable against the 

employee, said employee will be given the statutory 

administrative proceedings rights prior to the 

commencement of the interview. (2) I f the allegation 

indicates that criminal prosecution may be probable 

against said employee, the provisions of this Section 
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shall be inapplicable and said employee will be 

afforded his constitutional rights concerning self­

incrimination prior to the commencement of the 

interview. An employee will not be read his/her 

administrative and Miranda rights during the same 

interview. 

I. 	 At the request of the employee under investigation, an 

employee who may be subj ect 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 be obtained, provided the suspension is not for an 

unreasonable time and the Employer does not have the 

interview unduly delayed. 

J. 	 The Employer shall not compel an 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 employee in any forum adverse to the 

employee's interests. The Employer will not require a 

polygraph examination if it is illegal to do so. If 

an employee is asked to take a polygraph examination, 

he/she will be advised in writing 24 hours prior to 

the administration of the examination. The results of 
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any polyqraph examination shall hp. known to the 


employee within one week. 


L. 	 This Section shall not apply to employee witnesses. 

M. 	 The identity of an employee under investigation shall 

not be made available to the media during the course 

of an investigation until charges are filed by the 

Employer and the employee has the opportunity to 

respond thereto. If an employee is exonerated after 

the City initially informed the media of the charges 

against the employee, the City will make that fact 

available to the media where the employee requests it. 

N. 	 In the event that disciplinary action is taken against 

an employee, any allegations of violations of this 

Section shall be heard in connection with, and in the 

same forum as, grievances which protest said 

disciplinary action, except as provided in paragraph 

0(2) below. If no disciplinary action is brought 

against the employee following the conclusion of the 

Inspector General's investigation, no grievance 

concerning the conduct of the investigation shall 

exist. 

O. 	 (1) Any evidence or information including employee 

statements that is obtained in violation of the rights 

enumerated in this Section 4.3, shall be suppressed 

and shall not be used by the Employer for any 

disciplinary action against the employee, or in the 

case of promotions or transfers. (. . . 
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(2) (a) Notwithstanding 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. 

(2) (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 (10) calendar days before an arbitration or the 

Personnel or Police Board hearing, in accordance with 

the 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 

Personnel Board hearing shall be tolled until the 

arbitrator renders a decision as provided below. 

(2) Upon receipt of said notice, the parties 

will select in order of rotation one of the three 

permanent hearing panel members who are chosen as 

follows. To be eligible for service on this panel, 

members must be willing to convene a suppression 

hearing within thirty (30) days of receiving notice of 
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his or her selection. To select the initial panp.l, or 

should any member of the panel resign or be removed 

upon mutual agreement of the parties during the life 

of this Agreement, the parties will meet to reach 

agreement on 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) 

arbitrators from FMCS, all of whom must be members of 

the National Academy of Arbitrators. Thereafter, the 

parties will meet to strike names from the list, with 

the Employer striking first, until one name remains, 

which person shall be named to the panel. 

(2) (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 determining if the Inspector General 

obtained evidence or statements in violation of 

paragraph 0 (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. 

(2) (d) The panel member shall render an expedited 

decision which shall be final and binding upon the 

parties. It shall not be subject to collateral attack 
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in any further disciplinary proceeding involving the 

employee in question. 

P. 	 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, or if the 

employee has been incarcerated for more than 72 hours. 

Should during the life of this Agreement the City Council 

enact an ordinance which transfers the investigative authority 

of the Inspector General to another City Department or agency, 

the provisions of this Section shall be deemed to be applicable 

to that Department or agency. 

Section 4.4 Grievance and Arbitration 

Except as in disciplinary provisions of Sections 4.1, 4.2 

and 4.3 above, a difference, complaint or dispute (hereinafter 

called a grievance) between the Employer and the Union or any of 

the employees of the Employer it represents, arising out of the 

circumstances or conditions of employment, shall be exclusively 

settled in the following manner. 

There shall be no interruption of the operation of the 

Employer. It is agreed that the time limitations set forth 

herein are of the essence and that no action or matter not in 

compliance therewith shall be considered the subject of a 
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grievance unless said time limitations are extended by written 

agreement of both parties to this Agreement. 

Failure of the Employe r to answer a grievance within the 

time limits herein shall permit the Union to advance the case to 

the next step. The Union will be informed of and allowed to be 

in attendance at all grievance or disciplinary hearings. The 

Union shall send written notice to the Department Head notifying 

him/her of advancement to the next Step. 

Before a formal grievance is initiated, the employee may 

discuss the matter with his/her immediate supervisor. If the 

problem is not resolved in discussion, the following procedure 

shall be used to adjust the grievance: 

Step I - IMMEDIATE SUPERVISOR 

A. 	 The employee or the Union shall put the grievance in 

wri ting on the form to be supplied b y the Employer 

upon request, but in the absence of such a form, 

employee or the Union may submit the grievance in 

letter form, within twelve working days of either the 

employee or the Union having knowledge of the event 

which gives rise to the grievance. The employee or 

the Union will indicate what Section and part of the 

Agreement is in violation, a brief description of the 

facts underlying the grievance, and the requested 

remedy, and submit the grievance to the employee's 
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immediate supervisor. It is understood that if the 

employee has knowledge of the grievance more than 

twelve working days than the Union, the Union shall 

not thereafter file any grievance with the Employer 

concerning that same issue and involving that 

employee. It is further understood that if an 

employee is the beneficiary of an alleged contract 

violation, and therefore files no grievance concerning 

that issue, the Union is not precluded from filing a 

timely grievance over that issue if it does so within 

twelve working days after it knew or should have known 

of the alleged violation. 

B. Within five (5) working days of the written grievance, 

the immediate supervisor will notify the employee and 

the union in writing of the decision. 

Step II 

A. If the grievance is not settled at Step I, the Union 

representative and/or the employee shall have the 

right to make an appeal in writing to the Department 

Head or the Department Head's designee within seven 

(7) working days after the date of receipt of the 

decision or the date it was due under Step I, by the 

immediate supervisor. The name of the Department 

Head's designee shall be posted for employees in areas 
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where employee notices are normally posted and 

submitted to the Union. Failure to post and so notify 

the union will permit immediate advancement to 

arbiLtdL.iuLl unless corrected within two (2) working 

days of notice of failure to post. 

B. 	 The Department Head or the Department Head's designee 

shall meet with the Union's representative at least 

once each month to discuss all pending grievances that 

have been advanced to Step II. The purpose of the 

Step II meeting will be for the Department 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 or 

the Department Head's designee shall have the 

requisite authority to resolve grievances during the 

Step II meeting. No grievances will be discussed at 

more than one Step II meeting, unless the City and the 

Union mutually agree that further meeting and 

discussion would be beneficial. Nothing in this 

paragraph shall be construed to relieve the City and 

the Union from their obligations to otherwise process 

and respond to grievances in accordance with this 

Article. 
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C. The Department Head or the Department Head's designee 

will 	 notify the employee and Union in writing with a 

copy 	 to the Union of his/her decision within seven (7) 

working days of the completion of the Step II meeting. 

The 	 response to the grievance shall 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. 	 Any settlement at Step I or II shall be binding upon 

the Employer, Union and the aggrieved employee or 

employees. Grievances may be withdrawn without 

prejudice at any step of the grievance procedure if 

mutually agreed. 

E. 	 If the grievance is not settled at the second step, 

the Union or the Employer may request final and 

binding arbitration by serving written notice on the 

other within ten (10) working days from receipt of the 

Employer's Step II decision or the date it was due. 

F. 	 If the grievance or arbitration affects more than one 

employee, it may be presented by a single selected 

employee representative of the group or class. A 

class action shall be identified to the Employer at 

Step I or as soon as practicable. The resolution of a 

grievance filed on behalf of a group of employees 

37 
356590.1 



shall be made applicable to all of the affected 

employees within that group. 

G. 	 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 or orders the employee does not waive 

his/her right to process the grievance. Refusal to 

follow instructions or orders shall be cause for 

discipline. 
i, 

Step 	III - ARBITRATION 

If the matter is not settled in Step II the Union or the 

Employer, but not an individual employee or employees, may 

submit the dispute to arbitration by serving a written request 

to arbitrate to the designated representative from the 

Employer's operating department, with copies of the request to 

the designated law department representative and counsel for the 

Coalition Unions, setting forth the facts and specific relief 

requested, within ten (10) working days after the answer is 

given or due at Step II hereof. 

Within five (5 ) days of serving the request for 

arbi tration, or as soon thereafter as the parties mutually may 
r 
\ 
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agree, the Union shall have the right to convene a meeting with 

the Employer's designated representative in an attempt to 

resolve the grievance prior to any further action being taken to 

advance the matter to arbitration. At such meeting, the Union 

shall set forth in writing the facts of the matter in dispute 

and the relief requested. The Employer will respond to the 

grievance in writing by giving the reasons which it contends 

support its position with respect to the grievance. In the 

event the parties are unable at such meeting to resolve the 

grievance, the Union and the Employer will proceed with the 

selection of an arbitrator as provided below. 

Either party may submit the grievance to arbitration by 

serving a written request to arbitrate to the Federal Mediation 

and Conciliation Service under the rules of that tribunal with a 

copy to the other party. The foregoing shall not prevent the 

Employer and Union from mutually agreeing to the selection of an 

arbitrator. 

The panel of arbitrators submitted must agree as a whole to 

commencement of a hearing wi thin sixty (60) days of selection 

and that they will render a decision within thirty (30) days of 

the close of hearing. Any extension of those time limits must 

be by written consent of the Union and the Employer. The 

failure of either side to agree to an extension of time shall 

not be disclosed to the arbitrator. 
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Arbitrators will advise the parties of their fees and 

expenses prior to selection and such fees and expenses shall be 

borne equally between the Union and the Employer. The 

arbitrator shall have the ~lyllL to subpoena witnesses and 

require the production of pertinent documents at the request of 

ei ther party. Each party shall be responsible for compensating 

its own representative and witnesses. The cost of a transcript 

shall be borne by the party requesting the reporter unless the 

parties agree to share such costs. 

An arbitrable matter must involve the meaning and 

application or interpretation of a specific provision of this 

Agreement or 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 shall be decided by the arbitrator. The 

arbitrator shall have no power to amend, add to, subtract from, 

or change the terms of this Agreement, and shall be authorized 

only to interpret the existing provisions of this Agreement and 

apply them to the specific facts of the grievance or dispute. 

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 shall be held 

unless both parties are present. The decision of the arbitrator 
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shall be final and binding on all parties to the dispute, 

including the employee or employees involved. Where timeliness 

is in dispute, it shall be decided by the arbitrator. 

A. ADVANCED GRIEVANCE STEP FILING 

Certain issues which by nature are not capable of being 

settled at a preliminary step of the grievance procedure or 

which would become moot due to the length of time necessary to 

exhaust the grievance steps, or which the Union believes which 

would be resolved more expeditiously, may be filed at the option 

of the grievant/union at Step II. 

B. PERTINENT WITNESSES AND INFORMATION 

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 request shall not be unreasonably 

denied, and if granted shall be in conformance with applicable 

laws and rules issued pursuant thereto governing the 

dissemination of such materials. 

A Union representative, a grievant, and 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, provided that representatives shall 

observe the Employer's reasonable visitation rules for Union 
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representatives. The steward shall notify his/her immediate 

supervisor for permission to handle grievances on work time, it 

being understood that the operation of the Department takes 

precedence unless there is an emergency, but such permission 

shall not be denied unreasonably. A reasonable number of 

employees may attend the meeting without loss of pay; such 

meetings shall be set by mutual agreement by the Employer and 

the Union. Where the Employer directs an employee to report for 

a meeting concerning a grievance at a time when the employee is 

not scheduled to work such time shall be considered time worked. 

If there is space available, the Employer, upon request of 

the Union representative, shall provide the use of a room and 

telephone, to discuss the grievance, subject to the Employer's 

reasonable rules for the Union's use of such facilities. 

C. EXPEDITED ARBITRATION 

The Employer and the Union may mutually agree to submit any 

grievance to expedited arbitration. Pursuant to expedited 

arbitration, the parties shall mutually select an arbitrator 

from a group of arbitrators approved by the parties. The 

expedited arbitration hearing shall be scheduled as early as 

possible from the date the parties agreed to submit the 

grievance to expedited arbitration. The parties agree to waive 

the stenographic recording of the hearing and the filing of 

post-hearing briefs. Pursuant to the parties' agreement, the 
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arbitrator shall issue either an oral decision at the close of 

the hearing or a written decision within twenty (20) days of the 

date of the hearing. The arbitrator's decision shall be final 

and binding on all parties to the dispute. 

D. MANAGEMENT OF ARBITRATION DOCKET 

A representative from the Employer's law department and 

counsel for the Coalition Unions shall meet at least quarterly, 

or more frequently as necessary, in order to discuss the 

scheduling of specific cases for available hearing dates. At 

these meetings, the parties shall designate at least one pre­

established hearing date per month for the arbitration of 

grievances. 

ARTICLE 5 
NON-DISCRIMINATION 

Section 5.1 Equal Employment Opportunities 

The Union and the Employer agree to work cooperatively to 

insure equal employment opportunities as required by law in all 

aspects of the Employer's personnel policies, and nothing in 

this Agreement shall be interpreted to cause a negative effect 

in said efforts. It is understood and agreed that this Article 

shall neither affect nor be interpreted to adversely affect the 

seniority provisions of this Agreement. 

Section 5.2 No Discrimination 

Neither the Employer nor the Union shall discriminate 

against any employee covered by this Agreement in a manner which 

would violate any applicable laws because of race, color, 
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religion, national origin, age, sex, marital status, mental 

and/or physical handicap or activity on behalf of the Union. 

Section 5.3 Grievances 

Grievances by employees alleging violations of this Article 

shall be resolved through the Grievance procedure of this 

Agreement. 

Section 5.4 Reasonable Accommodation 

In the event the Employer shall be required to make a 

reasonable accommodation 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 Employer shall bring this matter to 

the attention of the union. The provisions of Article 4 of this 
{ 
i 

Agreement shall be available, and the Arbitrator may balance the 

Employer's obligations under the ADA and this Agreement and the 

employee's rights under this Agreement, provided that no 

incumbent employee shall be displaced by such decision of the 

Arbitrator. 

ARTICLE 6 
HOLIDAYS 

Section 6.1 

a. Full-time hourly employees shall receive eight hours 

straight-time pay for the holidays set forth below: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 

44 
356590.1 



7. Columbus Day 
8. Thanksgiving Day 
9. Christmas Day 

b. Full-time salaried employees shall receive the 

following days off without any change in their regular salary: 

1. New Year's Day 
2. Dr. Martin Luther King's Birthday 
3. Casimir Pulaski Day 
4. Lincoln's Birthday 
5. Washington's Birthday 
6. Memorial Day 
7. Independence Day 
8. Labor Day 
9. Columbus Day 
10. Veterans Day 
11. Thanksgiving Day 
12. Christmas Day 

c. Employees covered by this Agreement including 

probationary employees shall be entitled to one (1) paid 

personal day in each year of this Agreement. At the employee's 

option, the personal day may be scheduled in accordance with the 

vacation selection procedures set forth in Article 10 of this 

Agreement. If the employee elects not to schedule said personal 

day in advance under the vacation selection procedures as 

provided above, such day shall be designated by the employee and 

shall not be denied by the Employer. If the employee is required 

or allowed to work on such designated day, the employee shall 

receive the appropriate holiday premium rate. An employee may 

elect to carryover the personal day to the following calendar 

year provided such carryover shall not exceed five (5) personal 

days. Employees may not designate such personal day in 

connection with an existing holiday, Good Friday, or a vacation 
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schedule unless requested by the employee upon ten (10) days 

wri tten notice and approved by the Employer. New employees who 

commence work for the Employer after June 30 shall not be 

eligible for this personal day until the following calendar 

year. 

d. The benefits set forth in (a), (b) and (c) above shall 

be paid provided the employee is in pay status the full 

scheduled work day immediately preceding and the full scheduled 

work day immediately following such holiday, or is absent or 

tardy from work on one or both of those days with the Employer's 

permission; such permission shall not be unreasonably denied. 

Section 6.2 Payment for Holiday 

If an employee is scheduled to work on a paid holiday under 

the Agreement, except for Christmas, New Year's Day, and Dr. 

Martin Luther King's Birthday, he/she shall be paid at the rate 

of two and one-half (2 ~) times his/her regular hourly rate 

(which includes holiday pay) for all hours worked. 

An employee working on Christmas, New Year's Day and Dr. 

Martin Luther King's Birthday shall be paid at the rate of two 

(2) times his/her regular hourly rate (which includes holiday 

pay) for all hours worked plus 8 hours off with pay 

(compensatory time) if the employee is a full-time employee and 

pro 	rata time off if the employee is a part-time employee. 

If a full-time hourly employee is not required to work on a 

paid holiday under this Agreement, such employee shall be paid 

eight hours at his/her regular straight time hourly rate for 

such holiday. 
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Section 6.3 Determining Work Days as Holidays 

A holiday is the calendar day running from midnight to 

midnight. An employee who workday extends over parts of two (2) 

calendar days, one of which is a holiday, shall be considered to 

have worked on the holiday if the majority of the hours worked 

fallon the holiday. 

Section 6.4 Failure to Report to Work on Scheduled Holiday 

If an employee is scheduled to work on a holiday and fails 

to report to work, the employee shall forfeit his/her right to 

pay for that holiday unless his/her absence is due to illness, 

injury, or other emergency. 

Section 6.5 Holiday Observance 

Except for employees whose regularly scheduled workweek 

includes Saturday and/or Sunday, said holidays which fallon 

Saturday will be observed the Friday before the holidays; said 

holidays which fallon Sunday will be observed on the Monday 

after the holiday. For employees whose regularly scheduled 

workweek includes Saturday and/or Sunday, said holidays which 

fallon either Saturday or Sunday will be observed on that day. 

Whenever said holiday falls during an employee's vacation 

period, the Employer shall have the option of granting the 

employee an extra day's payor an extra day of vacation at a 

time mutually agreed upon between the employee and the 

department head, provided the employee works the full scheduled 

wo:rokday immediately preceding and the full scheduled workday 

immediately following such vacation period, unless such absence 
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is for a reason the Employer finds to be valid, such as 

receiving pay for sick days. 

Section 6.6 Use of Compensatory Time 

An employee shall use his/her compensatory time within 

ninety (90) days after it is earned. If, however, an employee's 

request to use said compensatory time is denied by the Employer, 

he or she may continue to carry such time for up to one year, 

whereupon the employee may ask for liquidation of said 

compensatory time in cash, or may, subj ect to the approval of 

the Employer, continue to carryover such compensatory time. 

ARTICLE 7 

LEAVES 


Section 7.1 Leaves with Pay 

Section 7.1.1 Bereavement Pay 

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

such employee shall be entitled to a leave of absence up to a 

maximum of three consecutive days including the day of the 

funeral. Where death occurs and the funeral is to be held out 

of Illinois and beyond the states contiguous thereto, the 

employee shall be entitled to a maximum of five consecutive 

days. During such leave, an hourly employee shall receive 

his/her regular straight time pay for such time as she/he is 

required to be away from work during his/her regularly scheduled 

hours of work (not to exceed eight hours per day). Salaried 

employees shall receive the leave of absence without additional 

compensation. 
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The employee's immediate family shall be defined as: 

mother, father, husband, wife, brother, sister (including step 

or half), son or daughter (including step or adopted), father­

in-law, mother-in-law, daughter-in-law, son-in-law, sister-in­

law, brother-in-law, grandparents, grandchildren, court­

appointed legal guardian, and a person for whom the employee is 

a court-appointed legal guardian. The employer may, at its 

option, require the employee to submit satisfactory proof of 

death and/or proof of the relationship of the deceased to the 

employee. 

Section 7.1.2 Military Leave 

Any employee who is a member of a reserve force of the 

United States or of the State of Illinois, other than the 

National Guard, and who is ordered by the appropriate 

authorities to attend a training program or perform other duties 

under the supervision of the United States or the State of 

Illinois, shall be granted a paid leave of absence during the 

period of such activity, but not to exceed fourteen (14) 

calendar days in any calendar year, provided that the employee 

deposi ts his/her military pay for all days compensated by the 

Employer with the City Comptroller. Any employee who is a 

member of the National Guard of the United States or of the 

State of Illinois and who is ordered by the appropriate 

authorities to attend a training program or perform other duties 

under the 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 
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days in any calendar year, provided that the employee deposits 

his/her military pay for all days compensated by the Employer 

with the City Comptroller. Any reservist called for active duty 

on or after September 11, 2001, shall be entitled to full salary 

and medical benefits, provided that paid leave shall be 

conditioned upon payment of military pay to the Comptroller. The 

right to this additional paid leave shall automatically 

terminate upon termination of active duty. 

Said paid leaves of absence shall not reduce the employee's 

vacation or other leave benefits. 

Section 7.1.3 Jury Duty Leave/Subpoena 

An employee who serves on a jury or is subject to a proper 

subpoena (except if the employee is a party to the litigation) 

shall be granted a leave of absence with pay during the term of 

such absence, provided that the employee deposits his jury duty 

pay with the City Comptroller. 

Section 7.1.4 Sick Leave 

Salaried employees who are granted paid sick leave as of 

the execution of this Agreement shall continue to receive the 

same sick leave provisions during the term of this Agreement, so 

long as he/she continued to work under a classification that was 

receiving sick leave at the execution of the Agreement. An 

employee shall have the option to use up to six days of sick 

leave per year for the illness of an immediate family member. 

Notwithstanding the foregoing, effective January 1, 1998 

and thereafter, said employees who receive paid sick time shall 

accrue sick time at the rate of one (1) day for each month of 
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employment. In the event an employee is hospitalized, upon 

request of the employee, the Employer will make available to 

said employee up to the full amount of sick time the employee 

would have accrued for the remainder of that calendar year as if 

hel she were actively employed, in order to cover the absence 

resul ting from the hospitalization and recovery. Upon hislher 

return to work, the employee will begin to accrue sick time with 

the start of the next calendar year. The Employer reserves the 

right to require an employee to provide documentation of the 

illness in question. 

Section 7.2 Leaves Without Pay 

Section 7.2.1 Personal Leave 

Non-probationary employees may apply for leaves of absence 

without pay for personal reasons. The grant and duration of 

such leaves shall be wi thin the discretion of the Employer. 

Seniority shall accumulate for employees on said leaves. 

Employees who return from said leaves shall be reinstated to 

their former job classification, if the Employer determines it 

is vacant or if it is then occupied by an employee with lower 

seniority. If the employee's former job 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. 

Bargaining unit employees who have completed their first 12 

months of employment and who have worked 1,250 hours in the 

preceding 12 month period shall thereafter be entitled to family 
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and medical leave for a period of up to twelve (12) work weeks 

during any twelve (12) month period for any of the following 

reasons: 

(1) 	 for the birth of an employee's child and to care for 

the newborn child; 

(2) 	 for the placement with the employee of a child for 

adoption or foster care; 

(3) 	 to care for the employee's spouse, child or parent 

with a serious health condition; 

(4) 	 due to a serious health condition affecting the 

employee. 

Such leave shall be without pay unless the employee 

determines to substitute accrued paid leave for which the 

employee is eligible. During any leave taken under this 

Article, the employee's health care coverage shall be maintained 

and paid for by the empl oyer, as if the employee was working and 

seniority shall accrue. 

Any employee desiring to take leave under this Section 

shall provide reasonable advance notice to the employer on a 

form provided by the employer, which form shall be approved by 

the Union. Reasonable advance notice shall be no less than ten 

(10) days; and where advance notice cannot be provided, the 

employee shall provide notice within 48 hours after the employee 

is able to do so. Failure to provide the notice provided for in 

this Section shall not affect the validity of the leave where 

the employer has actual notice. Except as may be specifically 

stated. in this Agreement, employees shall take leave provided 
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for as permitted by the provisions of the Family Medical Leave 

Act, including its rules and regulations. Employees shall have 

a right to return to their regular assignment and location. 

Section 7.2 . 2 Medical Leave 

Non-probationary employees shall be granted medical leaves 

of absence upon request. Said medical leaves of absence shall 

be granted for up to 3 months, provided said leaves shall be 

renewable for like 3-month periods. The employer may request 

satisfactory proof of medical leaves of absence. After the 

first year, such medical leaves shall be extended in up to one­

year segments. Employees on medical leaves of absence shall 

return to work promptly after their doctor releases them to 

return to work. 

Employees who return from said medical leaves of absence 

promptly after their doctor's release wi thin one year shall be 

reinstated to their former j obi classification according to the 

following schedule. If an employee returns within six (6) 

months of the start of the leave, the Employer shall reinstate 

the employee to his/her previous geographic location and job 

assignment. If an employee returns from leave more than six (6) 

months but less than one (1) year from the start of the leave, 

the employee may request the right to return to his/her previous 

geographic location and job assignment, which request shall not 

be unreasonably denied by the Employer. In addition, the 

employer will return an employee to the same geographic location 

of his or her previous job assignment for a period of up to one 
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year after the start of the leave. If the employee's formp.r job 

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 p.xp.rcise seniority rights in accordance with and subject to 

layoff, recall and break-in-service provisions in this 

agreement. 

After one year on an approved medical leave of absence, 

employees who return to work promptly after their doctor's 

release and who meet the following continuous service 

requirements shall be reinstated as described above according to 

the following formula: three (3) months of such reinstatement 

rights for every year of service to a maximum of five (5) years 

reinstatement rights. 

An employee who does not meet the above eligibility 

requirements and who returns to work promptly after his/her 

doctor's release after more than one year on a medical leave of 

absence, shall be returned to his/her former job classification 

if the job is vacant. If not, the employee will be placed on a 

list for reinstatement. 

Seniori ty shall accumulate for employees on medical leaves 

of absence for only up to one year. After one year, an employee 

on a medical leave of absence shall retain, but not accumulate, 

seniority. 

An employee returning from medical leave of absence on 

his/her scheduled return date will be reinstated on the next 

regularly scheduled work day following that return date, 

provided the employee complies with all of the Employer's ( . 
\ 
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conditions of returning to work. In the event an employee 

desires to return to work before his scheduled return date, the 

Employer will reinstate the employee not later than fourteen 

(14) days following the Employer's receipt of the employee's 

wri tten request to return to work and an accompanying doctor's 

note, assuming no dispute as to the employee's fitness for duty. 

Section 7.2.3 Duty Disability Leaves 

Any employee who is absent from work due to an inj ury on 

duty shall be granted a leave of absence. The Employer will 

mail the initial Duty Disability payment within ten working days 

upon receipt of verified authorization 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 reversed, the employee shall 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, and assignment, in accordance with the 

Employer's historical practice, if it is vacant or if it is 

then occupied by an employee with lower seniority. If the 

employee's former job classification is not availabie 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 or his physician of the 
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occurrence of a job-relatp.ri injllry, pr.ovided that there is no 

dispute as to employee's entitlement to Duty Disability. 

Section 7.2.4 Return from Leaves 

All employees who return from leaves of absence shall, as a 

condi tion of their return, have the present ability to perform 

the required work to the Employer's satisfaction without further 

training after a reasonable amount of orientation. If the 

employee returns from a leave of absence of 30 days or less, the 

Employer will make every effort to return the employee to the 

employee's same or similar position and location. 

Section 7.2.5 Education Leave 

If employees are required by the Employer to take courses 

on a part-time basis so as to retain their present position, 

such employees shall be reimbursed for the full costs of 

tuition. If employees are required by the Employer to attend 

such courses during the regular work day, the Employer shall 

grant such employees time off without loss of pay to attend such 

courses. If employees are required by the Employer to take 

courses on a full-time basis so as to retain their present 

position, such employees shall be granted a leave of absence 

without loss of pay and shall be reimbursed for the full costs 

of tuition. 

ARTICLE 8 
RECORDS AND FORMS 

Section 8.1 Attendance Records 

An employee upon reasonable advance notice shall have the 

right to review his/her time and pay records on file with the 
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Employer but shall not be able to review the time and pay 

records of other employees. Upon reasonable advance notice, the 

Union shall have the right to review employee time and 

attendance records in order to administer the collective 

bargaining agreement. 

Section 8.2 Personnel Files 

The Employer shall notify the Union as to what constitutes 

the employee's official personnel files. The Employer's 

personnel files, which shall include information such as tax 

withholding records, personal action reports, performance 

evaluations, letters of accommodation or complaint, health 

insurance information and which shall further include all 

information and investigative reports, if any, which formed the 

basis of any adverse personnel action or discipline against the 

Employee, shall be available for inspection, as provided herein, 

during hours determined by the Employer, except if excluded by 

law or ordinance. The personnel file, upon request of the 

Union, shall be immediately available for inspection. In those 

instances in which the file is not in its assigned location, 

then said file must be obtained and supplied to the Union in no 

more than five (5) working days. An Employee must receive 

access to his or her file no later than five (5) working days 

from the date of the request. Reasonable requests by the 

employee or the Union to copy documents in the file shall be 

honored at cost to the requesting party. Material and/or matter 

not available for inspection shall not be used in any manner or 

any forum adverse to the employee's interest. 
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Section B.3 Contents 

No information may be used against an employee in any 

adverse way or disciplinary proceeding until it has been made 

part of the official personnel file or provided for inspecLlon. 

The employee may have placed in his/her personnel file a 

rebuttal to anything placed in said file. 

Section B.4 Employee Notification 

A copy of any disciplinary action or material related to 

employee performance which is placed in the official personnel 

file shall be served upon the employee in person (the employee 

so noting receipt) or, sent by certified mail (return receipt 

requested) to the employee's last address appearing on the 

records of the Employer. It is the obligation of such employee 

to provide the Employer with his/her current address. Employees 

who provide the Employer with any change of address in writing 

shall receive a date-stamped receipted copy from the Employer, 

and a copy of such receipt will be mailed to the office of the 

appropriate local Union. 

Section B.S Undated Forms 

No Supervisor or other person in a position of authority 

shall demand or request that an employee sign an undated 

resignation on a blank form. No employee shall be required to 

sign such an undated or incomplete form of any kind. 

Section B.6 Incomplete Forms 

Any information placed on a form without the employee's 

knowledge, or any modification or alteration of existing 

information on a form subsequent to the form having been signed 
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by the employee shall be null and void. No such information 

shall be used against an employee in any hearing or proceeding 

or for any adverse purpose. Any employee required to sign any 

form prepared pursuant to this Agreement shall be given a copy 

of it at the time the employee signature is affixed. 

Section 8.7 Telephone Numbers 

The Employer shall not release an employee's phone number 

and/or address to non-work related sources without the 

employee's permission. The City Council of the City of Chicago 

and its committees in the exercise of its legislative authority 

shall be considered a work related source within the meaning of 

this Section. 

ARTICLE 9 
HOURS OF WORK AND OVERTIME 

Section 9.1 Purpose 

This Article is intended to define the work week, establish 

schedules and serve as the basis for the calculation of 

overtime. It shall not be construed as a guarantee of work or 

hours for any day or week except as expressly provided herein. 

Under no circumstances shall hours be changed solely to avoid 

the payment of overtime. 

Section 9.2 Definition of The Work Week 

Section 9.2.1 Non-Salaried Employees 

For all non-salaried employees the normal work week shall 

consist of five (5) consecutive eight (8) hour days, with an 

additional one-half hour unpaid lunch period to be scheduled by 

the Employer midway through the day, Monday through Friday, and 
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two consecutiVA rlFlY.s off. Upon execution of this l\.greement, 

such employees shall maintain existing schedules in accordance 

with current practice, except as to starting times under Section 

9.3.1 or as provided in Section 9.3.2. 

Section 9.2.2 Salaried Employees 

For salaried employees the normal work week shall consist 

of five consecutive eight hour days, including a one hour unpaid 

lunch to be scheduled by the Employer midway through the day, 

Monday through Friday, with no reduction in rates of pay. 

Salaried employees who work with field personnel shall have the 

same lunch schedule as the field personnel except where other 

salaried personnel have a one hour lunch schedule (in the same 

work unit but in a different bargaining unit) . 

Section 9.2.3 Refuse Collectors 

Refuse collectors in the Bureau of Sanitation work a normal 

schedule under Subsection 9.2.1 from 7:00 a.m. to 3:30 pm., with 

one-half hour unpaid lunch. Refuse collection laborers shall 

upon reasonable request, perform traditional duties in 

accordance with past practices. In summer months the City may 

change the starting time to 6:00 a.m., under Subsection 9.3, in 

accordance with past practice. 

Section 9.3 Starting Times 

Section 9.3.1 Shift Schedules 

Shifts of eight (8) hours per day, including one half hour 

of unpaid lunch periods, under Section 9.2 may be scheduled by 

the Employer within the following starting times: 

First Shift 6:00 - 8:00 a.m. 
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Second Shift 2:00 - 4:00 p.m. 

Third Shift 10:00 - 12 Midnight 

Such scheduling changes shall reflect operational needs 

wi thin Departments. Such changes in shift schedule starting 

times shall require fourteen (14) calendar days' notice in 

writing to the Union and the affected employees. Said notice 

shall specify the Department, Bureau, work unit, crew and/or 

individuals involved and the change of starting time to be 

implemented. Employees shall not have their shift starting 

times changed more than eight (8) times in a calendar year. 

An employee whose shift starting time is changed under this 

provision and who requires more than fourteen (14) days notice 

for serious personal or family reasons, may request additional 

time to change starting times and such requests shall not be 

unreasonably denied. If necessary, during such request period 

not to exceed ten (10) working days beyond the date contained in 

the notice, such employee's intended change of starting time may 

be filled by detailing under Section 15.5 of this Agreement, and 

the employee making such request may be assigned to fill the 

assignment of the detailed employee. The Union and affected 

employees shall be notified as soon as such detailing is 

determined. 

Failure of a Department to give notice under this provision 

shall require the payment of premium time at the appropriate 

rate to all affected employees until this provision is complied 

with. 
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All changes in shift startinq times made pursuant to this 

provision shall start on a Monday (or on the fi.rst day of the 

employee's current work week) and shall be for a minimum of one 

(1) work week. 

Nothing provided herein shall mean that the normal work 

week provided in Sections 9.2.1 and 9.2.2 (Monday through Friday 

on current existing schedules) may be changed without the 

express written agreement of the Union. 

Section 9.3.2 Change of Shift Schedule 

Whenever the City believes it is necessary to temporarily 

change (a) a scheduled shift assignment or (b) the starting time 

for such assignment outside the above listed normal starting 

times for shifts the Union and affected employees shall be given 

at least 10 days written notice and shall be advised as to the 

reason for the change(s) and the duration thereof. In an 

emergency the City shall give as much notice as possible. As 

soon as the temporary necessity is alleviated normal assignment 

and scheduling shall be resumed. The parties acknowledge and 

agree that changes under this subsection shall be limited to 

situations where changes in starting times are required because 

of State law, ordinance, regulation or safe working conditions. 

Temporary changes for reasons other than those described herein 

shall not be implemented without the written consent of the 

Union, provided that such consent shall not be unreasonably 

withheld. The appropriate rate of overtime shall be applicable 

to all hours worked before or after an employee's regularly 

assigned shift and no starting time or shift schedule will be 
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established or altered for the purpose of avoiding payment of 

overtime. 

Section 9.3.3 Permanent Changes in Shift Schedule 

In the event the Employer desires to permanently change a 

scheduled shift assignment or starting time for such assignment 

outside the above listed normal starting times in Section 9.3.1 

above, the Employer shall seek the Union's written consent, 

which shall not be unreasonably withh"eld. If the Union does not 

give its consent, the Employer may submit to expedited 

arbitration the issue of whether the proposed permanent change 

is reasonable. The Employer shall" not implement the change 

until 30 working days after the Union's withholding of consent 

or receipt of the arbitrator's decision sus t aining the 

reasonableness of the change, whichever occurs first, provided 

the Employer fully cooperates in the selection of an arbitrator 

and participation in a hearing wi thin the said 30 day period. 

Otherwise the date of the award shall govern the implementation 

of the change. 

Section 9.4 Call in Guarantee 

Section 9.4.1 Outside Regular Working Hours 

Employees called in outside their regular working hours 

shall receive not less than 2 hours work or" pay at their 

appropriate overtime rate under 9 ~ 7, except that on the sixth 

day all hours worked outside regular starting times or quitting 

times shall be at double time and the seventh day shall be at 

double time. Employees scheduled for work outside their regular 

working hours shall receive not less than 4 hours work or pay at 
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their appropriate overtime rate under 9.7, except that on the 

sixth day all hours worked outside regular starting times or 

quitting times shall be at double time and the seventh day shall 

be at double time. 

Section 9.4.2 Contiguous to Regular Working Hours 

Where call-in is contiguous to the start of a shift, but 

begins less than four hours before the regularly scheduled 

shift, the two hour guarantee shall not apply, however, the 

employee shall receive overtime at the appropriate rate for the 

call-in time worked and the regularly scheduled shift shall not 

be shortened for the purpose of avoiding overtime. 

Section 9.5 Reporting Pay 

When an employee reports for his or her regularly scheduled 

shift, the employee shall receive a minimum of two (2) hours 

work or pay at the employee's regular straight time hourly rate, 

unless the employee was told at least three hours prior to his 

or her normal starting time not to report for work, except for 

reasons beyond the Employer's control. To be eligible for pay 

under this provision, employees must advise the designated 

person wi thin the Department of his or her current telephone 

number. 

If the employee works more than two (2) hours, he or she 

shall receive a minimum of four (4) hours work or pay for that 

day. If the employee works more than four (4) hours, he shall 

be guaranteed eight (8) hours work or pay for that day. An 

employee who does not complete a normal eight (8) hour shift 

because he or she is sent home by the Employer shall have the 
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option of using a portion of accrued vacation, personal or 

compensatory time for that day upon notice to the Employer. 

Section 9.6 Notice of and Distribution of Overtime 

(a) When overtime is scheduled beyond the regular workweek 

(e.g. Saturday, or 6th day where applicable; Sunday, or 7th day 

where applicable) the Employer will give employees so scheduled 

at least 23 hours advance notice. Emergency scheduling of 

overtime during the regularly scheduled work week only shall 

require 16 hours notice to employees and the Union. The advance 

notice requirements apply if such lead time is available to the 

Employer. 

(b) Overtime and/or premium time referred to in this 

Agreement shall be offered first to the employee performing the 

job and thereafter to volunteers, with the most senior employee 

or volunteer in the job classification at the work location 

being given the opportunity to work. Where employees in a 

classification (s) are needed for overtime at a location where 

such employees are not ordinarily assigned, such overtime shall 

be rotated within the classification as equitably as possible, 

provided the employee has the present ability to perform the 

work. A reasonable amount of overtime shall be a condition of 

continued employment, provided however, that in the event such 

offers of overtime are not accepted by such employees, the 

Employer may mandatorily assign such overtime by inverse 

seniori ty. Each Department shall maintain and post overtime 

rotation lists, which shall be made available to the Union upon 

request. 
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(c) Employees in the classification at the work location 

who have been given the option to work the overtime and/or 

premium time, whether the option was accepted or rejected, will 

not be afforded the option to work subsequent overtime and/or 

premium time until all employees in the classification at the 

work location, have been reasonably afforded the opportunity to 

work the overtime and/or premium time, subject to the same 

provision as in paragraph (a) of this Section. 

Section 9.7 Payment of Overtime 

Section 9.7.1 Payment 

All overtime shall be paid in the next regular paycheck. 

All work performed in excess of eight (8) hours worked in any 

workday, including work required to be performed immediately 

before or after any scheduled workshift, shall be paid at one 

and one-half (1-1/2) times the regular straight-time rate of 

pay, except: 

(a) All work performed in excess of 10 ~ hours worked in 

any workday, including work required to be performed before or 

after any scheduled workshift, shall be paid at two (2) times 

the regular straight-time hourly rate of pay, it being 

understood that only work scheduled within two and one-half 

hours immediately before or after a shift, as the case may be, 

shall be subject to payment of overtime at time and one-half. 

(b) All work performed during the first eight hours on the 

sixth day of any workweek shall be paid at one and one-half (1­

1/2) times the regular straight-time rate of pay except as 

provided in Section 9.4.1. 
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(c) All work performed in excess of eight hours on the 

sixth day of any workweek, shall be paid at two (2) times the 

regular straight-time rate of pay. 

(d) All work performed on the seventh day of any workweek 

shall be paid at double the straight-time rate of pay. 

(e) Work performed by salaried employees between 35 and 40 

hours worked per week (when such is not part of their regularly 

scheduled work week) which is not covered above, shall be 

compensated at straight time in the form of compensatory time. 

Section 9.7.2 Compensatory Time 

Employees exempt from the provision of the Fair Labor 

Standards Act shall not be entitled to overtime compensation, 

but shall continue to receive compensatory time off on an hour­

for-hour basis for overtime hours worked in accordance with past 

practice, except under subsections (b), (c) and (d) above. 

Section 9.8 Medical Attention 

In case of an accident requiring medical attention during 

working hours, employees shall be permitted to go or be taken 

for medical attention at once, and shall be paid for time lost 

that day. 

In the event such injured employee is permitted to continue 

working by the doctor, but required to return for periodic 

medical attention during working hours by the Employer doctor, 

such injured employee shall be paid for time lost. 

Section 9.9 Standby 

Where the Employer requires an employee to remain on 

standby, available for work, and the employee is not able to 
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come and ~o as he/she pleases, such time shall be paid as time 

worked. 

Section 9.10 Deferred Compensation 

The Employer's policy which is in effect at the execution 

of this Agreement, pertaining to deferred compensation, shall be 

afforded to all employees of the Employer without change during 

the term of this Agreement. 

Section 9.11 Meals Scheduling 

All employees shall receive their lunch break no later than 

5-1/2 hours after they start work. 

For employees who are scheduled to work a consecutive shift 

schedule past practice regarding meal scheduling, including 

payment, shall continue. 
/ 

\
Section 9.12 Degree Days 

(a) Locals 1001 and 76. In accordance with current 

practice, in Departments which historically curtailed operations 

due to low temperature and/or other weather factors, the 

standard Temperature Station will be the Airport determined by 

the Department. A Department will not change the traditional 

historic factors at which its operations have been curtailed 

without notice to and consultation with the Union. 

Days off because of Degree Days will be credited for 

purposes of computing seniority and benefit entitlement. Days 

off because of Degree Days will be assigned first to all 

seasonal employees and then to probationary employees, and then, 

if necessary, on a rotating basis by inverse seniority to career 

service employees within the Bureau. 
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An employee scheduled for a Degree Day must continue to be 

told on the preceding work day to call the assigned Bureau or 

Department at least an hour prior to the normal starting time 

the morning of his/her Degree Day to ascertain whether he/she 

shall report to work. An employee shall have no claim under 

this Agreement if the employee fails to comply with this 

Section. 

In the event that employees are sent home during the work 

day because of temperature or other weather-related factors, and 

there is a need for additional work to be performed in other 

locations, the Employer will assign such work to employees that 

otherwise may be sent home on a rotating basis of seniority. 

(b) Members of Local 1092 will not be scheduled off because 

of Degree Days. 

Section 9.13 Emergency Call Pay 

In the event a General Foreman or Foreman is directed by 

the Employer to respond to emergency calls from home and outside 

of his or her regular working hours, he or she will be granted 

compensatory time at the appropriate rate for all verified time 

spent responding to the emergency from home, wi th a minimum of 

lS minutes of compensatory time to be granted in any calendar 

day on which any such emergency responses were required, up to a 

maximum of two hours of compensatofy time in any calendar day. 

69 
356590.1 



ARTICLE 10 
VACATIONS 

Section 10.1 Vacation Eligibility 

Employees shall be eligible for paid vacations as of 

January 1 of each year following the year in which they were 

employed. An employee will earn the following amounts of paid 

vacation, based on such employee I s continuous service prior to 

July 1, following his/her January 1 eligibility. 

Continuous 

Service Prior to July 1 Vacation 


Less than 6 years 13 days 

6 years or more, but less 

than 14 years 18 days 


14 years or more 23 days 

After 24 years 24 days 

After 25 years 25 days 

Section 10.2 Pro Rata Vacations 

An employee shall be eligible for pro rata vacation if: 

1. The employee did not have twelve (12) months of 

continuous service in the preceding calendar year and is on the 

payroll as of January 1 of the current calendar year; or 

2. The employee was separated from employment, other than 

for cause, during a calendar year in which the employee did not 

have twelve (12) months of continuous service. 

The amount of pro rata vacation is determined by dividing 

the number of months of continuous service the full-time 

employee worked in the previous/current calendar year, whichever 

(. 
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is applicable, by 12; the resulting figure is multiplied by the 

amount of paid vacation for which the employee is eligible in 

Section 10.1 above and will be paid on a supplemental payroll as 

soon as practicable following the last day worked. Any fraction 

is rounded off to the nearest whole number of days. 

Part-time employees who work at least 80 hours per month 

earn vacation on a pro rata basis calculated in accordance with 

the formula used by the Employer in accordance with past 

practice. 

Section 10.3 Forfeit of Vacation 

All earned vacation leave shall be forfeited unless (1) the 

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

employee is on an approved leave of absence, or (3) the employee 

elects in writing to carryover up to three such vacation days 

for use individually or consecutively during the next vacation 

year, provided that notice of such election shall be given to 

the employer before December 15 of the vacation year. Such 

carryover vacation days must be scheduled upon mutual agreement 

of the employer, which agreement shall not be unreasonably 

denied or withheld, and such carryover days must be taken on or 

before April 30 of the next vacation year (or within six (6) 

months, in the case of an employee's return from an approved 

leave of absence). Employees on duty disability shall retain 

any vacation leave earned prior to being placed on duty 

disability leave, together with all vacation time earned during 

the period of duty disability for the twelve (12) months 

following the date in which the person became disabled, and 
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shall be entitled to use such vacation time within twelve (12) 

months following their return to work. 

Section 10.4 Termination 

Employees who are terminated for cause are not entitled to 

any vacation pay not taken. Employees shall not earn vacation 

credit for any period during which they are on layoff or leave 

of absence without pay in excess of 30 days (except where such 

leave was adjudged eligible for duty disability) or engaged in 

conduct in violation of Article 14 of this Agreement. In the 

event of the death of an eligible employee, the surviving widow, 

widower or estate shall be entitled to any vacation pay to which 

the deceased employee was entitled. 

Section 10.5 Rate 

The rate of vacation pay shall be computed by mUltiplying 

the employee's straight time hourly rate of pay in effect for 

the employee's regular job at the time the vacation is being 

taken, times 8 hours per day, times the number of days' vacation 

to which the employee is entitled. Salaried employees shall 

receive their regular salary in effect at the time the scheduled 

vacation is taken. 

Section 10.6 Picks 

Vacation picks will be granted by classification seniority 

among the employees in the same work location, provided however, 

the Department Head shall have the right to determine the number 

and scheduling of crews and employees who can be on vacation at 

anyone time without hindering the operation of the Department. 

The Department will not designate any time or period during the 

72 
356590 . 1 



calendar year when eligible employees would be prohibited from 

scheduling and taking vacation time. 

Employees shall make vacation picks at a time and in the 

manner currently provided for by their Department. The 

Department will respond to the employees' request for specific 

vacation dates within a reasonable period of time after the 

request is made, but not more than fourteen (14) days from the 

date the request is received by the Department, except in cases 

where the request is made for a vacation to be scheduled within 

fourteen (14) days. The Department will not arbitrarily cancel 

an approved vacation selection absent a severe emergency 

situation caused by an act of God (e.g., snow, flood, storms), 

a severe manpower shortage which may seriously hinder the 

Department's operations, or where an employee possesses a unique 

skill indispensable to the immediate performance of a 

Department's operation. Any such cancellation of the vacation 

pick shall result in the payment of the vacation pay (thereby 

reducing the total of the employee's accrued vacation time) plus 

payment to the employee of the appropriate pay rate for all 

hours worked as if it were a normal work day, or for a normal 

work day, whichever is greater, unless the employee voluntarily 

agrees to reschedule the vacation days lost. 

Cancellation of approved vacation requests which would 

resul t in serious provable financial loss to an employee shall 

occur only in the most extreme emergencies. In the event of such 

cancellation, the Employer will reimburse the employee for 

reasonable losses incurred as a direct result of the 
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cancellation, (e. g. , cost of rescheduling airline tickets, 

deposit forfeitures, and the like). 

Section 10.7 Prior Service 

Any employee of the City of Chicago hired prior to 

February 13, 1986 who has rendered service to the County of 

Cook, the Chicago Park District, the Chicago Housing Authority, 

the Forest Preserve District, the Metropolitan Sanitary District 

of Greater Chicago, the State of Illinois, the Chicago Board of 

Education, the City Colleges of Chicago, Community College 

District 508, the Chicago Transit Authority, the Public Building 

Commission of Chicago, the Chicago Urban Transportation 

District, and the Regional Transportation Authority, shall have 

the right to have the period of such service credited and 

counted for the purpose of computing the number of years of 

service as an employee of the City for vacations, provided that 

such service has been continuous service. However, vacation 

time accrued while working for another public agency is not 

transferable. Employees hired after February 13, 1986 who 

render service for any other employer as stated above shall have 

the right to have the period of such service credited and 

counted for the purpose of computing the number of years of 

service as an employee of the City for vacations, provided a 

majority of other employees of the Employer receive such credit. 

Section 10.8 Non-Consecutive Vacation Days 

Employees may receive up to five of their vacation days one 

or more day (s) at a time as days off in each year. Such days 

off shall be scheduled pursuant to Section 10.6 above. Such 
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day (s) off shall be approved by the employee's supervisor and 

such approval shall not be unreasonably withheld. If the 

employee seeks such days so late in the vacation year that the 

employee's supervisor cannot reasonably grant the employee's 

request, such days shall be scheduled by the Employer prior to 

the year-end. 

Employees may designate and use at their option up to five 

(5) of their vacation days in each · year of this Agreement as 

sick days to cover periods of bonafide medical illness. The 

Employer reserves the right to ask the employee to furnish proof 

of said illness. An employee desiring to use vacation days as 

sick days under this provision shall inform the representative 

of the Employer who employees are told is designated for such 

purposes of that fact at the time he/she calls in to report an 

illness. In April and September of each year, departments will 

provide each employee with current information as to the number 

of vacation days as sick days he or she has taken to date, and 

the number of such days he or she still has available. Salaried 

employees who currently are receiving sick days under this 

Agreement shall be ineligible to use vacation days as sick days 

while they have available unused sick days. 

ARTICLE 11 

CONTINUOUS SERVICE 


Section 11.1 Definition 

Continuous service means continuous paid employment from 

the employee's last date of hire, without a break or 

interruption in such paid employment. In addition, an employee 
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earns continuous service credit even though he or she is not 

paid for: 

1. An unpaid leave of absence of one (1) year or less or 

layoff; or 

2. An absence where the employee is adjudged eligible for 

duty disability compensation. 

Section 11.2 Interruption in Service 

(a) 	 Non-seasonal employees who work a minimum of eighty 

(80) hours per month shall be credited with continuous service 

for the time worked. Continuous service credit will not be 

earned for: 

(1) 	 absences without leave 

(2) 	 absences due to suspension 

(3) 	 unpaid medical leave of absence for more than 30 

days or layoff for more than 30 days, unless 

employees are allowed to accumulate seniority 

under this Agreement. 

(b) Seasonal employment of 120 days or less in any 

calendar year shall not be credited toward continuous service 

for the time worked. 

(c) Seasonal employment in excess of 120 calendar days in 

any calendar year shall be credited toward continuous service. 

Section 11.3 Reciprocity 

Employees hired prior to February 13, 1986 who have 

rendered service to the County of Cook, the Chicago Park 

District, the Forest Preserve District, the Chicago Housing 


Authority, the Metropolitan Sanitary District of Greater 
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Chicago, the State of Illinois, the Chicago Board of Education, 

City Colleges of Chicago, Community College District 508, the 

Chicago Transit Authority. Public Building Commission of 

Chicago, the Chicago Urban Transportation District and the 

Regional Transportation Authority shall have the period of such 

service credited and counted for the purpose of advancement 

within longevity salary schedules. However, employees hired 

after February 13, 1986 who render service for any other 

employer as stated above shall have the right to have the period 

of such service credited and counted for the purpose of 

advancement within longevity salary schedules provided a 

majority of other employees of the Employer receive such credit. 

Section 11.4 Break in Service 

Notwithstanding the provisions of any ordinance or rule to 

the contrary, continuous service of an employee is broken, the 

employment relationship is terminated, and the employee shall 

have no right to be rehired, if the employee quits, is 

discharged, retires, is absent for five (5) consecutive work 

days without notifying the employee's authorized Employer 

representative unless the circumstances preclude the Employee, 

or someone on his behalf, from giving such notice, does not 

actively work for the Employer for twelve (12) months (except 

for approved full time Union representative leaves or medical 

leaves of absence and duty disability leaves), or is on layoff 

for more than twelve (12) consecutive months if the employee has 

less than five (5) years of service at the time of the layoff, 
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or is on layoff for more than two (2) years if the employee has 

five (5) or more years of service at the time of the layoff. 

Section 11.5 Probationary Employment 

New employees will be regarded as probo.tionary employees 

for the first six (6) months of their employment and will 

receive no seniority or continuous service credit during such 

probationary period. Probationary employees continuing in the 

service of the Employer after six (6) months shall be career 

service employees and shall have their seniority date made 

retroactive to the date of their original hiring. 

Probationary employees may be disciplined or discharged as 

exclusively determined by the Employer and such Employer action 

shall not be subject to the grievance procedures, 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 termination, and said former 

employee had served 90 days or more of his/her 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 90 days or more of his/her probationary 

period and who is laid off shall be given preference over other 

applicants for employment in t~e same job title in the 

department from which he/she was laid off, so long as he/she 

does not refuse an offer of employment, and does not suffer a 

break in service under Section 11.4 of the Agreement. 
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Probationary employees shall not be eligible for dental or 

vision insurance but shall receive all other benefits under this 

Agreement. Probationary employees shall be compensated at the 

same rate as career service employees. 

Section 11.6 Seasonal Employment 

A seasonal employee is an employee who is employed in a job 

title for a period not to exceed 180 calendar days for temporary 

work related to or caused by seasonal needs. Such appointments 

shall expire automatically at midnight on the 180th day. Such 

employees may be reappointed for temporary work related to or 

caused by seasonal needs, with the written concurrence of the 

Budget Director and Commissioner of Personnel, to an additional 

thirty-day term which shall expire at midnight of the 30th day. 

One further said thirty-day reappointment for the same purposes 

may be made upon similar Budget Director and Commissioner of 

Personnel approval. The Employer shall notify the Union of the 

number and job titles of any such reappointments. It is 

understood and agreed that the hiring and retention of seasonal 

employees shall be at the discretion of the Employer. 

Seasonal appointees shall not become Probationary Career 

Service or Career Service employees by virtue of length of 

service in a seasonal appointment. 

Seasonal employees shall not be eligible for holidays, 

vacations, sick leave for salaried employees, vision care, 
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dental, life and accident benefits, bereavement payor jury 

duty, but will be provided with group health insurance under the 

same eligibility and conditions as other employees covered by 

this Agreement, except that elective medical care and pre­

existing conditions, as those terms are defined in the standard 

group insurance policy, shall be excluded. 

Seasonal employees shall be compensated at the same rate as 

career service employees. Seasonal employees may be disciplined 

or discharged as exclusively determined by the Employer and such 

Employer action shall not be subject to the grievance 

procedures. 

Seasonal employees shall be eligible for recall to seasonal 

posi tions in which they have accumulated either (a) four (4) 

months of said seasonal service during the 1984-85 winter 

season, or (b) five (5) months of said seasonal service from and 

after July 1, 1983, provided that such employees: 

1. 	 shall not have received a negative evaluation during 

their last seasonal appointment and shall not have 

received (a) more than one written warning or (b) a 

disciplinary suspension in any Employer position; 

2. 	 shall be available, fit for duty and subject to the 

same pre-employment screening procedures as are new 

applicants for employment when recalled, and shall 

have the present ability without further training to 
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immediately perform the duties of the position to 

which they are recalled; 

3. 	 shall not refuse recall. Upon recall, the employee 

shall promptly notify the Employer of his/her desire 

to return to work and shall be available to report for 

employment within seventy-two (72) hours of said 

notice or the employee shall be deemed to have refused 

recall; 

4. 	 shall have been recalled within one year of the 

expiration of their last seasonal employment; and 

5. 	 shall not have resigned or incurred a break in service 

during a period of appointment. 

Employees who do not meet and continue to meet all of the 

five (5) conditions stated above, shall have their names 

permanently removed from the recall list. 

Evaluations shall not be subject to the grievance 

procedure, except that the Employer shall not, after January 1, 

1985, give a seasonal employee a negative evaluation for an 

arbitrary or capricious reason for the purpose of preventing the 

employee from becoming eligible for recall under this Section, 

and, only to that limited extent may such Employer action be 

subject to grievance. 

A seasonal employee who is hired on an annual recurring 

basis within one year of his/her last termination; and who 
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accumulated twelve (12) months of said seasonal service from and 

after July 1, 1983, shall not be a career service employee but 

shall receive the benefits under this Agreement which are given 

to probationary employees. 

Effective January 1, 2001, a seasonal employee who is hired 

on an annual recurring basis within one year of his/her last 

termination, and who accumulates 12 months of said seasonal 

service, shall receive the benefits under this Agreement which 

are given to career service employees, and shall remit full 

contributions toward their health care coverage as set forth in 

Article 9 below. 

Effective January 1, 2001, seasonal employees with less 

than 12 months of seasonal service will continue to receive 

their current benefit package, but will pay a pro-rata share of 

the full contribution toward their health care coverage. The 

amount of that contribution shall be approximately 90% of the 

employee medical contribution for career service employees. For 

example, the contributions at selected salary levels per pay 

period are as follows: 

ANNUAL SINGLE EMPLOYEE+l FAMILY 
SALARY 0.92529% 1.42173% 1.77345% 

Up to $30,000 12.50 19.00 22.00 
$30,001 12.72 19.55 24.38 
$40,000 15.42 23.70 29.56 
$50,000 19.28 29.62 36.95 
$60,000 23.13 35.54 44.34 
$70,000 26.99 41. 47 51. 73 
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$80,000 30.84 47.39 59.12 
Maximum rate 34.74 53.37 66.56 

Effective July 1, 2006, these contributions at selected 

salary levels per pay period will be adjusted as follows: 

ANNUAL SINGLE EMPLOYEE+l FAMILY 
SALARY 1.2921% 1.9854% 2.4765% 

Up to $30,000 12.50 19.00 22.00 
$30,001 14.54 22.34 27.86 
$40,000 19.39 29.78 37.15 
$50,000 24.23 37.22 46.43 
$60,000 29.07 44.68 55.72 
$70,000 33.92 52.12 65.01 
$80,000 38.76 59.56 74 . 30 
$90,000 43.52 67.01 83.58 
$100,000 48.46 74.46 92.87 

Following the ratification of this Agreement, the Employer 

will place all seasonal Sanitation Laborers who have more than 

one (1 ) year of continuous service as of the date of 

ratification into probationary career service sanitation laborer 

positions. After successful completion of six (6) months 

probation as per Section 11.5 above, those persons will become 

career service employees. 

Effective upon ratification, in the event the Employer 

intends to impose a disciplinary suspension with respect to a 

seasonal employee with at least five (5) years of seasonal 

service, as defined herein, and where the suspension would 

result in a loss of pay for the employee, prior to imposing the 

suspension, except in an emergency or where the employee is 

unavailable, the Employer shall notify the employee and the 
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Union and, upon request from the Union, will schedule a meeting 

with the Union and the employee. At the meeting the Employer 

will notify the employee and the Union of the contemplated 

disciplinary action and the reason(s) underlying it. The 

employee and the Union will be given the opportunity to respond 

to the accusations at the meeting. This meeting shall be 

informal and there shall be no witnesses present unless both 

parties agree. The Employer may, at its option, conduct further 

investigation after this meeting. In the event discipline is 

imposed it shall not be subject to the grievance procedure, as 

nothing in this provision shall be deemed as altering the non-

Career Service status of seasonal employees. This provision 

shall not apply where the suspension is the result of 

application of progressive discipline for violation of the 

Employer's time and attendance policies, provided that the 

Employer shall, upon request, provide the Union with copies of 

the employee's time and attendance record. 

Upon request by either party made after one year from the 

date of ratification of this Agreement, the parties shall meet 

to discuss any proposed changes to this Section 11.6. 
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Section 11.7 Hand Laborers 

Hand Laborers (6322) employed in the Department of Streets 

and Sanitation shall receive a pay rate equivalent to 60% of the 

Sanitation Laborer rate, effective as of January 1, 2000. 

Hand Laborers shall receive the same group health insurance 

package as received by seasonal employees with less than twelve 

(12) months of seasonal service, and shall pay the same 

healthcare contributions. After twelve (12) months of continuous 

service, Hand Laborers will receive the same health insurance 

package and pay the same contributions as seasonal employees with 

twelve (12) months or more of seasonal service, but not the other 

benefits received by such seasonal employees. On a one-time only 

basis, on the first day of the month following the effective date 

of this Agreement, all Hand Laborers then employed shall receive 

the health insurance package and pay the same contributions as 

seasonal employees with more than twelve (12) months of seasonal 

service. 

Hand Laborers are not career service employees and may be 

disciplined or discharged as exclusively determined by the 

Employer. Such Employer action shall not be subject to the 

grievance procedure. Hand Laborers shall not become Probationary 

Career Service or career service employees by virtue of length of 

service in their position. The Employer will evaluate Hand 

Laborers from time to time, in order to provide them notice of 

their performance. Prior to terminating a Hand Laborer, except 

for egregious offenses as defined in Section 4.1 (b) above, the 

Employer will issue a warning. 
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Section 11.7.1 Promotion to Sanitation Laborers 

For Sanitation Laborer positions filled prior to the 

ratification of the new collective bargaining agreement, and 

pursuant to the terms of Section 11.7.1 of the 2003-2007 

collective bargaining agreement, the Employer shall offer newly 

created vacancies in Sanitation Laborer positions first to 

persons who are employed as Hand Laborers, by order of 

seniori ty. Persons who accept the offer to become Sanitation 

Laborers shall serve a probationary period of one (1) year, 

during which time they may be disciplined or discharged as 

exclusively determined by the Employer without resort to the 

grievance procedure. At the end of that one (1) year period, 

they shall become full career service employees. Hand Laborers 

who accept these Sanitation Laborer vacancies shall be paid at 

70% of the then current Sanitation Laborer rate for the first 

year of their employment, and shall be paid at 80% of the then 

current Sanitation Laborer rate for the second year of their 

employment. At the end of their second year of employment as 

Sanitation Laborers, such persons shall be paid at the full 

Sanitation Laborer rate. 

Hand Laborers who become employed as Sanitation Laborers 

under this Section shall receive the same benefits as 

probationary employees for the first year of their employment, 
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and shall receive the same benefits as career service employees 

during the second year of their employment as Sanitation 

Laborers. Such persons shall perform the normal duties of 

Sani tat ion Laborer, provided, however, that the Employer will 

not assign a probationary Sanitation Laborer to the back of a 

particular truck without a non-probationary Sanitation Laborer 

on that same truck. 

Section 11.7.2 

Following ratification of the new collective bargaining 

agreement, the Employer will declare newly-created vacancies for 

Sanitation Laborer (TC 6324) positions, to replace all current 

Hand Laborer (TC 6322) positions performing work which the 

Employer determines is needed on a regular, year-round basis. 

These positions will be offered first to persons who are 

currently employed in the Hand Laborer job classification, in 

order of seniority. Seasonal terminations of Hand Laborers will 

not begin until the end of · the 2008 season. In addition , all 

current incumbent Hand Laborers who are still employed by the 

City as Hand Laborers as of October 31, 2008 will be offered 

Sanitation Laborer positions effective November 1; 2008. 

All individuals who are hired as Sanitation Laborers (TC 

6324) following the effective date of the new collective 

bargaining agreement will be probationary career service for the 

first six (6) months of their employment in the Sanitation 
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Laborer title, and will then become career service following the 

end of that six (6) month period. During the first year of 

employment, all new Sanitation Laborers will be paid at a base 

rate equal to 70% of the full Sanitation Laborer rate. In the 

second year of employment, the rate will be 80% of the full 

rate. In the third year, the rate will be 90%. In the fourth 

year, these employees will receive the full Sanitation Laborer 

rate. 

In the event that only one full-rate Sanitation Laborer is 

assigned to a refuse, recycling or compost truck, that 

Sanitation Laborer will be paid a premium of an additional 8.5% 

per hour above his or her regular base rate of pay for all hours 
/
!
'. 

worked as the only Sanitation Laborer on the truck. Effective 

July 1, 2008, such premium will be increased to 9% • In the 

event that a break-in rate Sanitation Laborer is the only 

Sanitation Laborer assigned to a refuse, recycling or compost 

truck, the hourly premium to be paid that Sanitation Laborer 

will be the greater of 8.5% (9% effective July 1, 2008) over 

that Sanitation Laborer's regular hourly rate, or the 

differential between that Sanitation Laborer's regular hourly 

rate, and the regular full Sanitation Laborer hourly rate. 
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ARTICLE 12 

GROUP HEALTH, VISION CARE, DENTAL, LIFE AND ACCIDENT BENEFITS 

Section 12.1 

a) The Employer shall provide to employees and their 

eligible dependents Group Health, Vision Care, Dental, Life 

($25,000) and Accident benefits as provided to a majority of 

other employees of the City under the same terms and conditions 

applicable to said other employees. 

b) Employees who participate in the Employer's medical 

care plan or an HMO shall make the following contributions 

toward their health care coverage: 

1) employee medical contributions are based on a composite 

1.6% of base salary for single, employee and one, and 

family levels of coverage as specified below. For example, 

the contributions at selected salary levels per pay period 

are as follows: 

ANNUAL SINGLE EMPLOYEE+1 FAMILY 
SALARY 1.0281% 1.5797% 1.9705% 

Up to $30,000 12.50 19.00 22.00 
$30,001 12.85 19.75 24.63 
$40,000 17.14 26.33 32.84 
$50,000 21. 42 32.91 41. 05 
$60,000 25.70 39.49 49.26 
$70,000 29.99 46.07 57.47 
$80,000 34.27 52.66 65.68 
$89,999 38.55 59.24 73.89 
$90,000 + 38.60 59.30 73.95 

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

payable on a per pay period basis. 
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2) effective July 1, 2006 employee medical contributions are 

based on a composite 2.0% of base salary for single, 

employee and one, and family levels of coverage as 

specified below. For example, the contributions at selected 

salary levels per pay period are as follows: 

ANNUAL SINGLE EMPLOYEE+1 FAMILY 
SALARY 1.2921% 1.9854% 2.4765% 

Under $30,000 $15.71 $23.88 $27.65 

$30,001 $16.15 $24.82 $30.96 

$40,000 $21.54 $33.09 $41. 28 

$50,000 $26.92 $41.36 $51. 59 

$60,000 $32.30 $49.64 $61.91 

$70,000 $37.69 $57.91 $72.23 

$80,000 $43.07 $66.18 $82.55 

$90,000 $48.45 $74.45 $92.87 

$100,000 $53.84 $82.73 $103.19 


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

payable on a per pay period basis. 

c) The Benefits provided for herein shall be provided 

through a self-insurance plan or under a group insurance policy, 

selected by the Employer. All benefits are subject to standard 

provisions of insurance policies between employers and insurance 

companies. 

d) A dispute between an employee (or his/her covered 

dependent) and the processor of claims shall not be subject to 

the grievance procedure provided for in the Agreement between 

the Employer and the Union. 

e) Optional coverage offered by a Health Maintenance 

Organization (HMO) shall be made available to qualified 

employees. The Employer may offer coverage under more than one 
(
\ 
. 
' 

, ' , 
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HMO. The employee's option of selecting an HMO is subj ect to 

conditions for eligibility set by the HMO, notwithstanding 

anything in this Agreement to the contrary. 

f) Where both husband and wife or other family members 

eligible under one family coverage are employed by the Employer, 

the Employer shall pay for only one family insurance or family 

health plan. 

g) The current practice permitting employees to use 

vacation or other time due during an illness in order to keep 

his/her insurance in effect shall continue for the term of this 

Agreement. 
h) Consistent with the terms of the Employer's existing 

Group Health Care Plan, and the applicable rules thereof, 

employees who are covered under the Plan shall not lose said 

coverage solely because they have received a disciplinary 

suspension lasting 30 days or less. Employees on approved FMLA 

leave shall be entitled to continued medical coverage for a 

maximum of 12 weeks, subject to the terms of the Plan and any 

other applicable provisions of this Agreement. Employees who are 

receiving duty disability benefits shall be eligible to receive 

continued medical coverage as provided under the terms of the 

Plan and its applicable rules. As a condition of continued 

medical coverage, during any such suspension, or FMLA or duty 

disabili ty leaves, employees must make all individual medical 

contributions as required under this Article and the terms of 
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the Plan and its applicable rules. In the event that an 

employee loses coverage under the Plan, he or she will be 

provided notice thereof, the form of which may include, but is 

not limited to, a COBRA notice, a HIPAA notice, a written 

communication from the Employer or its insurance carrier, or 

some other similar advisory. 

Section 12.2 Joint Labor Management Cooperation Committee on 
Health Care 

The City of Chicago and each Coalition Union (the 

"Parties") agree to create. a Joint Labor Management Cooperation 

Committee ("LMCC") pursuant to applicable state and federal law. 

The purpose of the LMCC is to research and make recommendations 

and decisions within its authority related to the achievement of 

significant and measurable savings in the cost of employee 

health care during the term of this Agreement. The Parties 

shall memorialize their intent to create this LMCC by executing 

an Agreement and Declaration of Trust ("Trust Agreement") 

contemporaneously with the execution of each Coalition Union's 

collective bargaining agreement with the City of Chicago. Said 

Trust Agreement shall be attached to this Agreement as Appendix 

B. 


Section 12.3 


The Trust Agreement shall address, without limitation, the 

following: 
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a. 	Formation of a Committee to govern the LMCC 

consisting of up to twenty (20) Trustees, half of 

the Trustees shall be appointed by the City of 

Chicago and half of the Trustees shall be appointed 

by the Coalition Unions. 

b. 	Appointment by the City and Coalition of a Co-Chair 

and Vice-Cochair as designated in the Trust 

Agreement. 

c. 	Authority of the LMCC to make recommendations and 

modifications in the health plan expected to result 

in savings and cost containment. 

d. 	Establishment of a Trust Fund with contributions 

provided by the City of Chicago and third parties. 

Section 12.4 

For purposes of this Article, an "employee" shall mean a 

City employee represented by signatory labor organizations of 

this Agreement. A "Coalition Union" means signatories to this 

Agreement which have executed a collective bargaining agreement 

with the City. 

ARTICLE 13 
LAYOFF AND RECALL 

Section 13.1 Reasons for Layoff 

The Employer shall have the right to layoff employees by 

reason of lack of funds, lack of work or abolishment of a 

position from the annual budget as approved by the City Council. 
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Section 13.2 Notice of Layoff or Reduction in Force 

A. Preliminary Notice to the Union 

Whenever the Employer becomes aware that a layoff may be 

necessary and begins to make actual plans to layoff, the Union 

shall be notified. Such notice shall state the reasons why 

layoff is being planned or contemplated and shall include, to 

the best of the Employer's ability, the titles and numbers of 

employees affected, the best estimate of the notice Date under 

Subsection B herein, and such other details as may be available. 

Upon written request of the Union the parties shall meet to 

discuss the Preliminary Notice. 

B. Actual Notice to the Union 

The Union shall be provided with at least 28 calendar days 

advance notice of a layoff, except in emergencies beyond the 

control of the Employer, in which event, such notice shall be 

given as soon as reasonably possible after the Employer knows, 

but at least five working days before the effective date. Such 

notice shall contain the name, payroll number, position, 

classification, department, work location, if available in the 

Employer's records, and seniority date of each employee 

scheduled to be laid off. 

C. Actual Notice to Employees 

Each employee scheduled for layoff shall also receive 

written notice at least 21 calendar days in advance thereof, or, 

in emergencies, no less than five work days before the effective 

date of such layoff. Such notice shall advise the employee of 

his/her right to bump and other rights concerning vacation, 
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compensatory time, health and other group insurance, pension 

rights, deferred compensation, unemployment compensation and any 

other information relevant to laid off status. 

Section 13.3 Layoff Procedure 

A. Volunteers 

Volunteers for layoff or voluntary reductions in grade in 

lieu of layoff shall be permitted by the Employer before 

involuntary layoffs are made. Employees in the same 

classifications and departments in which layoffs are 

contemplated or scheduled shall be notified by posting 

concurrent with the actual notice under this Article. The Union 

may actively participate in the informing process and shall be 

allowed to hold meetings at the beginning or end of the shift on 

work time and locations up to a maximum of 20 minutes for this 

purpose. Employees who volunteer shall do so in writing no later 

than 7 days after the volunteers are requested. If the layoff 

is canceled volunteer notices are void. 

A volunteer shall remain in layoff status for the period of 

the layoff and shall be eligible to exercise recall rights under 

this Article. 

B. Order of Layoff 

Involuntary reductions in force shall be made in the 

following order: (1) seasonal employees, (2) provisional 

employees, and (3) probationary employees with less than 90 days 

of service. 

Involuntary layoffs shall be made in the following order: 
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(4) probationary employees with 90 days or more of service; and 

(5) career service employees. 

(Locals 1001 and 76 only:) The least senior employee in 

the affected job classification in the department shall be laid 

off first, provided the ability and qualifications to perform 

the required work are relatively equal among the other employees 

in the job in the department. "Seniority" shall mean, for the 

purposes of this Article, the employee's service in the job 

title (time-in-title). Employees shall retain and accumulate 

seniority while on layoff. If 2 or more employees have the same 

seniority date, the order of layoff shall be determined by 

lottery. 

(Local 1092 only:) The least senior employee in the 
(

affected job classification in the department shall be laid off 

first, provided the ability and qualifications to perform the 

required work are relatively equal among the other employees in 

the job in the department. "Seniority" shall mean, for the 

purposes of this Article, the employee's bargaining unit 

seniority. Employees shall retain and accumulate seniority while 

on layoff. If 2 or more employees have the same seniority date, 

the order of layoff shall be determined by reverse social 

security number, with the smallest number being the most senior. 

Section 13.4 Bumping 

In the event of a layoff, an employee to be laid off shall 

have the following bumping rights in the sequence set forth 

below: 
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A. (1) An Employee subj ect to layoff shall have first 

preference to fill a vacancy, which exists at the time of 

layoff, in an equal or lower-rated bargaining unit 

classification first within the Employee's department, then in 

any other department in the bargaining unit, which the Employer 

has determined to be vacant, provided said Employee has the 

then-present ability to perform the required work without 

further training; and, further, provided the rights of Employees 

under this Article and under Article 15 and/or Section 21.4 have 

been exhausted in the unit in which the vacancy occurs. In the 

event that more than one Employee subject to layoff utilizes 

his/her rights under this paragraph, preference shall be given 

to the most senior Employee. 

(2) A laid off Employee may displace (bump) the least 

senior employee, if any, in the most recent equal-rated or 

lower-rated title or titles the employee to be laid off had held 

in the Department in the order of the most recent held; or if 

none, 

(3) The Employee may displace (bump) the least senior 

employee, if any, in any other equal-rated or lower-rated job 

title or titles the employee has held for 60 days or more, in 

the order of the most recent held, in any other Department 

covered by the bargaining unit; or if none, 

(4) The Employee may displace (bump) the least senior 

employee in any other title held for 60 days or more, in the 

order of the most recent held, in any other Laborers bargaining 

unit. (This provision (4) does not apply to Laborers Local 76). 
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For provisions (2), (3) and (4) above, the least senior 

employee in the job title (same title code in the same 

department) shall be bumped out regardless of Laborers 

bargaining unit. 

Employees bumping or filling a vacancy according to these 

provisions must have the then present ability to perform the job 

without further training. 

In the event that the Employer combines existing 

departments, employees transferred into said new or 

reconsti tuted departments shall be given a new title code to 

reflect their respective bargaining units. 

B. A laid off employee shall be entitled to only one bump 

per layoff. 

e. The Employer's current practice with regard to 

physical examinations shall continue except as modified by the 

provisions of the agreed to drug testing policy. 

Section 13.5 Recall 

Notice of recall shall be sent by certified mail (return 

receipt requested) to the last known address of the employee. 

It shall be the employee's responsibility to inform the Employer 

of any address change. The duration of an employee's recall 

rights is governed by Section 11.4 (Break in Service). 

A. Primary Recall 

Employees shall be recalled to the position from which 

originally laid off in reverse order of layoff. A laid off 

employee who fails to respond to a written recall notice within 
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5 working days of receipt of such recall notice, or, upon 

acceptance fails to be available for work within 5 working days 

of the recall notice shall forfeit all recall rights, unless 

such employee is on duty disability, approved medical leave or 

has good reason acceptable to the Employer for temporary delay 

in responding to the notice or for not reporting to work. If 

the Employer cannot reasonably delay the employee's recall, the 

Employer may recall the next eligible employee and the employee 

who had said good reason for not timely reporting shall remain 

on layoff until the next recall subject to the break in service 

provisions of this agreement. 

B. Secondary Recall 

Employees on a recall list shall also be eligible for 

secondary recall on a time-in-title seniority basis to an equal 

or lower-rated job in any department covered by the bargaining 

uni t (s), provided the employee has the then present ability to 

perform the equal or lower rated job without further training. 

The employee shall, at the time of layoff, complete the Employer 

form indicating job interest and skills for the purpose of 

secondary recall. 

Preference shall be given to employees in the bargaining 

uni t where the vacancy exists. An employee who declines an 

offer of secondary recall shall maintain his/her place on the 

seniority list and shall not be denied the right to accept a 

subsequent vacancy. 

Laid off employees shall be entitled to secondary recall to 

one position only and upon acceptance of such position shall 
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retain primary recall rights to the initial job from which they 

were laid off only. Notwi thstanding the foregoing, employees 

who accept secondary recall to a lower-rated position shall have 

the right to a subsequent equal-rated vacancy in accordance with 

seniori ty wi thin the same bargaining unit from which they were 

originally laid off only, provided the employee has the then 

present ability to perform said job. 

Primary recall shall always take precedence over secondary 

recall, provided an employee who accepts secondary recall within 

the same bargaining unit from which he/ she was initially laid 

off shall be entitled to waive primary recall to the job 

originally held. If the employee exercises this right, he/she 

shall forfeit all future rights to primary recall to the job 

originally held. Under no circumstances will an employee be 

permitted to waive primary recall if he/she has accepted 

secondary recall in a different bargaining unit from which 

he/she was initially laid off. 

Section 13.6 Hiring During Layoffs 

No new employee may be hired to perform duties normally 

performed by a laid off employee while employees are laid off, 

under Sections 13.5 A or 9 above. 

Section 13.7 Lottery 

The Union shall receive written notice of any lotteries to 

be held. The Union may have representatives at all lotteries 

affecting unit employees. 
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ARTICLE 14 

NO STRIKES - NO LOCKOUT 


Section 14.1 No Strike 

The Union agrees that during the life of this Agreement, 

there shall be no strikes (including, but not limited to 

sympathy strikes and strikes to protect union or third party 

conduct), work stoppages, slowdowns, picketing, delays of work 

of any kinds. 

Section 14.2 Preventive Efforts 

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 employee or 

group of employees in the Union's bargaining unit, the Union 

further agrees it will use its best efforts to cause an 

immediate cessation thereof. If the Union immediately takes all 

necessary steps in good faith to end any stoppages, strikes, 

picketing, intentional slowdown or suspension of work, 

including: (a) publicly disclaiming such action as not called 

or sanctioned by the Union, and (b) posting notices in 

conspicuous places which notify involved employees that the 

action was not called or sanctioned by the Union, in addition to 

instructing employees to immediately cease such activi ty, the 

Employer agrees that it will not bring action against the Union 

to establish responsibility for such unauthorized conduct. 
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Section 14.3 Discipline 

The Employer may terminate the employment of or otherwise 

discipline any employee or employees who have been found to have 

engaged in any act forbidden in this ALLlcle. 

Section 14.4 No Lockout 

The Employer will not lock out bargaining unit employees 

during the term of this Agreement. 

ARTICLE 15 
FILLING OF PERMANENT VACANCIES 

Section 15.1 Definition of Vacancy 

The Employer 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 shall be filled. 

A vacancy is defined as an opening which the Employer 

intends to fill and which results from various factors, such as 

addition of new positions and/or classifications, reassignments, 

promotions, bidding out or separation for any reason. 

Section 15.2 Filling of Permanent Vacancies 

The procedure stated in this Article shall be the exclusive 

procedure for filling of bargaining unit vacancies. 

A. Transfer Request Procedure (Locals 1001 and 76) 

Employees within a department who desire a change in shift, 

day (s) off or location of their job assignment shall request 

such change in writing on the Employer's form. 

Employees may file such requests in December for the period 

beginning in January and continuing through June of the 

I. . 
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following year and in June for the period beginning in July and 

continuing through December. Employees filing multiple requests 

and accepting a transfer shall only be allowed a single transfer 

in the six (6) month period. 

Employees shall receive a copy of all requests filed with 

receipt noted on the copy. A list of such requests from each 

department shall be provided to the Union by January 30 and July 

30 of each year. 

When filling a vacancy, the Employer shall select the most 

Senior employee in the job classification in the department who 

has such a request on file, provided the employee has the 

present ability to perform the required work without further 

training after a reasonable amount of orientation. 

A. Transfer Request Procedure (Local 1092) 

Employees within a department who desire a change of shift, 

day (s) off or location of their job assignment shall request 

such change in writing on the Employer's form. 

Employees may file such requests in June for the period 

beginning July 1 and continuing through June 30th of the 

following year. 

Employees shall receive a copy of all requests filed with 

receipt noted on the copy. A list of such request from each 

department shall be provided to the Union by July 30 of each 

year. 
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When filling the vacancy, the Employer shall select the 

most Senior employee in the job 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 after a reasonable amount of orientation. 

B. 	 Primary Recall 

When filling a vacancy and there are no said employees who 

have requests on file, the Employer shall select the employee in 

the job classification in the department from the layoff 

(primary recall) or reinstatement list, if any, in accordance 

with the layoff and recall procedures of this Agreement. 

(Section 13.5 (A)) 

c. 	 Secondary Recall 

When filling a vacancy and there are no employees who 

possess recall rights to the position as described in B above, 

the Employer shall select the employee from the secondary recall 

list, if any, in accordance with the secondary recall procedures 

of this Agreement. (Section 13.5 (B)) 

D. 	 Posting and Bidding 

When filling a vacancy and there are no said employees who 

have requests on file and no eligible employees on said lists, 

the Employer shall post and fill every vacancy in accordance 

with the following procedures: 

1. 	 The posting of an Employer-determined permanent 

vacancy shall be on bulletin boards at each Employer 

physical site in the Department and at other 
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appropriate locations as determined by the parties. 

Said 	vacancy shall be posted for 14 days. A copy of 

the 	 posting shall be provided to the Union no later 

than 	 the first day of posting. The posting shall 

contain at least the following: job title, 

qualifications, days off, shift, hours, work location, 

if known, and rate of pay. The posting shall also 

identify the number of positions to be filled. If 

that number changes, the Employer shall promptly 

notify the Union. Prior to the commencement of the 

selection process, the Employer will provide the Union 

wi th 	 a list of qualified bidders and a copy of Form 

"A" and the Form "B" -- Hiring Criteria. 

2. 	 Employees may bid on jobs the Employer determines to 

be permanently vacant for promotion or transfer to 

equal or lower-rated jobs. All applicants shall be 

considered as one group for selection purposes. 

Bidders shall not be included on the same list with 

applicants from a Department of Personnel referral 

list. Applicants/ bidders for vacancies shall meet 

the minimum qualifications for the job in order to be 

considered for selection by the Employer. 

3. 	 Qualified bargaining unit employees shall be given an 

equal opportunity to bid on jobs which are declared 

vacant by the Employer for promotion or transfer to 

equal or lower rated jobs. The Employer shall select 

the most qualified applicant. In making selections 
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bargaining unit bidders shall be given preference over 

non-bargaining unit applicants unless the non­

bargaining unit applicants have demonstrably greater 

skill and ability to perform the work. Where 

bargaining unit bidders are relatively equally 

qualified, the Employer shall select: 

a) the most senior employee (based on time in title 

seniority) of those bidding for promotion within 

the Bureau; or if none, 

b) 	 the most senior employee (based on time in title 

seniori ty) of those bidding for promotion wi thin 

the Department; or if none, 

c) 	 the most senior employee (based on time in title 

seniority) of those bidding for promotion from 

any other Department in the bargaining unit; or 

if none, 

d) 	 the most senior employee (based on time in title 

seniority) of those bidding for transfer to equal 

or lower rated jobs. 

The Employer shall determine whether bargaining unit 

bidders are "relatively equally qualified" based on 

evidence of performance and qualifications. Seasonal 

employees who have recall rights may bid on employer 

determined vacancies and shall be given preference for 

hire over non-employees, subj ect to and in accordance 

with the selection requirements set forth above . 
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4. Prior to notifying the successful bidder/applicant, 

the Department shall give the Union a list of bidders 

identifying where applicable, the successful 

bidder(s). Upon request, the Department shall schedule 

a meeting with the Union to review the selection 

process, including the reasons for selection and 

rej ection of bidders. This meeting shall include a 

review and discussion of documents used in the hiring 

process including documents such as the referral list, 

employment decision .form, hiring information summary, 

and hiring criteria rating form. If requested, the 

Employer will furnish copies of such documents to the 

Union. Bidders who are not selected shall be so 

notified by the. Department Head including reason for 

non-selection. A successful bidder may not bid for 

another permanent vacancy for one year unless laid off 

or bumped within that year. 

5. 	 Prior to hiring a non-employee applicant, the Employer 

shall honor the layoff and recall provisions of 

Section 13.5, the transfer provision of Section 15.2 

(A) and the recall and reinstatement provisions of 

Sections 15.2 (B) and (C). In the event a non-

employee applicant is selected over an employee 

bidder, any dispute arising under this Section 

regarding the selection shall be submitted to 

expedited arbitration. The parties shall promptly 

meet for the purpose of selecting an arbitrator. The 
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arbi trator shall submit his written decision to the 

Employer and the Union within thirty (30 ) days 

following his/her appointment. The arbitrator's 

decision shall be final and binding on the parties and 

in accordance with the provisions of Section 4.3 of 

this Agreement. 

6. During the bidding and/or selection process set forth 

in this Article the Employer may temporarily fill said 

permanent vacancy consistent with the provisions of 

this Agreement, including such as detailing and acting 

up. 

7. The successful bidder for any jobs under this Section 

shall have an evaluation period, not to exceed sixty 

(60) days, to demonstrate that he or she can perform 

the job. If the Employer has just cause based upon 

the employees job performance at any time during that 

period that the successful bidder cannot perform the 

job, then the successful bidder shall be returned to 

the job he/she held just prior to the awarding of the 

bid, displacing, if necessary, any employee who has 

been placed into said job. 

8. When an employee is deemed to have successfully filled 

a vacancy and is reclassified to another position at a 

higher rate of payor in a higher pay grade, such 

employee shall receive the higher rate of payor a pay 

increase of one step, or the entrance rate for the new 

position, whichever is applicable. ( 
\ 
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9. Notwithstanding any provision of this Section 15.2D to 

the contrary, the Employer may, where it deems 

appropriate, post bid announcements during the four­

month period prior to January 1 in any calendar year, 

for certain jobs within a department which the 

Employer may seek to fill at any time after January 1 

of that calendar year, without any further bid 

postings for those jobs during that calendar year. A 

copy of the posting shall be provided to the Union no 

later than fourteen (14) days prior to the posting 

date. Employees shall have thirty (30) days from the 

date of the posting to submit bids. Before filling 

any vacancies pursuant to such a posting, the Employer 

will provide the Union with a copy of the Employer's 

list of all individuals who submitted bids pursuant to 

the posting. Said list will reflect the Employer's 

scoring of those individuals with respect to their 

relative qualifications for the job, and the order in 

which the Employer intends to grant bidders preference 

for any available declared vacancies for the posted 

jobs in that calendar year. The list will be 

completed by no later than February 1 of that calendar 

year, unless otherwise agreed by the parties, and will 

be provided to the Union at the time it is finalized 

by the Employer. Upon reques t by the Union, the 

Employer will meet and discuss its ranking of bidders 

with the Union. Nothing in this paragraph shall 
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preclude the Employer from declining to offer any 

available position to a bidder if the bidder has 

failed to satisfy the Employer's promotional criteria 

guidelines, or if the Employer determines that the 

bidder will be unavailable due to leave of absence or 

other reason, or that the bidder is otherwise no 

longer qualified for the available position. The 

Employer will notify the Union at the time it makes 

any promotion from the list in rank order. In the 

event the Employer intends to make a promotion from 

the list out of rank order, it will provide the Union 

at least ten (10) calendar days' notice, and will meet 

and discuss the matter upon request by the Union. In 

the event that the Employer intends to fill a job 

pursuant to the posting and there are no remaining 

qualified bidders on the original list, the Employer 

will post a new bid announcement prior to filling the 

position. Nothing in this paragraph shall preclude 

the Union from grieving the City's filling of any 

vacancy. 

Section 15.3 Acting in a Higher-Rated Job 

A. Where a group of employees are transferred from a job 

in one Department, Bureau or District to a job in another 

Department, Bureau or District for one day or more, and said 

employees are directed to and do perform, or are held 

accountable for, substantially all of the duties and 

responsibili ties of the job, and the job is higher-rated, said 
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employees shall be paid the higher rate for all such time from 

the first day of the assignment. For example, employees in 

Forestry or Asphalt are directed by the Employer to be 

Sanitation Laborers. Such transfers shall not occur on more 

than five work days in succession, nor on more than five work 

days in any month, when employees are laid off from the 

department to which the transfer occurs and are qualified for 

the assignments. 

B. An employee who is directed to and does perform, or 

who is held accountable for, substantially all of the duties and 

respons ibili ties of a higher-rated job in any Laborers' 

Bargaining Unit for one day or more shall be paid at the higher 

rate for all such time from the first day of the assignment. 

Past practices as to car allowances shall continue for the term 

of this Agreement. The Employer will equitably rotate such 

assignments on the basis of seniority among the employees at the 

work location who have the then present ability to do the job 

without further training. 

Employees paid for acting in a higher-rated job shall be 

paid as if they had been promoted to the higher-rated job. 

The time limits for such individual assignments to higher­

rated jobs shall be 90 days, except where a regular incumbent is 

on leave of absence, in which case it shall be 6 months. The 

time limits may be extended by mutual agreement of the parties. 

The Employer shall not rotate employees in order to 

circumvent the payment provision of this section. 
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If the Employer continues to require the performance of the 

duties of the higher-rated job beyond the time limits herein, 

the Employer shall post and fill the job as a permanent vacancy 

under this Agreement. I f the employee who has been paid for 

acting in a higher-rated job also is the successful bidder when 

the job is posted as a permanent vacancy, where applicable the 

said employee's seniority date for purposes of longevity pay 

increases shall be the date the employee initially was paid for 

acting in the higher-rated job, provided the employee had 

continued to perform in the higher-rated job without 

interruption. 

Section 15.4 Acting in a Lower-Rated Job 

Any employee who works in a lower-paid classification 

temporarily shall be paid his/her regular rate. 

Section 15.5 Detailing 

Detailing is the temporary transfer of an employee to a 

work assignment within his/her job classification geographically 

removed from the employee's normal work site. 

Individual Employees shall not be detailed for more than 10 

days unless the Employer gives notice to the Union of its need 

to do so and confers with the Union upon request. In any event, 

no such assignment may extend beyond 60 days or up to 90 days in 

an emergency without the agreement of the parties and such 
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assignments are subject to the volunteer and rotation 

requirements, below, of this Section. 

The Employer shall notify the employees in advance of the 

requirements for said detailing and shall seek volunteers among 

the employees who have the then present ability to perform the 

work required without further training. If there are more 

volunteers than there are assignments, selections shall be made 

on the basis of seniority. If there are insufficient 

volunteers, the Employer shall assign the detailing by inverse 

seniority, starting with the least senior first, and to rotate 

such assignments within each calendar year. 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 days' advance notice of detailing shall be given to 

the Union and the employees if the need to detail is known; 

otherwise, as soon as reasonably possible. 

Each Department shall maintain and post detailing rotation 

lists, which shall be made available to the Union upon request. 

Section 15.6 Balancing the Workforce and Reassignment Procedure 

The Employer's movement of employees from one location, 

shift, or day off schedule to another shall not be subject to 

the provisions of Sections 15.1 and 15.2 if there is not a net 

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

schedule. 

If the Employer intends to reduce the number of employees 

in a job classification at a location, shift, or day off 

schedule and reassign them to another location, shift, or day 

off schedule, the Employer shall seek volunteers among the 

employees in the affected job classification, provided that the 

volunteers have the then present ability to perform the work 

required without further training. 

If there are more volunteers than there are assignments, 

such reassignments shall be made on the basis of seniority. If 

there are insufficient volunteers available, the Employer shall 

reassign employees using reverse seniority, provided that the 

employees have the then present ability to perform the required 

work. 

An employee being reassigned under this provision may file 

a transfer request under Section 15.2 (A) to return to his/her 

original location, shift, or day off schedule. Said request, 

which must be made within sixty (60) days of reassignment, shall 

be valid for a period of twelve (12) months after date of 

reassignment, and shall have preference over all other transfer 

requests for the original location, shift, or day off schedule. 

Wi thin thirty (30) calendar days of a reassignment, the Union 

shall be notified of the name of any employee who is being 

reassigned, the effective date of the reassignment, and the 
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location, shift, and day off schedule from and to which the 

employee is being reassigned. 

ARTICLE 16 

TOOLS AND EQUIPMENT 


All tools and equipment determined by the Employer to be 

used on the job shall be supplied, maintained and replaced by 

the Employer, except as to any said tools and equipment supplied 

by employees as of the date of the execution of this Agreement. 

Commencing January 1, 1989, the Employer agrees to provide 

to Sanitation Laborers the following items of apparel: 

One (1) pair steel toed boots or shoes once a year. 

One (1) rain poncho once a year. 

Two (2) pair of gloves each year. 

One (1) safety vest once a year, as needed. 

Effective January 1, 1993, the Employer will reimburse all 

other members of the bargaining unit $75.00 per year toward the 

cost of steel-toes shoes or boots if they present a receipt 

showing the purchase of such equipment. Upon mutual agreement 

of the parties, the Employer may institute a commissary for the 

purchase of steel-toed shoes or boots in lieu of the $75.00 

payment. 

Safety vests will be provided once a year to additional 

members of the bargaining unit as needed for safety purposes. 

Such titles shall be determined by the Safety Committee, 

(Article 17). 
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ARTICLE 17 

HEALTH AND SAFETY 


Section 17.1 Safety 

(a) The Employer shall provide a safe and healthful working 

environment for employees covered by this agreement including in 

accordance with applicable federal and state occupational safety 

and health laws, and shall maintain in good and safe working 

condition all equipment necessary for the safe and proper 

performance of the job. 

(b) In furtherance of those efforts, a joint safety 

committee shall be established which shall be composed of six 

(6) representatives of the Union Coalition and six (6) 

representatives of the Employer. The purpose of the committee 

shall be to discuss, examine and to make recommendations 

concerning occupational safety and health issues affecting 

employees. All recommendations of the committee with respect to 

safety and health issues shall be submitted in writing to the 

appropriate Department Head with a copy to the Union and the 

Director of Labor Relations. The Department Head shall promptly 

issue a written response to the committee as to the Department's 

views regarding the committee's recommendations. 

The parties may decide, from time to time, to refer certain 

safety issues and concerns to the personnel of the affected 

Department(s) responsible for safety matters and Union 

representatives of the affected employee(s). The Department 

safety personnel will meet and confer with a representative of 
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the affected Union about such issues and report back to the 

Committee on any decisions or recommendations concerning them. 

(c) The joint safety committee shall meet at least once a 

month, or otherwise by mutual agreement. 

(d) The parties agree and understand that if an employee is 

faced with an unsafe working condition, the employee is required 

to perform the task in question unless the employee I s 

performance of an assigned task presents the strong likelihood 

of subjecting the employee to imminent danger of death or 

serious injury. If the employee, with no reasonable 

alternative, refuses in good faith to perform that task and 

expose himself to that dangerous condition, the employee will 

not be subj ect to discipline. In order to avoid discipline 

under this paragraph, the condition must be of such a nature 

that a reasonable person, under the circumstances, would 

conclude that there is a real, substantial, and imminent danger 

of death or serious injury. In addition, the employee must also 

have sought from the Employer, and have been unable to obtain, 

correction of the situation before refusing to perform the task 

in question. 

Section 17.2 Safety Committee 

A joint safety committee shall be appointed with an equal 

number of Union and Employer representatives (no more than 5 

each). The purpose of the Committee will be to discuss work 

standard or operational safety issues and to make 

recommendations for improvements it may deem appropriate, except 

for the Bureau of Sanitation where such issues are addressed in 
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Article 18 of thiR Agrppmpnt. The Corruni ttf'lf'l shall meet once 

each month, or otherwise by mutual agreement. Formal 

recorrunendations of the Corrunittee shall be submitted in writing 

to the appropriate Department Head with a copy to the Union and 

the Director of Labor Relations. 

The Department Head shall promptly issue a report to the 

Committee as to the Department's views regarding the Committee's 

recommendations. Grievances regarding the reasonableness of any 

workload standard which the Union (s) believes will jeopardize 

the safety of their members may be initiated at the Department 

Head step of the grievance procedure. The parties shall meet 

within 10 working days of receipt of the grievance by the 

Department Head to attempt to resolve the issues. If the issue 

is not resolved the grievance may be submitted to arbitration. 

ARTICLE 18 
WORKLOADS 

Section 18.1 SWLMC 

The Employer and Local 1001 agree to establish a joint 

Sanitation Workloads Labor-Management Committee (SWLMC) to 

review Union and employee safety concerns in refuse collection. 

The SWLMC will also serve as the initial reviewing body for 

workload and safety grievances filed in accordance with the 

expedi ted grievance and arbitration provisions of this Article 

and is empowered to make recorrunendations for resolution of such 

grievances to the Employer representative charged with rendering 

a decision at the discussion step of the expedited grievance and 

arbitration process described below. 
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Section 18.2 Procedures 

The SWLMC will consist of six members. Upon execution of 

this Agreement the Employer will designate three members and the 

Local Union will designate three members. The Committee will 

select a chairperson from among its members at each meeting. 

The chair of the Committee meetings will be alternated at each 

meeting. Formal recommendations of the committee shall be 

submitted in writing to the commissioner of Streets and 

Sanitation with a copy to the Union and the Director of Labor 

Relations 

The commissioner shall promptly issue a report to the 

Committee responding directly and fully as to the Department's 

views regarding the Committee's recommendations. 

The committee will meet at the call of either the Union or 

the employer members at times mutually agreeable to both parties 

but, in any event, such meetings will be held at least four 

times during each calendar year. 

Section 18.3 Review of Standards 

The SWLMC will review any standards as may currently be 

used or may be formulated by the Employer for refuse collection 

to determine if such standards are safe. Also, any change in 

the mode of refuse collection as to route"s, crew size, 

collection methods and equipment design will be reviewed by the 

Committee to determine the impact of such changes on safety. 

Similarly, any standards as may be formulated for refuse 

collection resulting from the introduction or expanded use of 
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technologically advanced equipment will be reviewed by the 

Committee to determine the impact of such changes on safety. 

The Committee will compile a written report on any 

investigation of workloads which it undertakes, including 

recommendations for adjustments in operations necessary to 

effectuate a safe refuse collection program. The Employer will 

respond to the committee's report in writing, indicating 

acceptance of the Committee's recommendations or reasons for not 

accepting those recommendations. 

Section 18.4 Data Requests 

The Employer will cooperate with the SWLMC, by responding 

to reasonable data requests from any party on the SWLMC with 

regard to employee safety concerns in refuse collection. 

Reasonable requests for data shall include, but are not limited 

to, the following: 

1. Accident/Injury Reports 
2. Tonnage Work Sheets 
3. Safety Training Reports 
4. Overtime Reports 
5. Safety Rules 
6. Crew Sheets 
7. Routing Work Sheets 
8. Living Unit Surveys 
9. Recap Sheets 
10. Mode of Refuse collection Status Reports 
11. Guidelines for Refuse Collection routing 
12. Ward Maps/Routing Schedules 

Section 18.5 Advance Notice 

The Union will receive thirty (30) days advance notice of 

the implementation of any workload standard related to the 
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collection of refuse and the Employer shall not implement said 

standard during this 30 day period. 

Section 18.6 Expedited Grievances 

The reasonableness of any workload standard which the Union 

believes will jeopardize the health and safety of employees in 

the Department of Streets and Sanitation may be grieved through 

the expedited grievance and arbitration procedure described in 

this Article. 

Section 18.7 Expedited Arbitration 

The Union may utilize the expedited grievance and 

arbitration procedures of this Article to process any grievance 

arising as a result of the imposition of workload standards in 

the Department of Streets and Sanitation. 

Section 18.8 Expedited Procedure 

An expedited grievance and arbitration procedure is hereby 

established to deal with grievances stemming from the imposition 

of workload standards in the Department of Streets and 

Sanitation. Such grievances will be presented initially to the 

SWLMC which will investigate the grievance and present its 

findings and recommendations to the Employer and the Union 

within five (5) working days of receiving the grievance, unless 

other time limits are accepted by the parties. The results of 

the Committee's investigation will be discussed within five (5) 

working days thereafter and the commissioner of Streets and 

Sanitation or his/her designee will render a written decision 
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wi thin two (2) working days of said meeting. If the issue 

remains unresolved, the parties will immediately select an 

arbi trator in accordance with the procedure established in the 

regular grievance and arbitration process. Arbitrators selected 

must commence hearings on the respective grievances wi thin the 

next ten working days. Subj ect to the parties' agreement to 

extend more time for the consideration of difficult issues, the 

arbitrator will conclude all hearings no later than five working 

days following the commencement of such hearing and will render 

a final and binding written decision no later than ten working 

days following the close of such hearing. 

ARTICLE 19 

CAREER ADVANCEMENT 


Section 19.1 Promotions Out of the Bargaining Unit 

Employees who have been promoted out of the bargaining unit 

shall, for 12 months, be permitted to return to their former job 

classification in the bargaining unit, in the event of layoff, 

provided the Employer determines the job is vacant or is 

occupied by an employee with less seniority who can be displaced 

through the exercise of seniority rights in accordance with the 

layoff, recall and break-in-service provisions of this 

Agreement. 

An employee who has been promoted out of the bargaining 

unit shall, within 6 months of the date of his/her promotion, 

have the right to return to the bargaining unit if the Employer 
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determines the job is vacant, or if the job is not vacant, the 

said employee shall be placed on a reinstatement list. 

Section 19.2 Training 

The Employer shall make available to employees its on-the­

job or other training programs, except management training, in 

accordance with the Employer's rules, to the same extent as such 

training is available to other employees. If there are more 

applicants for training than there are places available, 

employees shall be chosen on a seniority basis. Such training 

programs may be to higher level positions in the employee's 

Bureau or Department or may be outside of the bargaining unit. 

ARTICLE 20 
SUB-CONTRACTING 

Section 20.1 Subcommittee 

(a) Within 10 days of ratification of this Agreement, the 

Employer and the Union shall establish a permanent subcommittee 

on subcontracting. The subcommittee shall meet from time to 

time, or at the request of either the Union or Employer members 

of the Committee, to examine all potential subcontracting 

situations to determine how such work could alternatively be, or 

continue to be, performed by the Employer except in emergency 

situations. 

(b) It is the policy of the Employer to involve the Union 

in an early and timely manner in the Employer's decision-making 

process concerning potential subcontracting in order for the 

Union to provide its views as to the desirability and 

feasibility of proposed subcontracting, and to suggest 
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al ternatives to the Employer. Therefore, during the Employer's 

process of considering whether to subcontract a particular 

operation, but before the Employer gives Public Notice to 

outside contractors to submit bids, the Union shall be informed 

and the subcommittee provided for in Section 20.1(a) above shall 

meet. At such meeting(s), the Union shall be informed as to the 

reasons why subcontracting is being contemplated, the nature and 

extent of the work to be done, any possible impact on the 

bargaining unit, and other information pertinent to the 

consideration of the proposed subcontracting. 

(c) Should the Employer determine, following the 

meeting(s) of the subcommittee, to seek bids from potential 

outside contractors or to otherwise pursue subcontracting, the 

Employer shall so advise the Union at a meeting of the 

subcommittee. Thereafter, the Employer members of the 

subcommittee will work cooperatively with the Union so that the 

Union may submit proposals as provided in Sections 20.2 and 

20.3. 

(d) The subcommittee shall meet at least quarterly or more 

frequently as the need shall arise, upon the reasonable request 

of either party. The Employer shall be represented at the 

meeting by knowledgeable operations-level management personnel 

from a Department, as well as by Department personnel having 

labor relations and budget authority. 

(e) The subcommittee also shall have the right to review 

subcontracting by the Employer of unit work during the previous 

quarter, as well as such subcontracting which is planned for the 
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following quarter. The subcommittee shall act in an information 

and advisory role, and shall have reasonable access to relevant 

information pertaining to subcontracting issues covered by this 

Section. This may include information in the Employer's 

possession concerning the contractor's compliance with any 

prevailing wage requirements, as well as information pertaining 

to the contractor's performance of work under its subcontract 

with the Employer. 

Section 20.2 Prevailing Rate Jobs 

(a) As to prevailing rate jobs covered by this Agreement, 

the Employer will attempt to have employees perform bargaining 

uni t work where practicable. Bid specifications or guidelines 

which will be used by or required from contractors will be 

provided to the Union at the same time as made public or 

conveyed to potential contractors, including a description of 

the work to be performed, any known impact upon bargaining unit 

employees, and other pertinent data necessary for the fjnion to 

submi t proposals under this Article. This shall include, upon 

request of the Union, specific cost information or analyses or 

comparisons prepared by or in the possession of the Employer 

concerning labor, materials, equipment or other costs involved 

in the potential subcontracting. Any other information utilized 

by the Employer in determining whether to subcontract, or to 

which bidder to award a contract, will be made available to the 

Union upon request. The Employer will not deny a request by the 

Union for a specific document under this Section solely for the 
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reason that the Employer rli rl not rely on it in the deci6ion to 

subcontract the particular work in question. 

(b) The Employer will provide the Union with the proposed 

awardee' G proposal. Wi thin ten (10) working days of receipt 

thereof, the Union will provide the Employer with any proposal 

it intends to make. Wi thin ten (10) working days thereafter, 

the subcommittee will meet, review the proposals of the Union 

and compare such proposals to any bid or proposal being 

considered for acceptance in order to comply with this Article. 

The Employer's decision shall be communicated to the Union and 

shall not be unreasonably delayed by this process. 

(c) Nothing shall prevent the parties at any time up until 

acceptance of the outside contractor's bid from agreeing that 

the bid request be withdrawn and the work be performed by the 

Employer's employees. 

(d) As to prevailing rate jobs covered by this Agreement, 

the EmploYe,:\ 
\.!l 

shall not contract or subcontract out bargaining 

uni t work to any person, contractor or Employer who is not in 

compliance with the area standards established under and 

pursuant to the formula used by the United States Department of 

Labor in administering the Davis-Bacon Act. Notice of any such 

contracting or subcontracting shall be given to the Union at 

least 30 days prior to its effective date. The notice shall be 

in writing and shall contain the name and address of the party 

who will perform the work, a description of the work to be 

performed and any other relevant data to enable the Union to 

determine compliance with this Section. In the event such party 
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is determined not to be in compliance with the said area 

standards, the Employer shall withhold payouts and shall not 

contract or subcontract further with any such party until the 

Union and the Employer receive a written and enforceable 

assurance of compliance. 

Section 20.3 Non-Prevailing Rate Jobs 

As to non-prevailing rate jobs, the Employer will attempt 

to have employees perform bargaining unit work where 

practicable; however, the Employer reserves the right to 

contract out work for reasons of efficiency or economy. Bid 

specifications for guidelines which will be used by or required 

from contractors will be provided to the Union at the same time 

as made public or conveyed to potential contractors including a 

description of the work to be performed, any known impact upon 

bargaining unit employees and other relevant data necessary for 

the Union to submit proposal under the Article. The City will 

provide the Union with the proposed awardee's proposal. Within 

10 working days of receipt thereof, the Union will provide the 

City with any proposal. Within 10 working days thereafter, the 

committee established under Section 20.1 will meet, review the 

proposals of the Union and compare such proposals to any bid or 

proposal being considered for acceptance in order to comply with 

Section: 20.1. The City's decision shall be communicated to the 

Union and shall not be unreasonably delayed by this process. 

All subcontracting of work covered by this Section 20.3 shall 

conform to the requirements of Section 20.1 and 20.2 above. 
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Section 20.4 Layoff of Employees 

In the event that the Employer determines to subcontract 

unit work under this Agreement, and as a result bargaining unit 

employees would be laid off by the proposed subcontracting, the 

Employer shall make available, on a seniority basis, equal-rated 

permanent jobs the Employer has declared to be vacant in the 

affected Department, or other departments, as the case may be, 

in that order, provided the laid off employees have the then 

present ability to perform the required work without further 

training. However, the employee shall be provided with a 

reasonable amount of orientation to allow him or her to perform 

the work. 

Prior to sub-contracting of bargaining unit work, the 

Employer, the Union, and the proposed sub-contractor shall meet 

to discuss the employment of employees subject to layoff. 

During that meeting, the Employer will request and urge that the 

sub-contractor hire laid off employees. 

If employees are permanently terminated as a result of 

subcontracting, the Employer shall, upon written request from 

the Union, negotiate with the Union as to the effects of said 

subcontracting on such terminated employees within the meaning 

of the Illinois Public Labor Relations Act. Any employee laid 

off as a result of subcontracting shall also have the same 

rights as provided in Section 21.4 of this Agreement. 

( ~ . 
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ARTICLE 21 

TECHNOLOGICAL CHANGE 


Section 21.1 Definitions 

A technological change is a change in equipment or a change 

in process or method of operation which diminishes the total 

number of employee hours required to operate a department. An 

employee whose services shall no longer be required as a result 

of such change shall be considered to be displaced by a 

technological change. The term shall not include layoffs caused 

by economic conditions, variations in service requirements, or 

any temporary or seasonal interruption of work. 

Section 21.2 Notification of Union 

In the event of technological change the employer agrees to 

notify the Union, if possible, at least 90 days in advance of 

its intentions, but in no case will the Employer provide less 

than 30 days' notice of the contemplated change; such notice to 

the Union will be in writing and will include, but not be 

limited to the following information: 

1. 	 A description of the nature of the change; 

2. 	 The date on which the Employer proposes to effect the 

change; 

3. 	 The approximate number, type and location of employees 

likely to be affected by the change; and 

4. 	 The effects the change may be expected to have on the 

employee's working conditions and terms of employment. 
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Section 21.3 Meeting with Union 

The Employer, upon request of the Union, shall meet with 

the Union concerning the implementation of any technological 

changes. The meeting shall take place within 5 days after the 

Employer receives the Union's request. The Employer and the 

Union shall in good faith attempt to mutually resolve any 

employee problems resulting from the implementation of said 

technological changes, with due regard for the needs of the 

Employer. 

Section 21.4 Non-Prevailing Rate Jobs 

In the event employees are to be displaced by technological 

change, the Employer will consider within its budgetary and 

manpower needs the following courses of action: 

1. The Employer will first consider the feasibility of 

displacing employees through attrition (e. g., death, voluntary 

quits, retirement and discharge for cause) . 

2. If the Employer determines attrition does not meet its 

needs, said employees shall be entitled to exercise their layoff 

and bumping rights under this Agreement. 

3. Said employees who still may be displaced, 

notwithstanding said bumping rights, may elect to (a) be trained 

to perform the work required by the Employer in the vacant 

positions created by said technological change before the 

Employer hires and trains new employees for said vacant 

positions; or (b) fill another position determined by the 

Employer to be vacant, subj ect to the conditions set forth in 

Sections 15.1 and 15.2 of this Agreement; or (c) be trained for 
~ . 
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another position determined by the Employer to be vacant before 

the Employer hires and trains new employees for said vacant 

position. 

If employees after all of the above courses of action still 

are displaced, the employees will be placed on a list for 

reinstatement and may exercise their seniority rights in 

accordance with and subj ect to the recall and break-in-service 

provisions of this Agreement. 

I f employees are permanently terminated as a result of 

technological change, the Employer shall, upon written request 

from the Union, negotiate with the Union as to the effects of 

said technological change on such terminated employees within 

the meaning of the Illinois Public Labor Relations Act. 

Section 21.5 Unio~ Jurisdiction 

Jurisdiction over the new machinery, equipment or 

materials, or the change in work methods or operations affecting 

bargaining unit work shall remain assigned to the Union. 

ARTICLE 22 

SEPARABILITY 


If any part of this Agreement is determined to be invalid 

by a Court of Law, all other provisions shall remain in full 

force and effect; the Employer and Union agree to immediately 

negotiate a substitute for the invalidated Article, Section or 

portion thereof. 
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ARTICLE 23 

DUES CHECK-OFF AND FAIR SHARE FEE 


Section 23.1 Check-Off 

The employer, upon receipt of a validly executed written 

authorization card, shall deduct Union dues and initiation fees 

from the payroll checks of all employees so authorizing the 

deductions in an amount certified by the Local Union, and shall 

remi t such deductions on a monthly basis to the Local Union. 

Authorization for such deduction shall be irrevocable unless 

revoked by written notice to the Employer and the Union during 

the fifteen (15) day period prior to the expiration of the local 

Union 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, attorney's fees and 

court and other costs, that shall arise out of, or by reason of 

action taken or not taken by the Employer for the purpose of 

complying with Sections 23.1, 23.2, 23.3 and 23.4 of this 

Article, or in reliance on any list, notice, certification or 

assignment furnished under any of such provisions or in reliance 

upon employee payroll deduction authorization cards submitted by 

the Union to the Employer. 

The Employer shall provide to the Union within thirty (30) 

days, name, address, classification, rate of salary and starting 

date of any new employee hired into the Union's bargaining unit. 

Section 23.2 Fair Share 

It is further agreed that 30 days after the later of the 

execution of this Agreement or the employee's date of hire, the 
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Employer shall deduct from each paycheck of employees who are 

not members of the Union an amount as certified by the Financial 

Secretary of the Union and shall remit deductions to the Union 

at the same time that the dues check-off is remitted. 

It is understood that the amount of deduction from said 

non-member bargaining unit employees will not exceed the regular 

monthly union dues and represents the employee's fair share cost 

of the collective bargaining process, contract administration 

and pursuing matters affecting wages, hours and other conditions 

of employment. 

Section 23.3 IPLRA 

Nothing in this Agreement shall be inconsistent with 

Section 6(g) of the Illinois Public Labor Relations Act in 

protecting the right of non-association of employees based upon 

the bona fide religious tenets or teachings of a Church or other 

religious body of which such employees are members. 

Section 23.4 Maintenance of Membership 

Each employee who on the effective date of this Agreement 

is a member of the Union, and each employee who becomes a member 

after that date, shall, as a condition of employment, maintain 

his/her membership in the Union during the term of this 

Agreement. 

AI-I employees who are not members of the Union shall be 

required, as a condition of employment, 30 days after the later 

of the execution of this Agreement or their hire date, to pay a 

fair share of the cost of the collective bargaining process and 

133 
356590.1 



cont.ri'lr:t. Flrlmi nistration and pursuinq mattcro ilffecting wages, 

hours and other conditions of employment. 

ARTICLE 24 
WAGES 

section 24.1 Rates 

The wage/salary rates for employees covered by this 

Agreement shall be set forth in the Appendices attached hereto 

and made a part of this Agreement. 

Section 24.2 Prevailing Wage Rates 

Effective July 1, 2007, employees covered by this agreement 

shall continue to receive the hourly rate being paid to crafts 

or job classifications doing similar kinds of work in Cook 

County 

States 

pursuant to 

Department of 

the formula currently 

Labor in administering 

used 

the 

by the United 

Davis-Bacon Act 
( . 
\ 

as currently being paid to said employees as set forth in 

Appendix A appended to and made a part of this Agreement. 

Section 24.3 Prevailing Rate Adjustments 

Effective on July 1 of each year of this Agreement 

beginning in 2007, through the period ending June 30, 2017, the 

wage rate referred to in the immediately preceding Section shall 

be adjusted to reflect the hourly wage rates effective on such 

dates being paid to crafts or job classifications doing similar 

work in Cook County pursuant to the formula specified in Section 

24.2 above and as set forth in Appendix C. In the event the 

hourly wage rates effective July of each year covered by this 

Agreement are established at an effective date later than 

July 1, then such rates, when established, shall be paid as of 
( 
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said effective date. In no event will the Employer adjust said 

wage rates more than one time in any calendar year. 

Section 24.4 Non-Prevailing Wage Rates Governing First Five­
Years of this Agreement (07/01/2007 to 06/30/2012) 

Effective the following dates, the City will make the wage 

adjustments below for all employees who are in non-prevailing 

rate classifications and who are either on the payroll as of the 


effective date or on lay-off with recall rights: 


Year 1: 


• Effective 07/01/2007 - 1% 
• Effective 01/01/2008 - 2.25% 

Year 2: 

• Effective 01/01/2009 - 3% 

Year 3: 

• Effective 01/01/2010 - 3% 

Year 4: 

• Effective 01/01/2011 - 3.25% 

Year 5: 

• Effective 01/01/2012 - 3.5% 

Section 24.5 Non-Prevailing Wage Rates Governing Second Five­
Year Term (07/01/2012 to 06/30/2017) 

Effective the following dates, the City will make the wage 

adjustments below for all employees who are in non-prevailing 

rate classifications and who are either on the payroll as of the 

effective date or on lay-off with recall rights: 
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Year 6: 

• Effective 01/01/2013 - 2% 

Year 7: 

• Effective 01/01/2014 - 2% 

Year B: 

• Effective 01/01/2015 - 2% 

Year 9: 

• Effective 01/01/2016 - 2% 

Year 10: 

• Effective 01/01/2017 - 2% 

"Me Too" Clause: If a majority of City unionized employees in 

non-prevailing wage rate classifications** receive an across­

the-board percentage increase in their regular base rate of pay 

in any contract year higher than the increase set forth above in 

any such year, employees in non-prevailing rate classifications 

covered by this Agreement shall have their wage adjustment set 

forth above increased by the difference between the above 

increase and the higher across-the-board percentage increase in 

any such year. Similarly, if a majority of City unionized 

employees in non-prevailing wage rate classifications** receive 

a lump sum payment in any contract year, employees in non­

prevailing rate classifications covered by this Agreement shall 

receive the same lump sum payment in any such year. The parties 
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agree to confer regarding the timing, amount and implementation 

of any wage adjustment or lump sum payment under this Section 

prior to such adjustment being paid. 

**Exclusive of sworn employees of the Chicago Police Department 

and uniformed members of the Chicago Fire Department. 

Section 24.6 Retroactivity 

The increases set forth in Article 24, Sections 24.2 and 

24.4, are payable to affected employees who, as of August 2, 

2007, are either on the payroll, or are on approved leave, or 

are on layoff with recall rights, or are seasonal employees who 

are eligible for rehire, or are former employees who retired 

effective between July l, 2007 and the date of final 

ratification of the Agreement by the City Council, inclusive. 

Section 24.7 Sanitation Laborers 

The parties agree that Sanitation Laborers who work on 

alley or combination alley-curb routes and who receive a $.50 

per hour premium for hours worked when the Employer assigns 

rather than 3 laborers to the crew and the crew's assignment is 

to manually dump 55-gallon drums of refuse into trucks on alley 

or combination alley-curb routes shall continue to receive said 

premium provided they continue to work with 55-gallon drums and 

that said premium shall cease to be paid to any sanitation 

laborer who is not assigned to manually dump 55-gallon drums of 

refuse. The Union recognizes the desirability of having the 

Employer's cart system implemented in as many wards as the 

Employer determines is feasible, and towards that end the Union 
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agrp.p.s t .o ur<Je and support the Employer' 8 Cilrt 3ystem throughout 

the City and to cooperate with the Employer toward this goal. 

Section 24.8 Automobile Reimbursement 

Employees who are required by the Employer to use their own 

automobiles in the performance of their job shall receive 

mileage reimbursement at the then effective rate recognized by 

the Internal Revenue Service, with a maximum of $250 per month. 

On the effective date of this Agreement, following its 

ratification by all parties, the maximum reimbursement will 

increase to $350.00 per month. Effective February 1, 2008, the 

maximum reimbursement will increase to $450.00 per month. 

2009, the maximum reimbursement willEffective February 1, 

increase to $550.00 per month. Thereafter, the maximum 

reimbursement will increase effective each February 1 by the 
c' 

percentage increase in the Transportation Expenditure Category 

of the Consumer Price Index for All Urban Consumers (CPI-U): 

U. S . City Average for the previous year, as rounded to the 

nearest $5 increment. Employees seeking mileage reimbursement 

must submit that request on a form provided by the Employer. 

Payment for mileage expenses will be made on a monthly basis. In 

the event that during the life of this Agreement the Employer 

shall implement for any group of employees an automobile expense 

reimbursement program which is more favorable to employees than 

the provisions of this paragraph, upon notice from the Union, 

the Employer will meet and discuss wi th representatives of the 
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Union the possible application of said new program to employees 

covered by this Agreement. 

Upon request by either party made no earlier than 

January 1, 2010, the parties shall meet to discuss any proposed 

changes to this Section 24.8. 

Section 24.9 Payment of Wages 

(a) 	 All regular base wages will be paid to employees not later 

than the next regular pay day following the end of the 

payroll period in which it is earned. All overtime or 

premium pay shall be paid to employees not later than the 

second regular pay day following the end of the payroll 

period in which it is earned. In the event of an 

arbitration involving a dispute arising solely under this 

Section, the losing party will pay the entire amount of the 

arbitrator's fee. 

(b) 	 In the event an employee's pay check, at the time specified 

in paragraph (a) above, fails to include all of the regular 

base, overtime and/or premium pay to which he/she is 

entitled, the Department will correct that shortage 

provided the employee promptly notifies the Department's 

timekeeper in writing. Employees shall submit a payroll 

dispute to the Department timekeeper on the "Employee 

Payroll Inquiry Form" attached hereto as Appendix D. The 

employee's submission of such Form shall toll the period 

for processing a grievance filed by the employee or Union 

over such dispute. If the Department concludes that there 
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is a shortage in the employee's paycheck, and if the amount 

in question exceeds $100.00, the Department will submit a 

supplemental payroll to the Comptroller to cover the 

shortage, and will issue the employee a check in that 

amoun t on the next scheduled check/deposit advice delivery 

date after the timekeeper is notified of the employee's 

complaint. Shortages less than $100.00 will be added to 

the employee's next regular pay check. 

(c) 	 Should an employee not receive this supplemental check (for 

a sum greater than $100.00) within the aforementioned 

check/deposit advice delivery date period, the Employer 

will pay to the employee the sum of $5.00 for every pay 

period thereafter until the full supplemental check is 

received. 

(d) 	 It is understood that pay shortages relating to newly-hired 

employees, persons returning from leaves of absence 

(including but not limited to duty disability), overtime 

earned under the City's emergency snow removal program, and 

inaccuracies due to changes in payroll deductions, are 

excluded from the provisions of this Section. This 

paragraph does not supersede any other payment obligations 

with respect to the payments referred to in this paragraph 

which may be contained elsewhere in this Agreement. 

(e) 	 In order to provide a basis for ongoing discussion 

concerning the City's payroll practices, the parties will 

form a Labor Management Committee consisting of four (4 ) 

persons appointed respectively by the City and by the 
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Coalition. The City's members of the Committee will 

consist of representatives from the Department of 

Personnel, the Office of Budget and Management, the 

Comptroller and the Director of Labor Relations. The 

Coalition, as it shall determine, shall select four (4) 

representatives to serve as members of the Committee. The 

Committee will meet not less than quarterly, or more 

frequently as the need may arise, to review ongoing issues 

regarding payroll, compliance with this Section, or other 

issues of mutual concern which may arise during the life of 

the parties' Agreement. In addition, at the request of the 

Coalition, the City may include from time-to-time a 

representative of the Coalition at the Comptroller's weekly 

staff meetings with Department heads to review and address 

pending payroll inquiries from bargaining unit employees. 

ARTICLE 25 
DRUG TESTING 

Section 25.1 Policy Statement 

The City of Chicago's essential mission is to provide 

services to its citizens in a safe 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 productivi ty, 

all of which creates an undue burden on the persons which the 

City and the employees covered by this Agreement serve. 

Furthermore, the economic cost of providing health care services 
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to employees who abuse drugs and alcohol has put an increasing 

burden on the City's finances. 

The Employer and the Union maintain a strong commitment to 

protect people and property, and to provide a safe wOLking 

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 who utilize the Program's services. 

To maintain a workplace which provides a safe and health 

work environment for all employees, the following drug and 

alcohol program is also established. 

Section 25.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) Prohibited Items & Substances: all illegal drugs and 

controlled substances, alcoholic beverages, and drug 

paraphernalia in the possession of, or being used by, an 

employee on the job or the premises of the Employer. 

(c) Employer Premises: all property, facilities, land, 

buildings, structures, automobiles, trucks and other vehicles 

owned, leased or used by the Employer on job sites or work 

locations and over which the Employer has authority as employer. 

(d) Employee: all persons covered by this Agreement. 

(e) Accident: an event resulting in injury to a person 

requiring medical attention or causing significant damage to 

property to which an employee contributed as a direct or 

indirect cause. 
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(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 

ordinary sensibilities to conclude that the employee is under 

the influence of drugs and/or 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, or in any other 

scientifically reliable manner, for the purpose of identifying, 

measuring or quantifying the presence or absence of drugs, 

alcohol or any metabolite thereof. 

Section 25.3 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 shall not use, possess, dispense or 

receive prohibited items or substances on or 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. At the Employer's discretion, the 

employee may be placed on administrative leave with pay until 

test results are available. If the test results prove negative, 

143 
356590.1 



/
\~ . .... .. . 

the employee shall be reinstated. In other cases, the Employer 

will terminate all employees who: 

i) test positive for drug and/or alcohol use; 

ii) refuse to cooperate with testing procedures; 

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

alcohol while on duty and on the Employer's premises; 

iv) are found in possession of alcohol, drugs or drug 

paraphernalia, or are found selling or distributing drugs or 

drug paraphernalia, on the Employer's premises. 

(c) All adverse employment action taken against an 

employee under this program shall be subj ect to the grievance 

and arbitration procedures of this Agreement. 

Section 25.4 Drug and Alcohol Testing 

(a) The Employer may require drug and/or alcohol testing 

under the following conditions: 

(i) a test may be administered in the event that two 

supervisors have reasonable cause to believe that an employee 

has reported to work under the influence of or 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 may be required as part of a follow-up to 

counseling or rehabilitation for substance abuse for up to a one 

year period. 

(b) Employees to be tested will be required to sign a 

consent form and chain of custody form, assuring proper 

documentation and accuracy. If an employee refuses to sign a 
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consent form authorizing the test, he or she will be subject to 

termination. 

(c) Drug and alcohol testing will be conducted by an 

independent laboratory accredited by NIDA or any successor 

agency, and may consist of either blood or urine tests, or both. 

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 will conform to the 

procedures specified in NIDA guidelines for federal workplace 

drug testing programs, dated April 11, 1988 and as may be 

amended hereafter by the relevant agency of the Department of 

Health and Human Services. 

(e) Initial and confirmatory test results which meet or 

exceed the cutoff levels for drugs set forth in the NIDA 

guidelines (and as they may be amended) shall be regarded as 

"positive," and shall presumptively establish that the tested 

employee was under the influence of drugs. 

(f) Initial and confirmatory (or breathalyzer) test 

results which meet or exceed the level of blood alcohol 

established in the Illinois Motor Vehicle Act as legal 

intoxication shall presumptively establish that the tested 

employee was under the influence ot 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 
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prescribed by the Commissioner. The applicant or incumbent 

shall be notified of the test results in writing. The 

Commissioner will inform the applicable department head of any 

employee who tests positive for alcohol or drugs, who in turn 

will initiate disciplinary proceedings under Section 25.3 above. 

(i) All urine or blood samples shall be taken in 

sufficient quantity as to allow for retesting. Any portion not 

used in the test will be preserved by scientifically reliable 

means for one (1) year following the test. Any employee whose 

test result is positive may elect, at his or her expense, to be 

retested by the same or other laboratory satisfactory to the 

Commissioner of Personnel, provided that the Employer's testing 

laboratory shall arrange for transmitting said sample to the 

second laboratory. Positive results of said retesting shall be 

conclusive as to the presence of alcohol or drugs. The failure 

to take a sufficient sample, or to preserve such sample, to 

allow for retesting, shall not affect the removal from 

eligibility of an applicant or personnel action, including 

discharge, of any employee. 

(j) No laboratory report or test results shall appear in 

the incumbent's personnel file unless they are part of a 

personnel action under this program, but shall be placed in a 

special locked file maintained by the Commissioner of Personnel, 

except as such disclosure may be required by this policy, law or 

ordinance. 
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Section 25.5 Employee Assistance Program 

Employees are encouraged to seek help for a drug or alcohol 

problem before it deteriorates into a disciplinary matter and 

may participate if they wish in the voluntary Employee 

Assistance Program. 

ARTICLE 26 

INVESTIGATIONS AND PERSONNEL MATTERS 


Section 26.1 Polygraph 

No employees shall be required to take a polygraph. 

ARTICLE 27 

MANAGEMENT RIGHTS 


Section 27.1 Management Rights 

The Union recognizes that certain rights, powers, and 

responsibilities belong solely to and are exclusively vested in 

the Employer, except only as they may be subject to a specific 

and express obligation of this Agreement. Among these rights, 

powers, and responsibilities, but not wholly inclusive, are all 

matters concerning or related to the management of the 

Employer's operations and the administration thereof, and the 

direction of the working forces, including (but not limited to) 

the right to suspend, discipline, or discharge for just cause; 

to layoff by reason of lack of work, by reason 6f lack of funds 

or work, or abolition of a position, or material changes in 

duties or organization of the Employer's operations, or other 

economic reasons; to hire, classify, transfer and assign work, 

promote, demote, or recall; to make and enforce reasonable rules 
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and regulations, to maintain order and efficiency; to schedule 

the hours of work; to determine the services, processes, the 

extent of the Employer's operation, the types and quanti ties of 

machinery, equipment and materials to be used, the nature, 

extent, duration, character and method of operation, including 

(but not limited to) the right to contract out or subcontract; 

the right to determine the number of employees and how they 

shall be employed, and the quality and quantity of workmanship 

and work required to assure maximum efficiency of operations; to 

establish and enforce fair production standards; and to 

determine the size, number and location of its departments and 

facilities. All of the provisions of this Article are vested 

exclusively in the Employer, except as expressly abridged by a 

specific provision of this Agreement. 

ARTICLE 28 
JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE 

Section 28.1 

The City of Chicago and each Coalition Union (the 

"Parties") agree to create a Joint Apprenticeship and Training 

Program Initiative ("Initiative") in conjunction with certain 

third parties including, but without limitation, the Chicago 

Public Schools ("CPS"), the City Colleges of Chicago ("City 

Colleges") and External Contractors. The purpose of the 

Initiative is to increase the opportunities for participation of 

graduates of CPS and/or City Colleges in Union apprenticeship 
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and training programs and to provide expanded post­

apprenticeship and training employment opportunities for such 

graduates. In conjunction with the execution of each Coalition 

Union's collective bargaining agreement with the City of 

Chicago, the Parties shall enter into a supplemental memorandum 

of understanding regarding the structure, implementation, 

monitoring and enforcement of this Initiative. Said memorandum 

shall be attached to this Agreement as Appendix E. 

Section 28.2 

The Initiative shall generally include the following: 

a. A commitment by each Coalition Union to establish 

or otherwise expand available apprenticeship and training 

opportunities; a commitment by the Coalition to fill at 

least 100 apprenticeship slots across Coalition Unions with 

CPS students, graduates or former students with aGED 

and/or City College students and graduates by June 30 of 

each year of this Agreement. 

b. A commitment by the Coalition and the City to 

collaborate with the Chicago Public Schools, City Colleges 

of Chicago and External Contractors to prepare CPS and City 

Colleges students to enter Union apprenticeship and 

training programs. In particular, the Coalition and the 

City will. cooperate with the Chicago Public Schools, Ci t ,y 

Colleges of Chicago and External Contractors to publicize 
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available building and trades apprenticeship and training 

programs and subsequent careers; to consider establishing 

training programs as appropriate; and to expand. post-

apprenticeship and training employment opportunities. 

c. The Parties shall appoint a Chair and an Auditor 

to oversee this Initiative and ensure that the parties take 

appropriate steps to fulfill the commitments set forth in 

this Article and supplemental memorandum attached hereto. 

ARTICLE 29 
RATIFICATION AND TERMINATION 

The terms of this Agreement shall be subject to 

ratification 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 as of said date of 

ratification by the City Council and shall remain in full force 

and effect from said date to June 30, 2017, both inclusive. 

Thereafter, it shall automatically renew itself from year to 

year unless at least 60 days and not more than 120 days prior to 

the termination date or anniversary thereof, either party gives 

wri tten notice to the other l?y 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 
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shall, within a reasonable time thereafter, enter into 

negotiations concerning the request. 

This Agreement constitutes the entire contract between the 

Employer and the Union and settles all demands and issues with 

respect to all matter subject to collective bargaining. The 

Employer and the Union, therefore, voluntarily waive the right, 

and each agrees that the other shall not be obligated to bargain 

collectively with respect to any matter which is subject to 

collective bargaining whether or not such matter is specifically 

referred to here in, and even though such matter may not have 

been within the knowledge or contemplation of the parties at the 

time this Agreement was negotiated or signed. 

In the event the City of Chicago agrees to or authorizes 

additional vacation, holiday or other paid time off, or 

voluntary unpaid time off with any other bargaining unit 

(excluding police and/ or fire) during the term of this 

Agreement, such additional time off shall be granted to all 

employees covered by this Agreement. 

ARTICLE 30 
TERM OF AGREEMENT 

This Agreement shall be effective from the date upon which 

it is ratified by the City Council of the City of Chicago, but 

no earlier than July 1, 2007, and shall remain in effect through 

11:59 p.m. on June 30, 2017. 

Health Plan Reopener 
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Each party reserves the right to reopen this Agreement in 

order to further negotiate the Health Plan set forth in 

Article 12 for the following reasons: 

1. 	 Any change (s) in the applicable law (s), including 

but not limited to a universal, national or state 

health care program mandating significant changes 

in health insurance benefits that becomes law and 

is effective during the term of this Agreement; 

2. 	 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 

health care, as defined below: 

(a) 	 The parties charge the LMCC with the 

responsibility of approving Plan changes 

that will result in significant cost 

containment or savings, as measured by aft a 

projected increase of costs for any 

individual plan of no more than 8% in Fiscal 

Year 2009 and each fiscal year thereafter 

when compared to health care costs in Fiscal 

Year 2008 and each previous fiscal year 

thereafter, respectively. 
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(b) 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. 

(c) 	 Should the plan changes approved by the LMCC 

fail to achieve cost containment or savings 

as stated in subsections (a) and (b) above 

by the end of 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 12; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC. 

provided, however, each party reserves the right to reopen this 

Agreement in order to negotiate the Health Plan set forth in 

Article 12 no later than June 30, 2011 and June 30, 2015, or in 
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the event the City of Chicago is awarded the 2016 Olympic Games, 

June 30, 2014. 

If anyone of the foregoing events or conditions occurs, 

either party to this Agreement has thirty (30) days to notify 

the other party of its intent to reopen this Agreement in order 

to negotiate the Health Plan set forth in Article 12. Should 

either party elect to reopen negotiations pursuant to this 

provision, it shall submit written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to 

reach agreement on the Article. If the parties fail to reach 

agreement at the conclusion of that ninety (90) day period, each 

party reserves the right to reopen the entire Agreement. ;' 

( 

Non-Prevailing Wage Rate Reopener 

Four-Year: This Agreement may be reopened to further 

negotiate the non-prevailing wage rates governing the second 

five-year term (07/01/2012 to 06/30/2017) under Article 24, 

Section 5, in the event that (a) the City notifies the Coalition 

that it has not reached a successor agreement to a then current 

four-year agreement expiring on June 30, 2011 regarding an 

across-the-board percentage increase for other unionized 

employees in non-prevailing wage rate classifications defined in 

the "Me Too Clause" by March 31, 2012; or (b) the Coalition 

notifies the City of its intent to terminate the "Me Too Clause" 

by March 31, 2012. 
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Five-Year: This Agreement may be reopened to further 

negotiate the non-prevailing wage rates governing the second 

five-year term (07/01/2012 to 06/30/2017) under Article 24, 

Section 5, in the event that (a) the City notifies the Coalition 

that it has not reached a successor agreement to a then current 

five-year agreement expiring on June 30, 2012 regarding an 

across-the-board percentage increase for other unionized 

employees in non-prevailing wage rate classifications defined in 

the "Me Too Clause" by October 31, 2012; or (b) the Coalition 

notifies the City of its intent to terminate the "Me Too Clause" 

by October 31, 2012. 

If anyone of the foregoing events occurs, either party to 

this Agreement has thirty (30) days to notify the other party of 

its intent to reopen this Agreement in order to negotiate the 

non-prevailing wage rates governing the second five-year term 

(07/01/2012 to 06/30/2017) set forth in Article 24, Section 5. 

Should either party elect to reopen negotiations pursuant to 

this provision, it shall submit written notice to the other 

party and the Ci ty shall not be obli.gated to make the wage 

adjustments set forth in Article 24, Section 5. Thereafter, the 

parties have ninety (90) days within which to reach agreement on 

the Article. If the parties fail to reach agreement at the 

conclusion of that ninety (90) day period, each party reserves 

the right to reopen the entire Agreement. 
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.) 

other Reopener 

In the event of an emergency, cataclysmic event or other 

similar exigency affecting the City's financial condition, each 

party reserves the right to reopen the entire Agreement. 

IN WITNESS WHEREOF, each of the parties hereto, by its duly 

authorized representatives(s), has executed this document as of 

the day of _____________ , 2007. 

LABORERS LOCAL 76 

~~. 
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LABOR NEGOTIATIONS BETWEEN 

THE CITY OF CHICAGO AND COUPE 


SIDE LETTER 


JOINT APPRENTICESHIP AND TRAINING PROGRAM INITIATIVE: 

LMCC REFERRAL 


Agree to the following in a Side Letter to this Agreement: 

The parties recognize that the success of the Joint 

Apprenticeship and Training Program Initiative depends on the 

identification and creation of opportunities to increase the use 

of apprentices in area construction projects. The Parties agree 

to direct the Labor Management Cooperation Committee established 

under Article 12 to explore and recommend the consideration of 

such opportunities to the City and other governmental entities 

within the City of Chicago in connection with the Joint 

Apprenticeship and Training Program Initiative, including, but 

not limited to: 

a. A multi-project labor agreement. 

b. A standard provision in Construction Contracts that 

(i) contractors and sub-contractors of whatsoever tier shall 

utilize the maximum number of apprentices on the project as 

permitted under the terms and conditions of their respective 

collective bargaining agreement(s); and (ii) all contractor and 

sub-contractors performing construction work on the project 

shall participate in an apprenticeship program registered with 
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the U. S. Department of Labor's Bureau of Apprenticeship and 

Training. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE CITY OF CHICAGO AND COUPE 


SIDE LETTER 


HEALTH CARE PLAN: 

LMCC REFERRAL 


Agree to the following in a Side Letter to this Agreement: 

The City and Coalition agree to direct the LMCC to evaluate 

and initiate changes to the current Health Care Plan (the 

"Plan") effective January 1, 2008 in areas that will facilitate 

the shift to a preventive health care model and will result in 

design improvements, cost containment or savings, including but 

not limited to the following areas: 

• Expanded Disease Management Program 

• HRA and Bio-metric Screening 

• Health Fairs 

• Weight Management Program 

• Imaging Review Service 

• Lifetime Maximum 

• Subscriber Share for Hospital Bills and Co-insurance 

• Exclusion for Self-Inflicted Injuries. 
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• Comprehensive Communication and Outreach Strategies. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 

THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

SEASONAL EMPLOYMENT - "EQUAL DIGNITY" 

Agree to the following in a Side Letter to this Agreement: 

Effective upon ratification, in the event the Employer imposes a 

uniform disciplinary suspension on all members of a crew 

(including both career service and seasonal employees) for a 

disciplinary infraction(s) committed by that crew, and the 

Employer subsequently reduces the suspension imposed on the 

career service members of the crew to a lower, uniform level of 

discipline, and where the seasonal employee member (s) of the 

crew is not more culpable than the career service employees 

whose discipline was reduced, considering any prior relevant 

discipline, then the Employer shall reduce the discipline 

imposed on the seasonal employee(s) to the same amount as 

imposed on the career service employee crew members. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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LABOR NEGOTIATIONS BETWEEN 
THE CITY OF CHICAGO AND COUPE 

SIDE LETTER 

FOUR 10-HOUR DAY WORKWEEK 

Agree to the following in a side letter to this Agreement: 

Since the Arbitrator issued his Opinion and Award dated 

June 21, 2007 in the Matter of Arbitration between the City of 

Chicago and Laborers Local 100l/Teamsters Local 726 ("Award"), 

the City and affected Coalition Unions have explored various 

approaches to resolving their dispute over the scope of the 

Award and the application of Section 3 (a) of the Memorandum of 

Understanding dated July 18, 2005 entered into between the City 

and Coalition ("Section 3(a)"). In addition to amending Section 
I 

V 

3 (a) to reflect the Unions' preferred approach to the four 10­

hour workweek, the parties, in return, have discussed an 

agreement by the Unions to waive some or all of the monetary 

make whole remedies directed by the Arbitrator in his Award. 

Although the City is willing to amend Section 3(a) as requested 

by the Unions in order to conclude negotiations at the Coalition 

level, such willingness is contingent on the expectation that 

the affected Unions will reach agreement with the City to waive 

some or all of the monetary make whole remedies. Until such an 

agreement is reached, the affected Unions agree that the City 

shall not be obligated to implement the monetary make whole 

remedies in the Award. In addition, if such an agreement is not 
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reached by December 1, 2007, the parties shall submit the issues 

of the Unions' proposed amendment to Section 3(a) to reflect the 

Unions' preferred approach to the four 10-hour workweek and the 

City's proposed relief from the monetary make whole remedy to an 

arbitrator for resolution. 

FOR COUPE: FOR THE CITY OF CHICAGO: 
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AGREEMENT AND DECLARATION OF TRUST 

THIS AGREEMENT AND DECLARATION OF TRUST is made this __ 
day of , 2008 at Chicago, Cook County, Illinois between the · City · of 
Chicago (sometimes referred to as either the "City" or "Employer") and Participating 
Labor Unions (sometimes referred to as "Unions" or "COUPE"), and the undersigned 
Trustees (as defined below). 

WHEREAS, the City of Chicago must confront many unique challenges because, 
among other reasons, of the diverse, complicated and sometimes hazardous nature of the 
public work, the training required, the pressure of competition from non-governmental 
employers who may not have similar budgeting constraints and the impact of City 
employment for the health, safety and well-being of its Employees and the public at 
large; and 

WHEREAS, the Unions and the City agree that skyrocketing health insurance 
costs are foremost among these challenges and require the aggressive pursuit of measures 
designed to control employee health insurance costs while maintaining high quality and 
multiple-optioned employee health insurance coverage~ and 

WHEREAS, addressing the health care challenge is of mutual concern to the 
Unions and the City but is not always susceptible to effective resolution through the 
collective bargaining process; and 

WHEREAS, the Unions and the City recognize the desirability and necessity of 
working together to increase overall health insurance plan savings through the 

. investigation and implementation of a value-based health insurance model; and 

WHEREAS, the Unions and the City acknowledge that labor management 
cooperation committees have been used to significant success in the private sector and 
especially in the context of health insurance; and 

WHEREAS, the Unions and the City desire and agree to establish a joint labor­
management cooperation trust for such purposes (the Trust, as subsequently defined); and 

WHEREAS, the Unions and the City desire .that such Trust be designated as an 
organization exempt from federal income taxation under Section 501 (c)(3) of the Internal 
Revenue Code of 1986, as it may be amended from time to time (the "Code") and as 
other than a private foundation under Section 509 of the Code to the extent so qualified. 

NOW, THEREFORE, in consideration of the foregoing representations as well as 
the mutual promises and obligations herein, it is mutually understood and agreed as 
follows. . . 
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ARTICLE I - DEFINITIONS 

The following terms shall have the meaning set forth below unless the context 
requires otherwise: 

CITY shall mean the City of Chicago. 

COALITION OF UNIONIZED PUBLIC EMPLOYEES or COUPE shall mean the 
Participating Labor Unions or Unions as defined below. 

EMPLOYEE shall mean an employee of the City of Chicago who is also a member of a 
Participating Labor Union. 

EMPLOYER shall mean the City or City of Chicago. 

EMPLOYER CONTRIBUTIONS shall mean the payment or payments made or 
required to be made to the Trust and made part of the Trust Fund by the City of Chicago 
pursuant to the terms of the collective bargaining agreement by and between a 
Participating Labor Union and the City of Chicago. 

PARTICIPATING LABOR UNION(S) shall mean those Unions which are parties to a 
collective bargaining agreement with the City of Chicago requiring contributions to the 
Trust and which are signatories to this Trust Agreement and listed on Exhibit A of this 
Trust Agreement, as may be amended from time to time. 

TRUST shall be the Chicago Labor-Management Trust created by this Agreement and 
Declaration of Trust. 

TRUST AGREEMENT shall mean this Agreement and Declaration of Trust made this 
day of , 2008, and including any amendments hereto and all 

modifications hereof. 

TRUSTEES shall mean the undersigned original Trustees of this Trust Agreement and 
Declaration of Trust and their respective successors named and appointed as hereinafter 
provided~ 

TRUST FUND or FUND shall mean the Trust estate and its assets which will include all 
City of Chicago contributions, cash, investments, income therefrom, and any and all other 
property whatsoever received, held and administered by the Trustees for the uses, 
purposes and trusts set forth herein. 

UNION(S) shall mean a Participating Labor Union or Unions which are or may become 
signatories to this Trust Agreement. 

2 
374527.1 FINAL 



ARTICLE II - CREATION OF TRUST FUND 

1. 	 There is hereby established by the City and Unions a Trust and Trust Fund known 
as the Chicago Labor-Management Trust. Contributions to the Trust shall be 
received, held and administered in accordance with the terms and provisions 
hereof for the purposes and objectives set forth in Article III hereof and for all 
purposes incidental, complementary and· supplemental thereto as determined by 
the Trustees provided all such purposes are consistent with Section 501(c)(3) of 
the Code. 

2. 	 Contributions to the Trust shall be paid to the Trustees or such depository as the 
Trustees shall designate only by check or other written order made payable to the 
Chicago Labor-Management Trust. In the event the Trust is expanded to include 
additional employees, the Trust shall make a recommendation with respect to the 
amount of contributions to be made by the City. In addition, the Trust shall also 
aggressively pursue funding in the form of grants and loans from a variety of 
sources including, but not limited to, Labor Organizations, The Department of 
Commerce and Economic Opportunity (DCEO), and The Federal Mediation and 
Conciliation Service. 

3. 	 The fiscal year of the Trust shall be from July first through June thirtieth. 

4. 	 The parties recognize and acknowledge that the regular and prompt payment by 
the City to the Trust is necessary to the administration of the Trust Fund. 

5. 	 The City of Chicago shall make prompt contributions to the Trust in such amount, 
and under such terms as provided for above and as may later be agreed in writing 
by the City and the Participating Labor Unions, provided that such contributions 
shall be subject to acceptance by the Trustees and shall be deposited by the 
Trustees in a bank designated by the Trustees. The City of Chicago agrees that 
the obligation to make payments to the Trust shall not be subject to set-off or 
counter claims which the City may have for any liability of any Participating 
Labor Union or other labor organization. 

6. 	 The Trustees shall establish a periodic date on which such contributions and any 
required documentation regarding the contributions must be made to the Trust. A 
delinquency shall be defined as the failure of a contribution and any required 
documentation to be received at the proper address by the Due Date, not including 
Saturdays, Sundays or recognized holidays. The Trustees shall immediately 
notify the City of its delinquency or discrepancy in a report or contribution 

7. 	 The Trustees may in their complete discretion without resort to any procedures or 
hearings bring suit to collect delinquent contributions owing to said Trust. 
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ARTICLE III - PURPOSES OF TRUST 


1. 	 General. This Trust is organized and hereafter will be operated exclusively for 
charitable, educational and scientific purposes within the meaning of Section 
501(c)(3) of the Code, including activities for the benefit of, to perform the 
functions of, to carry out the purposes of, and to lessen the burdens of the City of 
Chicago in facilitating its relationship with Employees and Participating Labor 
Unions in performance of a public purpose. In furtherance thereof, the Trust shall 
focus on reviewing, researching and making . recommendations to the City 
regarding the quality of, cost effectiveness of, cost containment of, and savings 
obtained by the City health care plan provided to the Employees of Participating 
Labor Unions, including the reduction and attempted elimination of medical 
resource inefficiencies through analysis of various subjects such as: 

a. 	 the medical plan, including premium contributions, the number and type 
of plans offered, and the structure of those plans; 

h. 	 negotIations with health plan vendors selected by the City for the purposes 
of improving cost efficiencies and quality; 

c. 	 quality initiatives and the collection of City medical plan related 
information and data; 

d. 	 enhancing Well ness and Disease Management Programs; 

e. 	 assessing categories of care for focus; 

f. 	 developing protocols and standards for the City medical plan and taking 
all necessary steps to assure compliance with those protocols; 

g. 	 creating Health Improvement Plan programs; 

h. 	 disseminating quality and safety information to Employees and their 
beneficiaries; 

1. 	 developing and providing incentives for accountability and the provision 
of high quality, efficient health care services and to reduce or eliminate 
variations in health care services provided that are not justified by specific 
diagnosis or the acuity of health care; 

J. 	 developing communications programs, training and materials to educate 
employees regarding available plans and benefits; 

k. 	 undertaking market analyses of health care issues; 

1. 	 developing education programs for medical providers, participants and 
beneficiaries; and 
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m. 	 identifying additional initiatives, goals and objectives consistent with 
enhancing the quality and cost effectiveness of the health care coverage 
provided to Employees of Participating Labor Unions. 

2. 	 Enhancement of CitylEmployee Relationship. In addition and consistent with 
Section 501(c)(3) of the Code, the Trust shall also focus on reviewing, 
researching and making recommendations to the City regarding the enhancement 
of CitylEmployee relationships through analysis of various topics including the 
following: 

a. 	 improving communication between representatives of labor and 
management with respect to subjects ofmutual interest and concern; 

b. 	 providing labor and management with opportunities to study and explore 
new and innovative joint approaches to achieving organizational 
effectiveness; 

c. 	 assisting labor and management in solving problems of mutual concern 
not susc~ptible to resolution within the collective bargaining process; 

d. 	 studying and exploring ways of eliminating potential problems which 
reduce competitiveness and inhibit economic development in the City of 
Chicago; 

e. 	 enhancing the involvement of employees in making decisions that affect 
their working lives; 

f. 	 expanding and improving labor-management relationships; 

g. 	 reviewing, researching and making recommendations to the City and 
Participating Labor Unions regarding the Joint Apprenticeship and 
Training Program Initiative, including the identification and creation of 
opportunities to increase the use of apprentices in area construction 
projects; and 

h. 	 reviewing, researching and making recommendations to the City and 
Participating Labor Unions regarding the maintenance and improvement 
of the financial health of employee pension funds. 

3. 	 The parties agree that both the City and the Participating Labor Unions will 
cooperate and collaborate with the Trust to the extent permitted by law in order to 
provide the Trust with information necessary to accomplish its goals. 

4. 	 As an organization exempt from taxation under Section 501(c)(3) of the Code, no 
part of the net earnings of the Trust shall inure to the benefit of, or be distributable 
to, its members, Trustees, Officers or other private persons, except that the Trust 
shall be authorized and empowered to pay reasonable compensation for services 
rendered and to make payments and distributions in furtherance of the purposes 
set forth in this Article III. No substantial part of the activities of the Trust shall 
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be the carrying on of propaganda, or otherwise attempting to influence legislation, 
and the Trust shall not participate in, or intervene (including the publishing or 
distribution of statements) in any political campaign on behalf of any candidate 
for public office. Notwithstanding any other provision of this Trust Agreement, 
the Trust shall not carry on any other activities not pennitted to be carried on (a) 
by an organization exempt from federal income tax under Section 501 (c)(3) of the 
Code, or (b) by any organization contributions to which are deductible under 
Section 170(c )(2) of the Code. 

ARTICLE IV - TRUSTEES 

1. 	 There shall be up to thirty (30) Trustees, with half of the Trustees appointed by 
the City of Chicago and half of the Trustees appointed by the Co-Chairs of the 
COUPE. Except for the Co-Chairs and the Co-Vice-Chairs who hold office by 
virtue of their position, and the Executive Director(s) who hold office at the 
pleasure of the Co-Chairs,each Trustee shall hold office for a three (3) year term 
or until his death, resignation or removal by the party which appointed the 
Trustee. Upon . their appointment, Trustees shall execute the acknowledgement 
form listed on Exhibit B, agreeing to be bound by the terms of this Trust 
Agreement. 

2. 	 The person who serves as the Mayor of the City of Chicago shall appoint a Co­
Chair and Co-Vice Chair of the Trust and the Co-Chairs of the COUPE shall 
appoint a Co-Chair and Co-Vice Chair of the Trust. The Trustees shall elect a 
Secretaryrrreasurer and such other officers as they deem necessary or expedient 
from among their number. 

3. 	 The Co-Chairs of the TrUst may each appoint an Executive Director or may agree 
upon a single Executive Director. The Executive Director(s) selected shall 
possess demonstrable knowledge and experience regarding health care and health 
care administration issues. The Executive Director(s) shall be jointly responsible 
for coordinating and overseeing all efforts undertaken by the Trust. The 
respective Executive Director(s) shall be responsible for providing regular reports 
to the City and the Participating Labor Unions on the status and progress of Trust 
efforts. An Executive Director may be removed by the respective appointing 
authority or, in the case of a single Executive Director, in accordance with the 
voting requirements of Article V, Section 2 herein. 

4. 	 The resignation of any Trustee shall be in writing. It shall specify the .date said 
resignation is to become effective and it shall be presented to the Co-Chairs who 
will then immediately notify the other Trustees of such resignation. 

5. 	 The Trustees shall meet at least quarterly. A majority of the Trustees, with at 
least a majority of those appointed by the City and a majority of those appointed 
by the Participating Labor Unions, shall constitute a quorum at meetings held by 
the Trustees to transact the business of the Trust. 

6. 	 Each Trustee shall have one (1) vote on all matters. Any action by the Trustees 
pursuant to this Trust Agreement, except as otherwise noted herein, shall be by a 
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majority vote of those Trustees present and voting at any duly called meeting of 
the Trustees at which a quorum is present. Trustees may participate in meetings 
and vote on all matters by telephone. Trustees may not delegate fiduciary duties 
or vote by proxy. These limitations shall not apply to subcommittee 
appointments. 

7. 	 The Trustees are empowered to adopt by-laws and promulgate such rules and 
regulations as they, in their discretion, may deem necessary or advisable, which 
by-laws, rules and regulations may not be in any manner inconsistent with this 
Trust Agreement, or any collective bargaining agreements between the . City and 
Participating Labor Unions. 

8. 	 The Co-Chairs shall have the power and authority, upon mutual agreement, to 
create advisory subcommittees composed of equal numbers of City and 
Participating Labor Union representatives for research and investigatory purposes 
and to hire consultants for use in the pursuit of its efforts. 

9. 	 In furtherance of the Joint Apprenticeship and Training Program Initiative as set 
forth in the 2007-2017 Collective Bargaining Agreements between the City and 
the Participating Labor Unions, a Joint Apprenticeship and Training Program 
Initiative Committee is hereby created. The Committee shall be an advisory 
subcommittee of the Trust, and shall be responsible for researching and 
investigating joint apprenticeship and training initiatives to enhance opportunities 
for Chicago Public Schools and City Colleges of Chicago students in the City's 
building and trades workforce. The Co-Chairs of the Trust shall appoint up to 
seven (7) members to the Committee. One member shall be designated as Chair 
of the Committee, and one member shall be designated as an auditor of the 
Committee. The Committee shall meet at least quarterly. 

10. · Either Co-Chair or any eight (8) Trustees may call a meeting of the Trustees at 
any given time by giving at least five (5) business days prior written notice of the 
time and place of such meeting to Trustees. Meetings of the Trustees shall be 
held at the time and place designated in the written notice of the meeting. Actions 
of Trustees may be taken, without a meeting, upon the unanimous written consent 
of the Trustees. 

11. 	 The parties recognize the desirability of including additional bargaining units of 
City employees in the Trust, as well as the desirability of including additional 
local governmental agencies and their respective bargaining unit employees, in 
order to permit health insurance savings on a larger scale. To that end, the parties 
agree to combine efforts over the long term to encourage governmental agencies 
including, but in no way limited to, the Chicago Public Schools and the Chicago 
Park District and other Chicago local government agencies, as well as their 
respective bargaining units, to participate in the Trust. Should the parties obtain a 
commitment of participation from other City or local government agencies and 
their respective bargaining units, the parties shall meet and discuss appropriate 
guidelines and procedures for their inclusion into the Trust, including any 
amendments if deemed necessary. 
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ARTICLE V - AUTHORITY AND DUTY OF TRUSTEES 


1. 	 The Trustees shall have such powers as may be necessary to discharge their 
responsibilities in managing and controlling the general operation and 
administration of the Trust. The Trustees shall have authority to execute various 
acts in furtherance of the purposes of the Trust, including, but not limited to, the 
following: 

a. 	 To make all contracts as they may deem expedient and necessary in the 
conduct of the business of the Trust and to carry out the purposes thereof; 

b. 	 To provide for the payment of expenses incurred in connection with the 
business of the Trust; 

c. 	 To determine the priorities and timetables for carrying out the purposes of 
the Trust; 

d. 	 To develop and implement such programs, plans, services, goods and 
materials as the Trustees deem necessary for carrying out the purposes of 
the Trust; 

e. 	 To demand, collect and receive City contributions and to apply for grants 
and solicit contributions for purposes of the Trust and to hold such monies 
as part of the Trust Fund, or disburse them for the purposes herein 
specified; 

f. 	 To accept donations, grant monies and other contributions or gifts and 
hold or disburse them in support of Trust purposes and consistent with the 
tenus of any grant, gift, donation or contribution; 

g. 	 To designate who shall have the authority to sign all checks and execute 
all documents necessary to carry out the purposes of the Trust; 

h. 	 To deposit any monies received by the Trust in such bank or banks as the 
Trustees may select to hold the Trust Fund assets. The Trustees may hold 
and invest and re-invest monies of the Trust Fund as said Trustees, or any 
investment advisor selected by the Trustees, directs, including but not 
limited to investments in obligations of the United States, any state or 
municipality thereof, stocks, bonds, mutual or common funds, secured real 
estate loans and other investments and may authorize a bank, trust 
company, insurance company or investment manager to hold monies on 
behalf of the Trust in any separate or commingled account or pools, 
invested in accordance with any directive or investment policy of the 
Trustees; 

1. 	 To hold uninvested money, without liability for interest thereon, in such 
sums as the Trustees deem appropriate _for meeting the operational needs 
of the Trust; 
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J. 	 To payout of the Trust Fund any taxes of any kind as may be lawfully 
assessed or imposed upon activities or property of the Trust; and 

k. 	 To do all acts, whether or not expressly authorized herein, which the 
Trustees may deem necessary and proper in connection with the Trust, 
although the power to do such acts is not specifically set forth herein. 

2. 	 The Trustees shall have authority to execute the following acts in furtherance of 
the purposes of the Trust upon a vote of two-thirds (2/3) of the Trustees with at 
least a majority of the Trustees appointed by the City voting for the measure and a 
majority of the Trustees appointed by the Co-Chairs of the COUPE voting for the 
measure: 

a. 	 To appoint and remove officers of the Trust (other than the Co-Chairs and 
Co-Vice Chairs) as deemed necessary or expedient in the conduct of the 
business of the Trust; . 

b. 	 To remove the Executive Director of the Trust in circumstances where a 
single Executive Director has been jointly appointed by the Co-Chairs; 

c. 	 To employ, hire, pay and make contracts with employees, attorneys, 
accountants, or other professionals or agents deemed necessary by the 
Trustees to carry out the purposes of the Trust; 

d. 	 To delegate to employees, agents, professionals or service providers such 
powers and duties as the Trustees deem necessary or appropriate; 

e. 	 To initiate legal proceedings and settle, arbitrate or release claims; 

f. 	 To adopt an annual budget; and 

g. 	 To enter into contracts or make commitments that are in excess of$10,000 
and . not included in the annual budget, as deemed necessary by the 
Trustees to carry out the purposes of the Trust. 

3. 	 The parties agree that the Trustees shall have the power to make 
recommendations to the City and the Participating Labor Unions regarding 
changes, improvements, or enhancements to the City medical plan, administration 
of the City health insurance plan, and negotiations with health insurance vendors 
upon a majority vote by the Trustees. 

a. 	 The Co-Chairs shall convey the Trustees' recommendations to the 
designated City representative in writing within fourteen (14) days of the 
adoption of the recommendation. 

b. 	 The designated City representative shall consider the written 
recommendation and make a determination regarding whether to 
implement that recommendation within thirty (30) days after receiving it. 

9 
374527. 1 FINAL 



The designated City representative shall notify the Trustees' of such 
determination in writing as soon as possible thereafter. 

c. 	 If the designated City representative elects not to adopt the Trustees' 
recommendation, he shall then meet with the Trust during its next regular 
meeting, or on another mutually acceptable date, to discuss the 
recommendation and the rationale for rejecting the recommendation. 

d. 	 If the designated City representative elects to implement the Trustee's 
reconimendation, he shall so notify the designated representative of the 
Participating Labor Unions of the decision in writing within five (5) days 
of the decision. 

e. 	 The City and the Participating Labor Unions shall designate a 
representative for purposes of this section at least annually. 

4. 	 Notwithstanding ,any other provision to the contrary, the parties agree that the 
Trustees shall have the power to amend, change, improve, or enhance the City 

. medical plan provided that: 

a. 	 such amendments, changes, improvements, or enhancements are approved 
by a two-thirds (2/3) vote of the Trustees with at least a majority of the 
Trustees appointed by the City voting for the measure and a majority of 
the Trustees appointed by the Co-Chairs of the COUPE voting for the 
measure; and 

b. 	 such amendments, changes, improvements, or enhancements will result in 
significant cost containment or savings, as measured by a projected 
increase of costs for any individual plan of no more than 8% in Fiscal 
Year 2009 and each fiscal year thereafter when compared to health care 
costs in Fiscal Year 2008 and in each previous fiscal year thereafter, 
respectively. 

c. 	 As set forth in the Term of Agreement of the 2007-2017 Collective 
Bargaining Agreements between the City and the Unions, should the Plan 
changes' approved by the Trustees fail to result in such cost containment or 
savings as stated in subsection (b) above, the Trustees 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 (b) above. 

5. 	 The Trustees shall designate in writing the Trustees, agents or Trust employees 
authorized to sign checks or otherwise withdraw or transfer monies or assets from 
the Trust Fund. Each such check, withdrawal or transfer must be endorsed by two 
(2) Trustees, agents or Trust employees. Each Trustee, employee or agent of the 
Trust who is engaged in handling assets of the Trust Fund shall be required to 
give bond for the faithful performance of his or her duties hereunder in such 
amount as the Trustees shall determine to be appropriate and necessary, and the 
ex~nse of such bond shall be born by the Trust. 
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6. 	 No Trustee hereof shall be liable for any loss, liability, expense, charge or 
damages related to an act of omission or commission by any other Trustee or 
Trustees, whether predecessor, current or successor Trustees; or of any agent, 
employee, attorney, auditor, accountant, or administrator selected by the Trustees, 
nor shall any Trustee be individually or personally liable for any loss, liability, 
expense, charge or damages payable by the Trust, or for his own acts or failure to 
act, unless said acts or failure to act shall have been done in bad faith or through 
gross negligence or willful misconduct. In the event any Trustee hereunder shall 
become personally liable for any loss, liability, expense, charge or damages 
arising out of any civil action brought against him by virtue of any action of the 
Trust or Trustees hereunder, he shall be held harmless by, and reimbursed out of 
the Trust Fund for all costs, expenses and lor the amount of any judgment 
rendered against him, provided the Trustee has not acted or failed to act in bad 
faith or in ainariner'which is grossly negligent or involves willful misconduct. 

Trustees shall not be liable for acting upon any papers, documents, data or 
information reasonably believed by them to be genuine and accurate and made, 
executed and delivered by proper parties; nor shall they be liable for any action 
concerning which they relied upon the opinion of legal, accounting, or other 
professional counsel. 

7. 	 Trustees shall select and maintain a principal office for the purpose of 
administering the Trust, keeping records, and receiving all correspondence and 
communications and notices of the Trustees and the Trust. 

8. 	 The Trustees shall designate the SecretarylTreasurer to keep accurate and true 
books of accounts and records of all their transactions, which shall be audited 
annually by a certified public accountant, the costs of which will be borne by the 
Trust. A duly 'signed and certified copy thereof shall , be available for the 
inspection of representatives of the City of Chicago and Participating Labor 
Unions. 

ARTICLE VI - DURATION 

The City and the Unions hereby affirm and commit to the utilization of the Trust for the 
purpose of achieving specific and quantifiable health insurance savings over the course of 
the term of this Agreement. As of the effective date of this Trust Agreement, it is the 
intent of the City and the Unions to rely upon the Trust to make recommendations related 
to the achievement of cost savings for a term of ten years, subject to qualifications 
described herein. This Agreement is subject to the provisions set forth in the Term of 
Agreement of the 2007-2017 Collective Bargaining Agreements between the City and the 
Unions. 
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ARTICLE VII - AMENDMENTS 


This Trust may be amended in writing at anytime by affirmative vote of two-thirds (2/3) 
of the Trustees with at least a majority of the Trustees appointed by the City voting for 
the measure and a majority of the Trustees appointed by the Co-Chairs of the COUPE 
voting for the measure. 

ARTICLE VIII - MISCELLANEOUS PROVISIONS 

1. 	 The Trust may be terminated at any time by a two-thirds vote of the Trustees in 
accordance with the voting requirements of Article IV; provided that such action 
shall be confirmed by a duly executed written instrument; and provided further 
than no termination by the Trustees shall be effective until written notice is 
delivered to the City of Chicago, each Participating Labor Union and each 
Trustee. 

2. 	 The Trust Agreement and Trust shall automatically be deemed terminated if the 
Trust Fund has no cash, assets, investments, income or other assets or property. 

3. 	 In the event of termination of the Trust, the Trustees shall first apply any assets of 
the Trust Fund to payor provide for the payment of any and all proper obligations 
of the Trust, and then shall convey any remaining assets of the Trust Fund to the 
City to be used for a charitable purpose within the meaning of Section 501(c)(3) 
of the Code. The Trustees are empowered to take any and all actions necessary or 
appropriate to effectuate the termination and final distribution of the Trust Fund 
and conclude the Trust's affairs. The Trustees shall continue to serve as such 
until the Trust's affairs are concluded. 

4. 	 Any and all questions pertaining to this agreement and its amendments shall be 
determined in accordance with the applicable laws of the State of Illinois and the 
laws of the United States. Notwithstanding the foregoing, the provisions of the 
Illinois Trusts and Trustees Act shall apply to this Trust only to the extent they are 
not inconsistent herewith. 

If, for any reason whatsoever, any provision of this Agreement shall be, or is 
hereafter determined to be, in any way illegal, it shall not nullify the remaining 
provisions and terms of this Trust Agreement and the Trust shall be amended to 
adopt new provisions to remove any illegal provisions. 

5. 	 All decisions of the Trustees made within the scope of their authority shall be 
final and binding upon all persons. 

6. 	 Robert Rules of Order (revised) shall apply. 

7. 	 Whenever any words are used in this Trust Agreement in the masculine gender, 
they shall be construed as though they Were also used in the feminine or neuter 
gender in all situations applicable, and whenever used in the singUlar form they 
shall be so construed as though they were also in the plural form in all situations 
where applicable, and vice versa. 
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IN WITNESS WHEREOF, the undersigned City of Chicago and the 
Participating Labor Unions, as amended from time to time, have created this Trust and 
agree to be bound by the tenns of this Trust as of the effective date of each collective 
bargaining agreement between the City of Chicago and a Participating Labor Union. 

CITY OF CHICAGO 

'. ' '. ' ; ' . ~Gt-{By: ., ... , ... .. . . . . ' 
. 

" April 15, 2008 
Date 
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EXHIBIT C 

Sala~y Schedule ---_ .._.._--------_.._--_.-_._--­
LABO:RERS LOCAL 1092 

SCHEDVLi V M.arch 1, 2007 

BA8B SALARY PLAN t~D:rA'l'I RAfts I.Oll:l£IIt'l'Y !!Ans 

.~.~. YliQ. U'ftR. 1 .UAR ~1Y1ll1 D'1ZIll. uu IPTD 1 YIWl AI'l'ER . 1. 'aAl! 
IlmWICI -lIAR imR. l .TlI.~ · ltT~H" .A't'l'lCllli J.TJ#r . , I"':~~ .T'II\;"" 

IUITI JUln la~ ·_· ~:ua1I LCIImVlTI!' JUlTII ~~,.. LCmII'm"l. R,\'lII..~~ .$jj(B u'li6:"YRi ~~ ~~ , 20 YR. ,, '~;m 05JlUj
a..ru;s 7nn IID'I' llU'I' /lU'l' ~u e:m.,.DmOUS . ~B · COlmllll<PB ~. 
0iWl1 6_ II KiIlmIB 12 KQII'IB8 12 HCBiU 8.1II:V1a! iIDv:tcB ~ ...~~ ~:B mv'Ia ~~.---_.­

ANNUA!. :l2, ;iI1:l 2~,268 Z4,'394 25,5n 26,7U 28,296 29,652 31,OH i2,520 34.0)l:l 35,676 37.369 
MON'I'IILY 1.851 1,939 2.032 2,1.29 2; 229 2,358 2;.71 2,5e? 2"'10 2,841 2,5173 3,114 

~ ANNUAl. 24.384 25,548 26,748 29,020 29.364 31,044 32,520 34,on 35,676 37,368 39,144 41,040 
MONTIII.Y 2,032 2,129 2,229 2,335 2,447 2,587 2,710 2·,en 2,973 3,11'1 3,262 3,420 

1 ANNUAl. 25,548 26,146 28,020 29,36' 30,732 32,520 34,092 3s,676 37,.68 39,144 41.040 42.949 
MON'I'IILY 2,129 2.229 ~,335 3;447 2,561 3,710 2,8U 2,973 3,114 3,262 3,420 3,57)1 

lINNtl<\u 26,74$ 28,030 29,364 30,7~2 32,U6 3.,092 35, .676 37,H8 39,144 41,040 43,948 45,035 
MOl'1l"IIuY 2,229 2,335 2,441 2,561 2,n·3 2,941 2,973 3,114 3,262 3,420 3,579 3,753 

ANNUAl. 29,364 30,132 32,196 33,756 35,3..0 31,3GB 39,144 41,O{O .2,948 45,036 47 .160 49,344 
MONTH!.Y 2,H7 2,561 2,683 2,81.3 2,9(4 3,114 3,262 3,420 3,579 3,753 3,930 4,112 


10 ANN'lIAI. 32,196 33,756 35,328 36,t96 
 47,160 49.380 51,744 54.192 
MONTH!.Y .,683 2.e13 2,944 3,083 

38,760 4:1.,0'0 42,948 45,O~6 

1,2:?O 3,420 3,579 3,753 3,930 4,115 4.312 4,516 

11 ANNUA!. 35,328 36,996 39,760 40,632 U,S28 45,036 47 ,160 49,380 51,744 54,192 56,784 59,472 
MONrH!.lI 2,940' 3,093 3,230 .3,3U 3,5f4 3,153 3,930 4,11S 4,312 . 4,516 4,732 4,956 

12 J\NNUI\!. 38,760 40,632 42,528 U,592 46,692 49,380 ~1, 744 54,192 56,7$4 59,472 62,280 65.266 
MONTH!.Y 3#230 3,386 3,5.4 3,716 3,891 4,115 4.31.2 4,516 4,732 4,'56 5,190 5,439 

13 1INNtl<\!. 42,528 H,592 46,692 48,88a 51,228 54,192 56,78t 59,472 62,280 65.268 68,328 11.60t 
MONTIII.Y 3,SH 3,716 3,99l. ',074 4#2'9 ',516 4,,732 4,936 5,lS0 5,439 5,694 5.967 

14 ANNUl\!. H.692 48,88e !.II,22e 53,652 56,2l0 59,412 62,280 65,368 68, );I·e 71,604 75,024 78,564 
MONl'HLY 3.891 4,,074 4,269 4,471 4,615 '.~56 5,190 5,439 5,694 5,967 G,l!52 6.547 
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LABORERS I..OCAL 1092 


SCHEDULE U July 1, 2007 


eJ\SS SAlJIRY PLAN IN'lUMSDIA'l'E AA'l'EiS 	 t.ONGEVITY RATES 

CIoAU 
OIWII 

5 	 ANNUM. 
HONrHLl 

6 	 ANNUAL 
MOJ>."I'RtoY 

ANN!IAt. 
HONl'I!t.Y 

8 	 ANNOU. 
MONTlII..Y 

9 	 ~1o 
MOll'l'RLY 

10 	 ANNtW. 
HONrHLY 

11 	 l\NII1WJ, 

MONl'Hl.Y 

12 	 ANNIJ'At. 

MONTHLY 

13 	 lINN\.lAt. 
HONTIll.Y 

16 	 ANNUAL 

MONTHLY 

IIITWICI 
RATE 

PIlt5'l', ­
22,440 
1,870 

24,624 

2,052 

25,800 
2,150 

27,012 
2,251 

n,652 
2,.71 

32,520 
2,710 

35,616 
2,973 

U,l~4 

3.262 

12, ~4S 
3,S7~ 

47 ,160 

3,'30 

JIIBI'f 
1211l11'1'11& 

23,496 
1,959 

25,800 

2,150 

27,012 
2,251 

28,255 
2,359 

'31,OU 

2,587 

34, 0i2 
2,841 

37,368 
3,114 

41,040 
3,420 

45,035 
3,75l 

U,380 

4,US 

!lIZ'!' 

12 IICtIUuI 


24,624 
2,053 

27,012 
2,251 

28,296 
2,358 

29,652 
2,471 

32,520 
3,710 

35,676 
2,9n 

39,144 
3,262 

42,948 
3,579 

47,160 
3,930 

51,744 
4,312 

'I'Ilt 8ASI 
UTE 

1IIIlT· 

12 IIIlIIDB 

25,800 

2,150 

28,296 

2,358 

29,652 
2,471 

31,OH 
2,587 

34,092 
2,841 

31,368 
3,114 

41,040 
3,420 

45,036 
3,'/53 

49,380 
4,115 

54,192 
4,515 

Ann 1 YIlt 
AT '101' !lSI 

1A'n! is 'OS 
CXIIlI'tIIDOUB 

sroMCS 

27,012 
2,251 

29,~52 

2,471 

31,044 

2,587 

32,520 
2,710 

35,676 
2,973 

39,144 
3,262 

42,948 
3,579 

.7,160 
3,930 

51,744 
4,312 

56,784 
.,732 

_1 '!BAlI 

AT rIRST 
_JATE 
IATi ,. nJ 
ccDrmIoov8 
~ 

28.584 
2,382 

31,356 
2.613 

32,8U 

2.737 

34, (28 

i.869 

)7,740 
3,lt5 

41,448 
3.45~ 

45,(92 

3,791 

49.872 
4,156 

54,732 
4,561 

~O,072 

5,006 

AJTBIl 1 YUII 

A'rSlCOMD 


Dm!iIII!II)U'n! 
IllTE , 11 YlS 


CQIll'llIIOuS 

811RVXC1 

29,~52 

2,49~ 

32,344 
2,737 

34,428 

2,869 

36,036 
3,003 

39,54Q 

3.295 

43,380 
3,615 

47,628 
3,969 

52,260 
4,355 

57,348 
4,719 

62,904 
5,242 

1l"l'ZI! 1 mill 
1ft 1lIDI> 

_U'n! 
UTI'14 ru 

IlOImII1IWS 

IIIRVIC8 


31,356 
2,613 

34,428 

2,869 

36,036 

3,003 

37,740 

3,145 

fl,t48 

3,t54 

is,4n 
~,791 

49,872 

4,156 

54,732 
4,561 

60,0'12 
5,006 

65,916 
5,U3 

Ar'l'ZR 1 = 
1T'I1» 

DIl'DIII!P%l'n! 
IArB A 17 YU 


CfllltlllllOOS 

~ 

32,8H 
2,13'1 

36,036 

3,003 

37,740 

3,145 

39,540 
3,295 

43,380 
3,615 

47,628 
3,969 

52,260 
4,355 

57,349 
4,779 

62,904 
5,243 

69,012 
5,'151 

AnaI\ ·l au 
&T 7IRST 

LQN;BYlTY RArB 
"2D YU 
~8 

8I!IlVlCB 

34,428 
2,969 

37,740 

3,145 

39,540 
3,295 

41,448 
3,454 

45,U2 
3.791 

49,en 
4,156 

54,732 
4,561 

60,072 
5,006 

65,916 
5,i93 

72,)24 
. 6,027 

_1 YIlJ< 

'T~ 
~lIA'n! 

':Il ns 
CQII'I1lWOI1S 

ImJM;CIr 

36,03. 
3,003 

39,540 
3,295 

41,448 
3,454 

43,380 

3,615. 

47,628 
3,969 

52,260 
4,355 

57,349 
4,779 

62,904 
5,242 

69,012 
5,751 

75,180 
G,ns 

_1 YlIAJ 

Af 'I'ID» 
LC:IIII:I'Im JATE 

, zs YU 
CQlf'l'Dl1JOVS 

6Z11VICS 

37,140 
3,1-t5 

41,448 
3,454 

43,:190 
3,615 

45,492 
3,791 

19,936 

4,153 

54,732 
4,561 

60,072 
5,006 

65,916 
5,493 

72,324 
6,027 

79,344 
6,612 
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- ---.-_ ._--_._---_.__._---- ------------ - - - --- - ------- - --- - ------ ­
LABORERS LOCAL 1Q92 

SCHEDULE U 	 January 1, 2008 

IWIK SALAltY Pt.AN IN'l'El!MEDlATK _- RATES 	 LONOSVlTY RAns 

CLASS 
WIll 

5 ANNUIIL 
MONTHLY 

I.NNIl7l.L 
MONTHLY 

ANNUAL 
MOtIl'lII.Y 

8 	 ANNUlI!.. 
MONTHLY 

9 	 ANNUAI. 
MONTHLY 

10 	 ANNUAU 
MONTIII.Y 

11 	 ANN\IA!. 
MDI'll'HLY 

12 	 I.NNIl7l.L 

MDI'll'RLY 

13 	 lJINUAL 

MONTHLY 

14 	 lJINUAL 

HOI'll'IIJ.oY 

D'I'R.IIIt:II 
IINl'I 

i'll!ST 

6 IIOH'IE8 


22,9U 
1,na 

25.176 
2,098 

26.376 
2.198 

27.624 
2.302 

30,324 
2,527 

~3, 252 
2,711 

36,480 

3,040 

40,020 
3,335 

43,920 

3,660 

(8.216 
4,018 

lIIl'1' 
L2 IIl:Xm!S 

24,024 

2.002 

26,3'16 

2.196 

27,624 
2,302 

28,932 
2,411 

31,740 
2,645 

34,860 
2,905 

38.208 
3,184 

41,964 
3,497 

46,044 
3,937 

59,496 
4,2Q8 

HI!lT 

UI£lII'I1IS 


25,176 
2,098 

27,624 
2,302 

28.932 
l!,4il 

30.324 
2,527 

33,252 
2,711 

36,480 
3,040 

40,020 
3,335 

43,920 
3,600 

48,216 
4,019 

52,908 
',409 

TOP RBI 
RlTl 

NIl'1' 

l2 MaII'mB 


26,376 
2,198 

28, 932 

2,411 

30,324 
2,527 

31,740 
- 2,645 

34,860 
2,905 

38,206 
3,184 

41.964 
3,497 

46,044 
3,837 

50,496 
1:,209 

55,416 
_4,619 

ArI'JlI 1 lBU 
11.'1' 'lOt -JAR 

UTI" S TRS 
catn'JNlIOI1S 

8D\IICI 

27,624 
2,302 

30,324 
2,527 

31,"0 
2,645 

33,252 
2,771 

36,490 
3,040 

40,020 
3,335 

43,no 
3,660 

48,216 
',Ole 

52,90e 
4,409 

58,056 

.,6~9 

ann 1 'tW 
A'1' rlRS'!' 

XllDltllDl&TI 
RATI " .8 YRS 

CI:lmIl!101Jl1 
8!RVICB 

29,232 
2,436 

32,064 
2,612 

:n.sae 
2.799 

35 ,209 
2,934 

38,592 
3,216 

42,384 
3,532 

46,512 
3,816 

51.000 

4,250 

55,9Q9 
4,664 

61,428 
~,1l9 

lnD 1 nu 
A'1' SIICQIII) 

XRrIIIItIDl&TI 
ltA'I'lI' U TRS 

carr.t.N!1WS 
S!RVIC! 

30,624 
2,&62 

33.S8e 
2,7P9 

35,208 
2,9H 

36, ElSa 

l,on 

40,428 
3,369 

44,352 
3,696 

48,696 
4,058 

53,436 

4,453 

59,644 

4,887 

64,320 
5,36D 

I\1TU 1 YIAk 

AT TlIIIIIl 


1IITIlINID1ITI 
RATI ~14 DB 

CUlII'DIOOV~ 


nM:CI 

32,064 
2,672 

35,208 
2,n4 

39,952 
3.071 

38,592 
3,216 

42,384 
3,532 

46,512 
3,676 

51,000 
4,250 

55,96& 
4,664 

61,428 
5,119 

61,404 
5,61.7 

D'1'Ill Y!U 
AT TOP 

lI/l'I1IHIPUTI 
RA'I'B' 17 us 

ccmnnroas 
SUVlCl 

33,598 
2,799 

36,952 
3,071 

38.592 
3,llS 

40,429 
3,369 

44,352 
_3,696 

48,696 
4,059 

53,436 

4,453 

59,644 

4,se' 
64,320 
5,360 

10,560 
5,8&0 

ami 1 U"" 
_ArrWT 

LCII'3VlTY aliT! 
'20 DB 

-comDlV01IS 

mvICB 

35,208 
2,934 

39,5'2 
3,216 

40,426 
3.369 

42,38t 
3,532 

46,512 
3.676 

51,000 
4,2!50 

55,'68 
4,664 

61,428 
5,119 

67,404 

5,~17 

73,956 

6,163 

&mR 1 YIU 
1T IJICOIIl 

LCJIII:I\Pm IlATI 

" ~3 us 
cotmlIIIOOS 

S'DVl¢J 

!6,a~2 

3,011 

40.428 
3,369 

42,'G4 
3,532 

44,352 
3,696 

48,696 
4,058 

53,436 
4,453 

58,644 
4,8e7 

64,320 
5,360 

70,560 
5,880 

77~48g 

~ ••!)7 

AP'l'U 1 YEAR 
ATm\ll) 

lQ11o':m'I'Y ltA'I'I 

" 25 TRS 
CQIII'IIIl1011S 

mvIeB 

38,592 
3.216 

.2.384 
3,532 

H , 352 
3,696 

46.512 
.,976 

50,952 
4.246 

55,968 
4,664 

61,428 

S,U9 

61.404 
5,617 

73,956 
6,193 

91 .132 
6,761 
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LABORERS LOCAL 1092 


BCHEDut.E U January 1, 2009 


BASE SALIIl!.lt' ..t.AN :tN1'SR!mPlATE RATES 	 LONl3EIIITlt' AATiiS 

CLlSII 
~ 

S ANNIIlIL 
MON1'IIt'C 

ANNUAL 

HONl'HLlt' 

ANNI.IAt. 
HON1'IILlt' 

e ANNUAl. 
MON'l'I!I.lt' 

9 	 ANNUr.L 

HONl'HLY 

10 	 ANNUI\L 

MONl'HLY 

11 	 ANNUM. 
HONl'JILY 

12 	 ANNUAL 
NONl'HLlt' 

13 	 ANNUAL 
MONTHLlt' 

14 	 l'.NNUAL 
MONl'HLY 

I!II'%UIm 
lUI 

I'DB'I' 

I IfIlIlmS 


23,628 
1,1169 

25,932 
2,161 

27,166 
2,264 

28,tS2 
2,371 

31,236 
2,603 

34,246 
2,B!!4 

l7,S72 
3,131 

41,220 
3,435 

{!!,leO 
3,770 

49,668 
4,139 

NIItT 
13 IIIIII'rU 

2~,744 

2,062 

27,168 
2,264 

28.452 
2.371 

29,796 
2,483 

32,611& 
2,724 

35,904 
2,992 

39,3611 

3,280 

43,224 
3,602 

47,424 
3,952 

!S2,008 
4,334 

IIEl'T 

13 I£ImIS 


25,932 
2,161 

29,452 
2,371 

29,196 
2,493 

31,236 
2,603 

34,248 
2,854 

37,572 
3,131 

41,220 
3,43S 

45,240 
3,170 

49,fi68 
.,139 

54,492 
4,541 

'I'CI!' ._ 
lIAD 

IIBlT 
u ·tamIB 

27,168 
2,264 

29,796 
2,483 

31,236 
2,603 

32,688 
2,724 

35,904 
2,992 

39,360 
3,280 

43,224 
3,602 

41.424 
3,952 

52,008 
4,334 

57,084 
4,757 

_1 YBiR 
U\WmsJI 
UTI . (, Ii 'a!8 

Qlft'DIIJWS 

IIIIll\I%tII 

28,452 
2,371 

31,236 
2,603 

32,688 
2,724 

34,248 
2;854 

37,572 
3,131 

41,220 
J,435 

4S,240 
3,770 

49,668 
4,139 

5','192 
4,541 

59,796 
'1,983 

II"l'Ia 1 lUll 

A'I' rERS'l' 


IN'iDIIml'1'l 

UDt.8 nil 

CCIIT.IlIU01JI 
IIDIID:S 

30,109 
2,509 

33,024 
2,752 

34,596 
2,983 

36,au 
3, 022 

39,744 
3,312 

43,656 
3,638 

47,904 
3,992 

52,536 
4,378 

57,648 
4,e04 

63,276 
5,273 

U'\'III 1 lIAR 
1ft SICa 

lJI'I'IIIIIII)Il'1'l 
RiD a u YIIS 

Catll'DlUOOll 
IIIIlVlCll 

31,548 
2,629 

34,5~6 

2,883 

36,264 
3,022 

37,956 
3;163 

41,640 
3,470 

45,684 
3,807 

50,160 
4,180 

55,OH 
4.587 

60,406 
5,03. 

66,252 
5,521 

U'\'III 1T1A1t 
A'I' 'l'IIJ:lIi) 

llI'I'mII!I)lm
II.TI i 14 _ 

C<lIlTml'01l8 
IIIIMClI 

33,024 
2,752 

36,264 
3,Ol:;! 

37,956 
3,153 

39,744 
3,312 

43,656 
3,638 

47,904 
3,992 

52,536 
4,378 

57,648 
4,804 

63,275 
5,273 

69,432 
5,796 

anD 1 'filii! 
AT 'I'OP 

INmHIDIlTa 
!A'I'& ~ 17m 

calTDlllOIJS 
snvu:~ 

34,596 
2,883 

37,956 
3,163 

39,744 
~,312 

41,640 

3,470 

'5,684 
3,S07 

50,16.0 
4,190 

55,OU 
4,587 

60,408 
5,034 

66,2.52 
5,1521 

72,612 
6,056 

IIFm 1 lUll 
AT nRST 

1oCtiGIVIT'C BTl 

" 20 YIIS 
C<llI7llIOOIJS 

5DVZCII 

36,264 
3,022 

39,744 
3,312 

-U,640 
3,470 

U,656 

3,638 

17,904 
3,992 

52,536 
4,378 

57,649 
40,804 

63,276 
5,2'13 

69,432 
5,786 

76,176 
6,348 

N''IU 1 BAa 

I'l'SlCCIID 


LONGBVI'n' RAt'll 

Q 23_ 


CClII'fDIIIOOS 
&II1IV7eB 

37,956 
3,163 

41,640 
3, no 

43,656 
3,638 

45,694 
3,807 

50,160 
4,190 

55,044 
4,597 

60,408 
5,034 

66,252 
5,521 

'13,672 
6,056 

79,812 
6,651 

IITI'I~ 1 TIM 

AT 'lIm!I) 


LCIIGBVI'I"/ RATI 

"25 _ 

ecHTDIIIOITS 
Suv:tCl 

39,744 
3,312 

43,656 
3,638 

45,684 
3,807 

47,904 
3,992 

52,4'16 
4,373 

57,648 
4,804 

63,276 
5,273 

69,432 
5,786 

76,176 
6,349 

B3,568 
6,964 

372047.1 4 
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LABORERS LOCAL 1092 

SCHEDULE U January 1, 2010 

BASE SALARY PLAN IN'l'£IQoIEl)DlTE RAms LONaEVI'l'Y RATli:S 

cr.ASa 

CHIlD. 

5 ANNUAL 

~NI'1ILY 

6 	 ."JmtIl\L 
MONTHLY 

7 	 ANNUAL 
MONTHLY 

e 	 ANNUAL 
MC»rl'HLY 

, 	 ANNUAL 
MONTHLY 

10 	 ANNUAL 
MONTHLY 

II 	 ANNUAL. 
MONTHLY 

12 	 ANNUAL 
MONTHLY 

13 	 ANNUAL 
MONTHLY 

14 	 ANNUAL 
MONTHLY 

&&'1'11 -

WDB'I' 

6 HtOmIS 

24.336 
2.028 

26,712 
2.226 

27.'84 
2.332 

2'.304 
2.U2 

n,172 
2.681 

35,280 
2,'40 

38,700 
3,225 

42.456 
3.538 

46,596 
3.1183 

'1.156 
4.263 

>In'l' 
12 ItCIfDIS 

25,488 
2,124 

27,984 
2.332 

29,304 
2.442 

30,684 
2,557 

33,672 
2,806 

36,984 
3.082 

40,536 
3,078 

44,520 
3,110 

48,852 
4,071 

'3,568 
4.,460 

NI:X': 
12 KaII'l'aS 

26,713 
2,226 

29.304 
2,442 

30,694 
<1.557 

32.172 
2,6S1 

35,280 
2,940 

38,700 
3,225 

t2.456 
3,538 

46,596 
3,883 

51,156 
4,263 

56,124 
4,677 

'lOl'NSlI 
Uft 

12 -JIIlIftBII 

37,984 
2,332 

30.684 
2.557 

32,112 
2,681 

33,"3 
2,\106 

36,984 
.3,082 

40,5;36 
3.378 

4.4,520 
3,710 

49,853 
4.071. 

53,568 
4,464 

58,800 
4.900 

UTBIt 1 DAll 
:ar'l'Cll' BASIl 

un" SftS 
COII'1"22IGOIIs 

IIDV%CII 

39,304 
2.442 

32.172 
2.681 

33.672 
2,806 

35,280 
2.g"O 

38,700 
3,225 

42.456 
3.538 

46.5~6 

3,993 

91,156 
4,263 

5~,12. 

4.617 

O1,5e4 
5,132 

AI"I'D ·l l/ZAR 

Ilr .'DST 

~ 
nm.c. 8 YRS 

caR'l'l:IIUtlIJiI 
IIII'.IIV:rCII 

31.008 
2,584 

34,020 
2,835 

35,628 
2,96~ 

37,3S6 
J,ll3 

40,932 
3,411 

44,964 
3,?47 

",344 
.,112 

54,108 
4,509 

59,376 
.,1l48 

65,172 
S,4U 

Dftk 1 YIWt 
M' GCaNII 
~a~ 

Ulr.t 5.U 'I1IS 

CIlII'l:I>III<W" 

""""""" 
32.."96 

2.708 

:)5,628 
2,'6~ 

37,356 
3,113 

39,096 
3.258 

42,888 
3.574 

47,.Ofj2 
S,921 

51,660 
4,305 

56,700 
4,725 

62.2:1.0 
5,:1.85 

68.2'4 
5,687 

_1na 
&'t'nWIP 

:Dm<IIMBDU7lI 
1I.l'rS" 14 YRS 

carrDlIIODa 
IIIIlI1aCII 

34,020 
2,835 

37.356 
3,U] 

39,096 
3,258 

40,~J2 

3,411 

44,96f 
3,747 

49,344 
-',U2 

54,108 
4,509 

59,376 
4,948 

65,172 
',431 

71,520 
5,960 

&Pftk 1 "I1WI 
&'t 1I>P 
~ 

U'JZ .c. i7 DIS 
~_""
35,628 

2.969 

39,096 
3.258 

40,932 
3.411 

42,888 
3,574 

t7,052 
3.921 

51,660 
4.305 

56,700 
4,725 

62.220 
5.18S 

68,244 
5,667 

74.956 
6,236 

AP1D 1 xu.a 

A," HKST. 


~J>aTll 
.. ~OYRS 
~ 
,,-~ 

37,:156 
3.ll3 

40,an 
3.U:!. 

42,·989 
3,;;14 

44,*4 
3,747 

49,344 
4.112 

54,10e 
4,509 

59.376 
i,948 

65,172 
5.Ul 

71,520 
5,960 

190456 
6,538 

arnm l. na:a 
&1: •.8BC\lIa) 

t.mJ<ZVtTr ·u ..... 
"3~~ 

CClll'1'DlII'IlIIII 
....rm;"" 

39,096 
3,258 

4~,gee 

3.574 

U,9n 
3,717 

47,0511 
3,921 

51.660 
4.305 

56.700 
4,735 

62.220 
5,185 

68,244 
5,61}7 

74,856 
6,238 

82,212 
6,851 

AFTD 1 YlWI 
&T TIIDD 
~- Jtl'I'B 

"~5 ns 
C<lIrl'DItIOOJS 

OIM:"" 
40,932 
3,'11 

44.964 
3.147 

n,052 
3,921 

49,3U 
1,ll2 

5f.048 
4~504 

59,376 
4,948 

65.l72 
5,431 

71,520 
5,960 

78,456 
6,538 

96.076 
7.,173 

5 	 372047.1 
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LABORERS LOCAL 1092 


SCHEDULE U January 1, 201~ 


BASK SALMlY PLAN DITBRMEllIATB RAT&S 	 LO~RATBI1 

CLAss 
GlW>I 

5 	 ANN\llU. 
MONTHLY 

ANN\llU. 
bl)NTHLY 

ANII\lIIl. 
M:>m'llLY 

8 	 ANII\lIIl. 

MONTHLY 

9 	 J\NtIIlAL 
MONTIILY 

10 	 ANN\IIIL 
~Y 

11. 	 ANN\llU. 

MONTHLY 

12 	 ANN\llU. 

MONTKLY 

13 	 ANNUM, 

MONTIil.Y 

14 	 ANNIllI!. 
bDN1'IILY 

U'lB -

rDft 


G IICIlI'III 


25,128 
2,094 

27,576 
~,2~G 

28,896 
2,408 

30,252 

2,S21 

33,216 
2,768 

36,432 
3,036 

39,P4SD 
3,330 

U,836 
3,653 

4&,106 
4,00' 

52,624 
4,402 

12 NUT 

26,316 
2,193 

28.896 
2,'108 

30,252 
2,521 

31,680 

2,64D 

34,764 
2,897 

38,184 
3,182 

41,811' 
3.488 

45,972 
3,831 

50,H6 
4,203 

55,308 
4,609 

IlD.'1' 
12_ 

27,576 

2,298 

30,252 
2,1:131 

31,680 
2,640 

33,216 
2,768 

36,;132 
3,036 

39,960 
3,330 

n,8l6 
3,653 

48,1.09 

4,009 

52,824 
4,403 

57,948 
",829 

'lQ 111ft 
u.", 

lII1'l 
12_ 

28,896 
2,408 

31,680 
2,HO 

33,216 
2,768 

34,764 
2.891 

38,18'1 
3,183 

41.. 8~6 
3,488 

45,972 
3,831 

50,436 
4,203 

55,308 
4,609 

60.708 
5,059 

Arm 1 YUJI 
AT"l'CP JWIB 
u.'9 ' ~ 5 YRI 
COlInlCIIOII# 

IID1IXCII 

30,252 
~,521 

33,216 
2,HG 

34,7U 
2,897 

36,U2 
3.036 ' 

39,960 
3.330 

43;836 

3,653 

48.108 
4.009 

52,824 
4.402 

57,948 
4,829 

63,588 
5,299 

_. JDJt 

~'l' J':i:Bsr 
Dm'.'''''':iA'J'lI 
llA'I'a .. 8 YRS 

0ClI'1'lN1I0I1S_""
32,016 

2.~69 

35,1.24 
2,P27 

36,780 
3,065 

39,568 

3,~14 

12,264 
),522 

46,429 
3.869 

50,952 
4.246 

55,972 
i,656 

61,30e 
5,109 

67.296 
5,608 

DTlDl 1 YlWI 

AT 1IICIDID 

~D.'lZ 

RAft .. 11 'IllS 

OON'rDI!JdIIa


1IZRV'ic:II< 

33,552 
2,"l~6 

36,180 

3,065 

38,566 
3,214 

10,368 
3,364 

14,280 
3.690 

49,576 
G,048 

53,HO 
4,445 

58,548 
4,879 

64,248 
5,35~ 

70,,64 
5,872 

AnD 1 un 
~'I'­

mn..aa.u,ft 
llA'12 • 14 'lRS 

OOIrtDltJctrS 
IIIDrIXe1I 

35,124 
2.~n 

38. S68 
3.214 

40.369 
3.364 

43.264 
3.522 

46,428 
3.869 

50,952 
i.246 

S5,en 
'.656 

61.308 

5.109 

67.296 
5,608 

73.9'8 
6,154 

AnD 1 nD 
~'l' 'fOP 

-nu 
llA'l'JH•.17 YU 

CONl'llm01l'S 
~ 

36,780 
3,065 

(0,368 
3,364 

42,264 
3,522 

H,280 
3,690 

4.8,576 
4,048 

53,340 
4,(45 

58,548 
4.879 

H,248 

~.354 

70.464 
5,672 

77,292 
6.441 

D'IIIII 1 Do\lt 
aT nRS'l 

~1tM'Z 
.. 20 YU 

oanDlIIa118 
SDYXCI 

38,568 
3,211 

(2,264 
3.532 

44, a80 
3,690 

46,428 
3,869 

50,952 
4.246 

55,872 
4,656 

61,30e 
5,109 

67,296 

',60e 

73.848 
6,154 

81,000 
6,"0 

lIFTD. nu. 
~T~ 

LaIIOIIII%T'l U'I'B 
'23 us 

CCIftDl1IOVlI 
SDYXCI 

40,368 
3,364 

44,280 
3,6PO 

46,4211 
3,869 

49,516 
4,048 

53,340 
4,415 

59,548 
4,819 

H,2i8 
5,354 

70,46G 
5,en 

77,292 
6,441 

8i,eee 
7,074 

UTD 1 UlUt 

AT'l'IIDlD 


~1A'1'II 

'" ~$ .YR8 
COM'I'DIIJOVS 

mIlIIICI 

42 . 264 
3,~22 

46,428 
3.SU 

H.576 
4,0.9 

50,952 
4,2~6 

55,800 
-t,650 

61,308 
5, 109 

67 ,296 
S,608 

"13.848 
6.154 

n.ooo 
6,750 

8e,872 
7,40~ 

372047.1 6 



LABORERSLQCAL 1092 


SCHEDULE U Jauu.a.ry 1, Z012 


BASS SALARY PUN INTElU!EDIATB RATES 	 ~YRATE9 

CLAS. 
c:JW)~ 

5 	 1\lII<l.1l\t. 

MONTHt.Y 

ANNl1lIL 
MONTHLY 

JlNNUAI. 

MONt'IILY 

8 ANNUAL 

M:lNTKLY 

9 	 l>lOOlAL 

KlN'l'IILY 

1 0 	 ANNI.lI\.t. 

MONTHLY 

1. 
11. AlINUM. 

MONTHLY 

hNNtI'Al. 
MOIm!I.Y 

13 	 I\NNUIU, 

MONl'HLY 

1~ 	 JINNUIU. 
KlNTKLY 

lIIITUIlClI 
1lA'nt 

PIUT 
4~ 

~6.004 

2,167 

38,536 
3,3111 

29,904 
2,492 

3:1.,308 
2,609 

34.390 
2,855 

31.704 
3,142 

U,364 
3,447 

45,313 

3, '91 

49,7BB 
4,149 

54,672 
t,e56 

NnT 

12 *"""'" 
27,240 

2,270 

29,904 
2,492 

n.30B 
2,609 

32,7M 
2.732 

35,976 
2.996 

39,1i1.6 
3.293 

43,320 
3,0)10 

47,580 
3,U5 

52,200 

4,350 

57,240 
4,770 

I"I!X'l' 
l'1<IlHl'J!B 

28,536 
2,318 

3:1.,306 
2,609 

n,'S4 
2,132 

34.380 
2,855 

37,704 

3.142 

4:L,3U 
3,4" 

45,312 
3,791 

49,798 
4,14~ 

54.,611 

-l,SS6 

59.976 

",998 

'1'01' ._ 
JQ'I'B 

NUT 
l~_ 

29,904 
a,i9a 

32,1S4 
2:,732 

34,360 
2,S6S 

35,916 
2,998 

3!1,si6 
3,293 

«3,3110 
3,61.0 

47,590 
3,965 

52,200 
4,350 

57,340 
4,170 

62,El32 
5,236 

UTlR1DAaAT TOP _ 

UoTl Ii: 5 ·YU 
CQII'I"DWOIJ8 

IIERV%CZ 

31.30B 
3,609 

3.,380 
2,865 

3S. '" 
2,998 

37.704 
3.142 

n,364 

3,U' 

4B,372 
3.181 

U,18e 
.,14.9 

5t,612 
4,556 

59,916 
4,'98 

65,900 
5,48<1 

UT8It 1 WAIl 
&'I' PIRST 

DO'I'DIIIII)nll'll 
IlAft Q e yu 

cxtn'11W0IJS 
ftl!V:[CZ 

33,13~ 

2,76J. 

36,H8 
3,029 

:as,oet 
',J.12 

~9,912 

3,326 

43.740 
3,645 

4S,048 
4.004 

52,140 
4.395 

51,828 
4,919 

63,4);6 
,51'288 

(ill, 648 
5,.-eol 

_ o1&U1. 
I'lIlBCQIII) 

IN'l'DiCIDan 

UTI! ~ 11 ns 


COJI'I':I:JIIKIp 

ImJM:CI 

34.128 
2,994 

38,064 
3,172 

39,nll 
3,326 

41.,794 

3,492 

45,828 
3,81.9 

50,3eo 
4.190 

55,3:U 
4.601 

60,600 
'1,050 

66,492 
5,541 

72,936 
6.078 

lInD J. 'BAR 
U'I1Ill!I) 

DlI'IIINIIIItlI'l'lS 
RAft" 14 ns 


CQIl'lIIIKJDS 

iID:Vl:C15 

361'34.8 
3,D:!9 

39,912 
3,326 

n,794 
3,482 

43,740 
3,645 

48,049 
4,004 

52, ?to 
4,39.5 

57,828 
4.81.9 

63,456 
5,288 

69,648 
5,804 

76,428 
6,36~ 

z.:nza 1 !liD: 
A'I'TOP 

_JAft 

UTI! " 17 YRB 
COIft"llilIOIJS 

sun<;B 

38,064 

3,173 

U,'18( 

3,482 

43,740 
3,645 

45,828 
3,819 

50,28·0 
, 4,190 

55,212 
4,601 

60,600 
5,050 

66,492 
5,54l 

72,936 
6,078 

79,992 
6 .. 666 

onJIII ~ D.I:it 
ATPrut' 


LQIIlaY1'rY Ui'I 


" aD YRB 
CCIIlflllllOlJ& 

8ZI<V%CB 

39.912 
3,326 

43,740 
3,645 

45,828 
3,819 

48,048 
4,004 

52,74Q 
4.395 

57,828 
,,81.9 

63,456 
5,288 

59, Gte 
5,804 

76.428 
6,369 

8),$:;2 

6,986 

AP'l'U 1 'BAR 

AT sB<:aND 


LQlIQ&VXTI' Dft 


" 23 nor 
C<lIITDIUoor" 

s"""""" 
41,164 

3.49:t 

U,83€ 
3,915 

48,04. 
4,004 

SO,2i3( 
4,l.9( 

SS,U2 
4,601 

60,60(1 
.5,050 

66,492 
5,541 

72,S3E 
6,076 

79.992 
6,666 

87,064 
7, .:>22 

II"'i."BR 1 YDR 

AT 1:IIl» 


L<lII!lIrY%T'lMTII 

• 26 1IUI 

CQIfl'IIWQqS 

anvl~1 

43.HO 
3, 6~5 

,(8.048 

4,004 

50,290 
~,190 

52,140 
4, :US 

57,756 
4,013 

63,.S6 
5,288 

59, 5~e 
5,804 

76,428 
6.359 

93,832 
6,9116 

91,980 
7,665 

372047,1 7 

http:Jauu.a.ry


LABORERS LOCAL 1001 


SCHEDULB V March 1, 2007 


BASE SAIoM,Y PldIN ~»IBDIATE RATES LONGIWI'n FII'l'lI:9 

lInD I ........ Al'TD:1. DD _l 'I'IAk IIn'III\ 1 BAlI anBR 1 "IBIJt A7TU 1 '0101' AnBa l '/BAa 
IIImtII>IClO 'lOP !lAO Al'TD 1 IlWt &.. nIlInI ...... ..,.,... AT '\'KllID 10T 1'01> A'l' J'IR8"'1' lIt_ ..... 7ImaI 

UTI R&D lIT'IW NBI\ llfmIItIIISDIA'IZ X>I'I'DIOIIIDnu DI'/'lIIi!1III>lA1'I Ill'r'BJlllEllrATB L~TYU'lll: LOOGIM:T'l 1IA'l'B LONOBVrl"l 1lAT!! 

" 23 !R8IIA'IZ'S~ ....u.s ..... ltI.'I'B 6. 11 YRB n ... , It"eN allYl: • 17 us • 10 YltS .. ~$ 't118 
CLASS rDsn HD'I' IOCtT IOCtT CCIII\"llII1ClU8 OCIIRDIOO1JS CCIII'l'llIIroI8 COIi'I'lIIWOg c_s C'aIITDII10lJQ CCIlnIIVOV8 CCIIfI'D01OV8 
.....,t ,-... 1Z HIlImIS 12 NamIlI IIUVlCB 1IIIIN1CJ1 lIIDNXa nr:v= nav.tc:B SUY%a 8DVlCB 8ZlM:CB12 """"'" 

26.7GB 28.296 29.652 31,OQ'l 32,520 ~4.0n 35,616 37,369 

HOIlI'HLY 1,851 1,939 2,032 3.129 
5 ANNVAI. 32,212 23,268 24.384 25.549 

2.229 2.359 2,471 2,587 2.71.0 2.841 2.973 3.114 

3~,67i; 37,361l 39,144 41.040 
HOIlI'HLY 2,032 2,129 2,229 2,n, 
ANNUAL 2i,~U 35,!!48 26.748 28,020 29,364- 31.044 32,520 34.092 

J. <l47 2.~87 2.710 2.841 i,97.3 3,114 3,262 3.420 

31,368 39.144 41,040 42,949 

~Y 2,129 2,229 2,335 2.447 

30,732 32.520 34.092 35,616ANNIOO. 25,548 26,748 28.020 29.364 
3,114 3.262 3,420 3,5792.561 :1.710 2.841 2,913 

9 IlNIIWUo 25.'748 26,020 n,l64 30,732 39.144 41.040 42,lI4e 49,036 
MONTHLY 2.229 2,335 2,4'47 a,551 

32,UG 34.092 35.676 37,369 
3,262 3,120 3,579 3,7532,683 2.84l 2,973 3,l14 

35,328 31,368 39,144 43,,040 n;948 45,036 47,160 49,3t4 
HONTlILY 2.U7 2,561 2,683 2,8U 

9 AlINU1.L 2',364 30,732 33,196 33,756 
2,944 3.114 3,ua 3,420 3,57.9 3,753 .3,930 4.112 

10 AIINU.''' 32,1516 33.756 35,329 36,U6 38.760 n,040 42,949 45,036 57.1.60 49,380 51,144 54,192 
HOtmlLY 2,683 2,813 2,944 3,083 3.!130 4,115 4,312 4,5163,230 3.420 3,579 3,'93 

11 ANIWA" 3S.31B 36,996 38,760 40,632 42,528 45,036 47.160 49,380 51,744 54,192 56,'794 59,472 
MONT!it.Y 2.944 3.083 3.230 3,386 3,SH 3,753 3.93!! 4,115 4.312 4,516 4,132 4.956 

46,692 49,390 U,744 '54.:\.9212 .ItoNNUAL 38,760 40.6:l2 42,528 U.59~ 56.7S. 59,472 62,290 65,2U 
KlN'I'IILY 3,230 3,386 3,544 3,716 4.732 4.956 S,190 5,4:;93.891 4.115 4.312 4.516 

51,229 54,192 56.784 59,472 62,280 55,25$ 68,328 71.604 
MOmHLY 3.~i4 3.716 3,891 4.,!!74 

U J\NNUAL 42.5~8 (4,5112 46,692 4&,888 
5,lg~ 5,439 1;.69'1 5,U74,269 4.516 4,732 4.956 

lot ANNUII.L 46.6512 48,888 51,329 53,652 56,220 59.472 62,280 65,268 68,328 71,604 15.024 78,564 
HON'l'HLY 3.891 •• OH 4 •. 269 4,471 4,6a5 ".956 5,190 5,439 5,69. 5,967 6,252 6,sn 

6l,668 65,268 6B,328 71,60415 A!INUI\L ~1;338 53,652 56,220 59,B94 15,024. 78,564 Il2,3011 85.220 
HON'l'BLY 4.36!1 4,471 4.685 4.907 6,252 6,547 6,959 1,19$5.139 5.4351 .5,694 ·5.967 

16 l\NNIlAL 56,220 58,IISQ n,6U 6',620 n,nG 71,604 15,024 78.564 82.308 86.220 90,313 94,584 
I«>Nl'IILY 4,6115 4,907 5,139 5.385 6,859 7,185 7,526 1,81125,ue !I,967 6,252 6.547 

17 ANNUAL 61,U8 64,630 n,6S6 70',896 74,2ao 18,564 82.308 86,220 90,312 9•• SIl. 99,094 1.03.776 
I«>:mu..y 5,ll9 5,385 5,638 5,908 6,1.90 6,5n 6.8511 7,185 7,526 7,882 e,lS7 e.648• 

372047.1 8 
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LABORERS LOCA~ ~OOl 

SCHlIDULB V July 1, 2007 

IIASB SALARY PLAN rN'l'Ii:RMEIlIA'l'l!: RATEII LONOEVI'.l'Y RATES 

AP'!"aJt: 1 'aAR 
AT PtftBT ... T ncOIlD-.­

Dr1'ZRImDUD :IN'l'DKlDUTE 
lUI't1! • 8 YII8 :RATE ~ 21 YRS 

COII'I'DIllWlI .., COIIt'DIIIWG 
QQIIX~ SDVJ:Cz 

28.584 29.952 
2,3132 l,U6 

31,356 32.944 
2,613 2.7J7 

32,644 H.nG 
2,737 2.869 

34.428 36.036 
2,869 3.003 

37,740 39.~40 

9,1.'5 3 •. 295 

41,449 43.380 
3,454 3,615 

45.492 47.628 
3.791 3,969 

49,81:1 52.260 
4,156 4,355 

5t,732 57.349 
'.561 4,779 

60,072 62,904 
5,006 5.242 

65,9U' 5~"012 
5,493 5.751 

12,324 15.780 
6i027 6,315 

79.3i4 83,136 
6,612 6,928 

~~'lII'" 
AT 11InD 

~~1'1 
$ ~s us 

CONTDI1J011.o 
SI!a<V1CB 

37,740 
3,145 

41.448 
3,454 

43,380 
3,6:15 

45,492 
3,791. 

.9,836 
4.l53 

54,732 
4,561. 

60.072 
5,006 

65,916 
5,U3 

13,324 
6,027 

7!:1.344 
6,612 

~7, 084 
7.257 

~S,532 

7,961 

1Di.80B 
8.734 

CoI$. 


CllAPI 


5 

7 

8 

9 

10 

U 

12 

13 

14 

15 

J.6 

17 

l'JINUAL 
H:lHI'IILY 

l'JINUAL 
MOIlr/ILY 

NINIllU. 

M)Ilr/ILY 

ANNUIIL 
Ml)Nl'IILY 

l\.NIfUjU, 

H:lNrHt.Y 

ANNUAL 
~LY 

l\.NIfUjU, 

MQlITIILY 

IINNUAL 

HON'I'IILY 


lINNIJIU, 

KDIll"IILY 

ANNWIL 

H:lNTHLY 


ANI'IU1IL 

MONTHLY 

ANNUlIL 


MONTHLY 


ANNWIL 
HONTm,Y 

~ 
lIA'l'II 

~nsT 

6 IC!lIITIIS 

22.440 
1,870 

24,f24 
~,052 

25,800 

2,150 

17.01.2 

2.251 

29.652 
2.471 

~2,530 

2,71.0 

15,676 
2,973 

39,144­
3.262 

ta,948 
3.519 

47.160 
3.930 

5l,744 
4.31.2 

56.794 
4,732 

62.280 
5.190 

/IS1tT 

12 """""'" 

23,496 
1,958 

25.800 
2,150 

27,012 

2.251. 

28.295 

2.358 

31,044 
2.587 

34,093 
2.841. 

37,368 
3.1.1.4 

·41.040 
3.420 

n.036 
3.753 

4~.360 

4.US 

5(.192 
4,516' 

59,472 

4.956 

65.268 
5,439 

NSXT 

11 !IDN1'IIII 


24,624 
2.052 

27,012 
2.251 

26,296 
2.358 

29,6ei3 
2,471 

32.520 

2.710 

35,676 
2.973 

39,1.44 

3.262 

42,948 
3.S79 

.7.160 
3,930 

51.H4 
4.312 

56,784 
4.732 

62.290 
5.190 

68.328 
5,ISS! 

'IW 11MB 
RATl! 

NIltT 
11,t:....u 

25; 800 
2,150 

28,296 
2.358 

29, 65~ 
2,471 

31,0'4 
2.591 

31.0911 
2,841 

:n,369 
3,114 

41,040 
3.420 

45,036 
3.753 

49,380 
4,U5 

~,19~ 

4,516 

59,t72 
4,956 

65,268 
5.439 

71.604 
5.967 

UTA 1. YEAII
AT _ IWIII 

~ft , S YJt. 
~otn'IlIV01l'8 

AJIVIOI 

27,012 
a,251 

29,652 
2,471 

31.0'4 
2,587 

32,520 
2,710 

35,575 
2,973 

39,144 
3,262 

42,949 
3,579 

47,1.60 
3,930 

51,744 
4,312 

56,784 
.,732 

62,280 
5,190 

68,328 
5,694 

75,02i 
5.252 

_. "fIWI 

A? TlIDl) 

:DlI'DIIlIDun 
RAm &. 14 YItS 

COIIT':IlIVOVS 
snv:ICE 

31,356 
2,613 

34,428 
2.869 

36,036 
3,003 

37,740 
3.1.45 

41,UB 
3.454 

45.492 
3,791 

49,972 
i,156 

5i,732 
t.561 

50,072 
5,006 

65,916 
5,493 

72,324 
6,027 

79.344 
6.612 

87,084 
7,257 

JII"I'IIIt ~ ¥QJI.'1 TOP 
tN'lIIIIICIUTI 

rut.'J'I c: 17 us 
ootnmtJCPJS 

8="" 
32.944 
2,737 

36,096 
3.003 

37,740 
3.14.5 

39.540 
3,29~ 

4J.38a 
3.6"15 

47,6~8 

3,969 

52.260 
4,35~ 

57,3t8 
4,'79 

62,90' 
5.242 

69.012 
5.751 

75,780 
1;,315 

(ll.136 
6,928 

91.212 
7.60l 

UTiP 1 DJ\R 
l'ln..n 

Ioal>lllIV1'N RATI 
'" 21) yu 

caNTl1ll100.o 
suv:rc:s 

34.429 
2,8U 

37. 74~ 
3.1.45 

3'.54:1 
3,295 

41.448 
3.454 

'5.t92 
3.7U 

,9.872 
4.156 

5.4,732 
4,56i 

60,072 
5,006 

65.916 
5,493 

72,324 
6.027 

79,344 
6.612 

8?,GBo! 

',2~' 

'5;532 
1,?61. 

J:rtD ~ 'OAIl 
AT IIIICCIIm 

t.ClIICIVJTY 111'1'1 

" a' !rnI 
=:IIIOOIT$=08 

36.036 
3.003 

39,540 
3.295 

4l.H8 
3,.54 

43.380 
3,615 

47.6313 
3.969 

52,;160 
4,355 

57.3tll 
4,779 

62,904 
5.2n 

69.012 
5,751 

15.180 
6.315 

83,136 
6,928 

91,312 
7,60l. 

·1.00,060 
8,340 

372047.19 
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LABORERS LOCAl.! 1001 

SCHEDULE V January 1, 2008 

BA8S BlILIIRY PLAN IN'l'lmMImIATE RATES LONGBVITY RATES 

"""""-
lDIftINCII 

un: 

rxur 
6 IGII<ms 

12 Hn'l'__ NUT 
lZ l«Il\I'tIIS 

-­........ 
lIEl'I' 

12 :IDI'IIIII 

A7'I'D 1 YDR 
AT TaP_ 

RATB .. 5n<11 
COIft'llIIIOOS 
~ca 

AI"l'D 1 YDll 
AT I'DWI' 

~U'l'll 

llAn' • Yas 
coHTDnron 

!;BII\/ICI 

Ar1'D 1 TUII 
AT 8IICQII) 

mrzI/IIII)IJ!1'II 

RAft " 11 nu; 
CCllrl'2llDtm8 

IID'nClC 

UTDll<ZllR 
AT 'l!mIIl 

llfrDIIImlIJ..,.. 

RA'l'It" lol ·· DS 
CONTlNIIDUS 

1IDVZ<3 

I.rTKItlUNl 
AT TOP 

lNftIIICIDUI'I 
un «. '11 Yis 

CCNl'Do7otIS 
8ZIlVla 

Arrm 1 nraa 
AT rDUI2' 

La/GIIV:t"n' ~f1I 
, 20 'rRS 

CDNnlfD'DUS 
OIlRY%Cl: 

AI'TIR 1 ~ 
AT $lOCH> 

'~\UITI 
Q 33 DB 

CONTIWOO8 
SDV%CII 

&n'D 1 YlWt 
AT 1'II'IRD 

LC>IIQZYrrY ~n: 
& 25 YR5 

CDNrDnJOO'S 
8nVIC:I 

5 I\lfflIJAL 
K)Nl1ILlt' 

22,944 

1,913 
:a.,OU 
2,002 

25#176 
2,098 

26,376 
2,198 

27,62t 

2,302 
29,232 
2,436 

30,624 
2,552 

n,064 · 

2,672 
33.589 
2,799 

35.209 
l,934 

36.852 
3,071 

38.592 
3,216 

6 lINNUI\t. 
K)N'l'HLY 

1I5,17& 
2,098 

26,376 
2,198 

27,624 
2,302 

38,932 
2,Ul 

30,324 
2,527 

32,064 
2,672 

33,588 
2,7~9 

35,208 
2,934 

36,852 
3,071 

38,592 
3,216 

40,429 
3,H9 

42.384 
3,532 

7 lINNUI\t. 
HOlfl'Ht.Y 

26,376 
2,198 

27,624 
2,302 

28,932 
2,411 

30,324 
2,527 

31,740 
2,e-4S 

33,598 
2,799 

35,208 
2.934 

36,852 
3,071 

38,592 
3,216 

40,428 
3,369 

42,384 
3,532 

44.352 
3,696 

8 ANNUlU. 
JoDN'l"'4Y 

27,624 
2,302 

28,932 
2,411 

30,32' 
2,527 

31,740 
2,645 

33,252 
2,771 

15,~Oe 

2,934 
36,852 
l,on 

38,1.193 
l.216 

40,4~B 

3,369 
42,38'1 

3,532 
44,352 

3,696 
46,812 

3,816 

9 ANNlN. 
MQNl'HLlt' 

30,324 
2,527 

31,740 
2,645 

33,252 
',171 

34,860 
2,905 

36,480 
3,040 

38,592 
3,216 

to,(28 
3,369 

42,3B4 
3.532 

44,35:3 
3,696 

46. !il2 
3,876 

48,696 
4.058 

50,952 
i,'H6 

10 ANNUAL 
K)N'I'Htoy 

33,252 
2,771 

34,860 
2,905 

36,480 
3,040 

lS,208 
3,184 

40,020 
3,335 

42,384 
3,532 

44,352 
3,696 

46,512 
3,876 

4S,696 
4,059 

51,000 
t,250 

53,436 
4,453 

55,968 
t,664 

11 ANNIlAL 
K>N'l'HLlt' 

36,480 
3,040 

38,208 
3,184 

40,020 
3,335 

41,964 
3,497 

43,920 
3,660 

46,512 
3,1176 

~e.U6 
4,058 

51,000 
4,250 

53,436 
4,453 

55,9G8 
4,664 

56,644 
4,887 

Sl.,ue 
$,119 

.. 2 1INNIll\L 

MONt'!lt.Y 

40,020 
3,335 

41,964 
3,497 

43,920 
3,660 

46,OU 
3,837 

48,216 
4,018 

51,000 
4,250 

53,436 
4,453 

55,968 
4,664 

58,644 
4.8!!7 

61,428 
5,119 

64,320 
5,360 

67,4Q4 
S,617 

l,3 ANNUIIt. 

MON'1'lit.Y 
U,920 
3,660 

46,044 
3,83'1 

48,216 
4,0111 

50,U6 
4;208 

53,908 
4,4Q9 

55,9GB 
4,664 

58.644 
4,00' 

61.428 
5,11~ 

54, 3~O 
11,360 

67,.04 
S,U7 

70,560 
5,880 

73,956 
6,163 

14 ANNIJ).I. 

MONTBt.lI 
48,216 

4,018 
50,496 

4,208 
53,909 

4;409 

55,U6 
4,618 

58,056 
4,838 

61,UG 

5.11' 
&4,320 
5.360 

67,404 . 
5.617 

70,560 
5,B80 

73,956 
6.163 

77 ,484 
6,497 

81,:132 

6,761 

15 ANNUAI. 

HONTlil:i't' 
52,908 

4,409 
55,416 

4,618 

58,056 
4,838 

60,816 
5,068 

63,684 
5, 30? 

67;404 
5,6:1.7 

70,560 
5,880 

73,956 
6,163 

77,484 
6,457 

91,132 
6,761 

85,008 
7.084 

89,04Q 
7,420 

16 ANNUAL 
K)N1'lILY 

58,0$6 
4,938 

6'0,816 
5,068 

63,584 
5,301 

66,7n 
5,561 

69,86' 
5,922 

73,956 
6,163 

77,494 
6,457 

81,132 
G.7G1 

85,008 
7,084 

89,040 
7.420 

93,264 
7,772 

97,680 
8,1(0 

17 AIOO.1AL 

MQNt'!lt.Y 
1>3,684 

5,307 
66,732 
5,561 

69,864 
5,822 

73,212 
6,101 

76,716 
6,393 

81,132 
6,761 

95,008 
7,084 

89,040 
7,420 

93,264 
',772 

P7,6&0 
8,140 

102,336 
8,528 

107,172 
11,931 

372047.1 10 
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LABORERS LOCAL 1001 


SCHJ!:DULE V January 1, 2009 


BASE SALARY PLAN J:NTXRMED:IA'l'E RA'l'ES LON3EVJ:'l'Y RATES 

_1 WAX An'IIR 1. YDa lIl'ftII."aAA N'TD 1 IBlIJt AnD· 1111AX I\P'ID 1 TDl<&1"I'lI2 1 """" 
I!NTIWI::B 1W_ Al''l'llRlnlll< kT FDtBT AT MCGIID A'l"'l"IIDIl AT TOP Kl PIIlST Kl _<RID A'r 'ImJID 

1IA'l'B UD AT 1'OP lIlBII :tJflDIqDUTlI ~u.'I'I ~... Dft'DIaDU'I'S ~ItATi LONIlS\"In RAn r.aIGIIVrI'Y RA'!'lI 
un's D.I RATII " • YR8 RA'1'Z " 11 YR8 BAft" 14 YRS nor. , 1.7 \iUiII " 20 11IS Ii:. .a yu K 2.5 "nw 

CLASS I'Dm' 12 NlD:l' >IIOLT HUT Ccatn2lltOVs cClN't'Dfti'ous <:<an'IJI<IOOB CO!rl'lJroOI7lI ~. COl'ITlll'O'Ot1. OOllTDI!1OO'B CQNTDI110tJs 
QlW)t 5 M:IIO'I'IW 12 IlCHTlI8 1;1 JCli'1f1il 811RVLClI: 8lIIlInCB smvICB onv:t<:. n.ma iD:V1:e&_"" """"""" 

118,432 30,108 31,548 33,0245 ANNUAL ~3, liZ\! 24,744 25,932 27,168 34,1\96 36,264 37,956 39,7H 
MONTHLY 1,~6Sl 2,06:1 2,161 2,264 2,371 2,509 2,6n 2,752 2,883 3,022 3.163 3,312 

6 ANNUAl. 25,932 27,168 28,493 29,796 31, '23~ .3,024 34,595 36,264 37,956 39,74<1 '3,.640 43,656 
~N'I'IILY 2,1'61 2,264 2,371 a,n3 2,603 2,752 2,883 3,022 3,163 3,312 3,470 3,S3e 

7 ANNUAl. 27,J.68 28""52 29,796 31,236 32,688 34,596 36,2" 37,956 39,7" 41,610 U,6ij6 ~S, 684 
MON'l'IILY 2,364 2,371 2,4e3 2,603 2',724 2,a,83 3,On 3,163 3,312 3,470 3,63B 3,807 

e ANNtI1.L 28,452 211,n6 3l,236 ,32,68e 34.248 36,3,64 37,956 39,744 41,6.0 "3,656 45,684 47,904 
MONTHLY 2,371 2,4113 2,603 2,724 2,854 3,022 3,163 3,312 3,'70 3,ne l,807 3,992 

9 ANIIlI)W 31,23' 32,688 34,2411 3!1,904 n,072 3',744 41,640 43,656 45,684 47,904 liO,160 52,476 
MONTHLY 2.603 2,72' 2,854 2,992 3,131 3,312 3,470 3,638 3,807 3,9!12 4,190 .,373 

;1.0 ANNUiIt. 34,248 35,~O' 37,572 39,360 41,22~ U,656 45,6e4 47,904 50,160 52,536 55,OU 57,6*8 
MONTHLY 2,854 2,U2 3,131 3,280 ~,(35 3,ne 3,e07 3,993 ~,l80 4,37B 4,587 4,804 

11 ANNI.TlIL 37,572 39,360 41,220 '3,224 45,240 i7.904 50,160 52,536 55.0U 57,U8 60,t08 63,21~ 

MONTHLY 3,131 3,280 3,435 3,602 3.nO 3,992 4,1110 4,378 4,587 ~,e04 !I,034 5,273 

12 ANNI.TlIL 41,220 43,224 45,2'10 67,U4 U,668 52,536 55.044 57, '648 60,409 63,276 66,252 69.432 
MONTHLY 3,n~ 3,602 3,710 3,952 <l;139 4,378 4,587 , t,B04 5,034 5,273 5,521 5,7B6 

13 ANNUAI. 45,240 47,424 49,~6e 52.008 54,t92 5'1,648 60,40B 63,276 66,25~ 69,432 72,672 76,J.76 
MON'l'lAoY 3,770 3,952 4,139 4,331 4,541 4,80t 5,034 5,273 5,521 5,786 10,056 6,346 

11 IINNUAL 49,669 52,00B 54,4'2 S7,084 S~,7U 63,276 C;6,352 69,432 72,672 76,176 79,812 83.568 
H:lNTHLY ~,U9 4,334 4. !In 4,151 4,'63 5,273 5,521 5,786 6,056 6,348 6,651 6,964 

15 IINNUAL 54,492 '7,084 59,796 52,640 60,sn U,432 76;176 79,912 93,569 87,56t 91,716 
MONTlU.Y ',5i1 4,757 4,983 0,220 

7lIi":! 
5,466 5,796 6,056 6,HlI 6,651 6,964 7,297 7,6U 

16 ANNUAL 511,7~6 62,640 65,592 69,736 71,9," 76,176 79,812 83,568 87,564 91,716 96,060 100,409 
MONTHLoY i,983 5,22Q 5,466 5,728 5,997 5,348 6;651. 6,964 7,297 1,643 8,005 8,384 

J.7 IUlNII1>I. 65,593 68,736 71,964 75,408 79,020 ,83,569 B7,U4 9l.,716 1I6,06Q 100,608 ,105, i08 UO.388 
MONTHLY 5,465 5,728 5,997 6,294 6;585 6,9U 7,297 7,643 e,oo~ 8,384 8,784 ~.199 

372047 I 11 
./';-' , 
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LABORERS LOCAL 1001 

SCHEDULE V January 1, 2010 

!lASE SALl\l!.Y PloAN INl'ERIoEOlAn RAns LONGliVl:'l'Y RATES 

cL&s1I 
OUIlE 

5 

'1 

8 

9 

10 

11 

12 

13 

14 

15 

~6 

17 

.!LlfNUAL 

MON'lIILY 

ANII\.N. 
MONlIILY 

AlINUAL 

MONrIILY 


1INNtIlIL 

MONTHLY 

ANNUAL 
MONTHLY 

IINNUAL 

MOm"lILY 

IINNUAL 
MONTHLY 

ANNUM. 

MON'l!ILY 


IINNUAL 


NON't1a.Y 


ANNUM. 

IIDN'l'IILY 


ANNUAL 
!«lNnU.Y 

ANNUAL 
MONl'IILY 

ANNUAL 

MOlmILY 

IIII'l'IWICI 
IAn 

ulun 
6 H<tn'IIS 

24,336 
2,028 

26.712 
2.226 

27,U4 
2,U2 

29,304 
2.U,2 

32,172 
2.681 

3~,280 

2,940 

38.700 
3,225 

42,456 
3,536 

tG.lS96 
3.883 

51,156 

',2e13 

56.124 
4,617 

61.56S 
5,132 

67,560 
5.630 

IIBXT 

12 KaII'1U 


25,(88 

2,nt 

27,984 
2,332 

29,30~ 

2,443 

30,684 
2,557 

33.672 
2,806 

36.984 
3,082 

40,536 
3,379 

u,520 
3,710 

48,852 
4,07:1, 

53,568 
4,464 

58,800 
4,900 

64,524 

5,377 

70.600 
5,900 

.NK1'I' 
12 IIDlf\'D 

26.7:1.2 
2,226 

29,304 
2,U2 

30'684 
2,5~7 

32.172 
2,681 

35,2BO 
1,940 

38.700 
3.225 

42,456 
3,536 

45,596 
),803 

51,156 
4.263 

56,124 
4,677 

61,58. 
5,132 

6'1,!l60 
5,630 

74.124 
6,177 

'to\' IIl\IIB 

M'l'II 

NIltT 
.13 __. 

,I'l,nt 
2,·332 

:l0.694 

2.557 

32,172 
2.681 

33.672 

2.806 

36.984 
3,062 

40,536 
3,378 

44.520 
3,710 

46,S52 
4,071 

53.548 

4 •. 454 

58.800 
'.900 

64,524 
·5.377 

70.800 
5,900 

17.616 
6,473 

I7'I'D 1 'BAIt 
AT 'mP &&SB 


RAD" 5 11UI 

COlI'I'DItJ\')Q5 

SIlNlC'B 

39,304 
2,442 

32.1"~ 
2.581 

33.672 
2,806 

35.a80 
2.940 

38,700 
3,225 

42,456 
3,536 

46,596 
31 883 

Sl,156 
4.263 

56,124 
4,677 

6:1.,584 
5,132 

67,560 
5.630 

74,124 
6,177 

.81,396 
6,781 

&P'OIIR 1 nAIl 
AT I'IIt8'I' 

DlTlRllllDa... 
II10ft to , TRII 

COllt'Dl1lCl<JS 
BDVla 

31,008 
2.584 

H.020 
2, .8:15 

35;6:i18 
2,.96.9 

37,356 
3,113 

lO.932 
3,(11 

H,961 
3.747 

n.34i 
4,112 

54,109 
4.509 

59,376 
.,948 

65,172 
5,U1 

71,530 
5,960 

78,"56 
4,538 

86,07.6 
7.173 

API'ZIll.YIU 
ILT UC'CH) 

_UTI 
RAft " .l1 .DJI 

c:<lIt'I'!IIIIW 
SZRVra 

32i496 
2/708 

35.6;111 
2,969 

37~356 

3,113 

39.096 
3.258 

42.899 
,,574 

47,052 
3.921 

51,660 
4.305 

56.700 
4."125 

62.220 

5.185 

68,244 

5,687 

74,·856 
6,238 

6a,:l12 
6,951 

90,192 
7,516 

arru 1 'lOR 
ILT 'I'JWU) 


DlTllIHI!I)lATi 

RA'l'II 6. 14 ' 1'RB 

CXlIITlNU01JS 

SDVlc:JI 


34,020 
'2,835 

37,356 
3,113 

311,096 
3,21S8 

40,~32 

3.411 

44,964 
3,747 

49,344 
4,112 

54.108 
4,509 

59,376 
4,948 

65,172 
5.431 

11,520 
5.960 

78,456 
6.538 

86,076 
7,173 

94,4'4 
7.872 

APftA. 1 'DAlt 
aT TOP 

DmnacSDXATI! 
11101'8417 .... 

.cairrXmJara 
....vicI 

35.6Z8 
2"SlJ 

39,096 
3,258 

iO,932 
3,411 

42,898 

3,574 

".052 
3,921 

51,660 
4,305 

56,700 
4,725 

62.220 

5.:\.85 

68.214 
5.687 

7'.856 
6.:n6 

82,212 
6.'51 

90,192 

7.516 

98.• ~'O 
9.245 

UTiIt 1 ~ 
AT PIRIIT 

LOlIGlN'JTI' RAn 
~ 20 YItI 

CQlllnlWOIIS 
SDIIlCZ 

37.3e6 
3.113 

40,932 
3,411 

42,888 
3,574 

44.9'4 
3,747 

4?344 
4,112 

54,108 
4,509 

59,376 
4.948 

65,172 
5,431 

71.520 
e,~60 

78.456 
6.538 

86.076 
7,173 

94,41$4 
7.872 

J.03.632 
8,636 

AFTBIt 1 ""OK I." UCOll> 
~IUITI! 

, 23 YIUI 
CIlIITDRJOUS 

SD1f.[c:JI 

39,096 
3,258 

42,69B 
3,5?C 

44,964 
3,747 

47,052 
3.921 

5l,66o 
4,305 

56,700 
4.725 

62,:120 
5.185 

68.244 
5.6fn 

74,856 
6,238 

82,212 
6,851 

90,1»2 
7,516 

98,740 
8.245 

l08.576 
9,048 

I7'I'D 1 YUR 
AT TQ:tIIII 

LQNC;KV1n JlJiTZ 
.. 25 YIIS 

COlI'I':muous 
SBRVI.CZ 

40.932 
3.Ul 

".964 
3,147 

41,052 
3,921 

49,344 
4.112 

54,048 
4,504 

59,376 
4,948 

65,113 
5,.31. 

71.520 
5,960 

79,456 
6,538 

96,076 
7,173 

?4,46t 
7,872 

103.632 
8,636 

113.700 
9,475 

372047.112 
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LABORERS LOCAI.lOOl 

SCHEDULE V Jal1~ary1, 2011 

BASil 9ALARYPI,oAN INTiIGllWIA'I'B l!J\TI!:S , t.O~Y i1JlTES 

et.M8 
""-'D& 

5 ANNUl\L 

H:>.NTHL,{ 

BIlTaMIIOa 
aAn 

nRlrt' , """""" 
25,1:l8 
~,0$4 

NUT 
12_11 

21$,316 
2,193 

NUT 
13 IIClmIl! 

27,516 
2.298 

'l'OP_ 
aaTB 

NUT 
1a IIOII'I1!lI 

28,896 
2.408 

&mil 1 YB&II. 
AT'I'Ol'_ 

RAD • 5 YitQ 

C<IlfTDIIJOD8 
QJm:ca 

30.2S;! 
2.521 

""""'~~ 
1T .IRft 

IlITBJOIIII>u,. 
RATB .. , nl 

CCllfTDfOQOS nmca 
32,01' 
2,668 

Al'TIII 'l I1IAII 
A~ ~cciMD 

DmDOaIDlATB 
un ~ 1l. YU 

CCIIt2'I:HVOOS 
1SlOItV1C15 

33,5~:a 

2,796 

D'l'BIt 1 'I'IIIl\ 
AT'm[1I'.D 

III'I'JlIIIIIDIA'lB 
RAft. 14 ns 
~ 
~ 

35.1:l4 
2,927 

U'I:b 1 1<Ult 
AT'lW 

INTDiaiDIAn 
RAn ~L1 'IRS 

COlI1:'DOl'0V8 
Wav7>c;B 

36,7110 
3,065 

D'l'JDt. .- l -DIll 

A~~9'T 
LCNCIINI:Tt IIlITS 

K 2Q DB 
CCNrINIJ<lU5 
~ 

38,568 
3,2U 

M'I"P 1 YIIQ 
AT acatm 

LOmI....n .lIlI ... 
" :23 -u.s 

CONt"DlDOUB 
15lIRVXc:s 

40,368 
3,364 

......... 1 YIW\ 
>'T ntIJII) 

l.OIIGlIVlT'l RAft 
& 25 YR5 

canXWC><t5 
S3lN:tC. 

12.264 
3,522 

6 ANNUl\L 

l&:lN'J'!ILY 
27,576 

2,298 
28,896 
2,408 

30.252 
2,521 

31,680 

2,640 
33,216 
2,168 

35,124 
2,927 

36.780 

3.065 
38.568 
3,:aU 

40.368 
3,364 

42,264­
3,522 

H.290 
3,690 

46,428 
3,869 

7 ANNUl\L 

N:lN'l'llLY 

2$,896 

2,40B 
30,252 
2,521 

31,680 
2,640 

33,216 
2,768 

34,7" 
2,997 

36,7l1O 
3,065 

38.568 
3.214 

40,368 
3,364 

43,2U 
3,522 

4(,2S0 
3,690 

46.428 
3,869 

4!1,S715 

{,O.S 

$ ANNUl\L 

WNTHL'l 

30,252 
2.521 

31,690 
2,640 

H,216 
2,76S 

34,764­
a,en 

36.432 
3.036 

38.568 
3.214 

40.368 
3.364 

42,264 
3.522 

44.280 

3.690 
46,428 

3.$~9 
48.~" 

4,048 
50,952 

4.246 

9 ANNUIIt. 

HOIlI'IIL'l 

33,216 
2,769 

34,7~ 

2,$97 
36,132 

3,036 
38,184 
3,182 

~~,~60 

3,330 
42.264 

3,522 
H,280 
3.no 

46,428 
3,869 

48,.!!76 
4.048 

50,!j52 
4,3t6 

53,340 
4, 'US 

1S5,800 
4,650 

10 ANNI1AJ., 

MONTIILY 

~6, i32 
3,036 

38,184 
3,182 

39,960 
9,330 

41,656 
.,488 

U,836 
3,653 

46,426 
J,B69 

48.576 

'i,04a 
50.952 

4,246 
53,340 

4.445 
55,87~ 

4,656 
~B,~4B 

4.t!79 

6l.,~OB 

5,109 

l.l. ANNUAL 
MONTIILY 

19,960 
3,330 

41,856 
3,488 

43,S36 
3,653 

45,972 
3,831 

48,108 
4,00$ 

50,952 
4,246 

53,340 
4,445 

5S,8n 
4,656 

'8.548 
4,879 

61,308 
5,109 

64,248 
5,354 

67,296 
!,~oe 

12 ANNIru, 

MOIlI'IIL'l 

43,836 
3,653 

45,912 
3,SU 

48,108 
4,009 

50,U6 
4,203 

52,824 , 
4,402 

55,872 
4,656 

58,548 
4,879 

61,308 
5,109 

64,248 
5,354 

67,H6 

5"o8 
70,464 

'.B72 
73,848 

6.154 

l.3 ANNUl\L 

HONTIlIi~ 

'U,10S 
4,009 

50,436 
4,203 

52.824 
4,402 

55,308 

4,609 
51.'48 
4.82~ 

5l.308 
5.10Sl 

U,34e 
5'3!!4 

61,2Y6 
5.608 

70,tH 
5.872 

73,848 
6.154 

77,29~ 

6,441 
81,000 

6,750 

l.4. ANNUAL 

WNTIILY 

52,824 
4,102 

55,308 
4,609 

57,94S 
4.829 

60.708 
5,059 

63,5,88 
5,299 

67,296 
5,608 

70,4.64 
5.8'12 

13.848. 
6.154 

77,292 
6••41 

81,000 
6,7'0 

8i~988 

7.074 
S8,972 
7.406 

15 ANNUAL 
MONTIIL'{ 

57,948 
4,829 

60,10B 
5.059 

U.5BS 
5,299 

66,6a( 
5.552 

6S1 r 756 
5.813 

73.848 
6,154 

77,292 . 

6,"41 
81,000 
6,750 

84,888 
7,074 

88,872 
7,406 

93.120 

7,760 
97.535 

8,128 

16 ANNUAL 
M:lN'l'llLY 

63,58e 
5,291) 

66,624 
5,552 

69.156 
5,813 

13.:104 
' 6;0~2 

76,536 
6.318 

81,000 
6,750 

84,888 
7.074 

88.872 
7,406 

93,120 
7,?60 

97,536 
8.128 

l.02.156 
8,513 

107,004 
$,5>11 

17 AlINUJU. 
MONTHt.y 

69.756 
5,813 

73,104 
6,092 

76,536 
6,378 

SO.1P6 
6,GB3 

84.036 
7.003 

88. sn' 
7dOG 

93,120 
7,160 

97,536 
8,138 

102,156 
11,513 

107.0;JlI 
'8,917 

112.3.04 
-9.342 

117.396 
9.783 

13 372047.1 

.~ .•s. . . 
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LABORERS LOCAL 1001 

SCHEDULE V January 1, 2012 

BASli: SALARY PI.AN INTBRI>IIlDIATB RATES LONGEVltt RATES 

I;\oAOS

_I 

~ 
RAm 

r= 
, HOImIII 

lIEn' 
12 HOmIIS 

HSrl' 
12 IIl:IImI# 

'l'Ol1B.aQ 
Jl&TK 

,.,.,...
12 __ 

r.rrm 1 DAIl 
A.T TOi' BafI& 

1I&'l'1 " 5 ."... 
COI4'I'ImJIl1Is 

8'UIVttI 

Ar7lIII 1 un 
AT I'ZRSt 

_Don 

u.n" 9 """ 
~. 

SDV1I:lI 

&rI'lIIl 1 "<DIt 
..1_ 

n:t"l'EIIKItDx&.TB 
RIo'l'll" 11 DIS 

comDI1IOtJS 
~CS 

I7l'IOl 1 D&Il 
AT_ 

DI'I'lDWBDUT.I 
u.n: &. 11 'tIlB 

C<lHT.IN1I01IS 
IIBI!V%CI 

AP'IIIII1YU1l 
U TOJI 

nrtaIIIOtDnTC 
Ill'll 10 17 'lRS 
~.01I8 

I!DN%CS 

lII'nR 1 'aWl 
AT nuT 

t.amIIrl'Y liTll 
'20 na 

CCIIi'r:Dro'!ras 
8111l'nC11 

APnIt 1 vau 
AT 8IlQCltll) 

~v.1'B 
, 2l YRB 

CClN'J'Ill1lOU8 
SD\VICS 

Al"t'D 1 Y&Ul 
U'/1I;1IIl 

L<IN<ZVrI"C lIAn 
"3$ na 

COIl'I'DIVOUS 
~ 

5 lINNWIL 
MONTHLY 

26,004 
2,167 

27,2(0 
2,270 

28,536 
2,378 

29,904 
2,492 

31, J08 
2,609 

33,132 
2,161. 

34,728 
2.894 

36,34.8 
3,029 

38,064 
3.172 

39,912 
3,326 

41,784 
3,482 

43,790 
3,64S 

6 1INNIIIIL 
MONl'HLY 

28,536 
2,378 

29,904 
2,492 

31,308 
2,609 

32,784 
2,732 

3t,380 
2,865 

36,348 
3,029 

38.064 
3.172 

39,912 
3,326" 

41,784 
3.482 

43,740 
3,645 

45,828 
3,819 

is,Ot8 
4,004 

7 ANJruIIL 
H:lNl'IILY 

29,904 
2,492 

31,308 
2,60~ 

32.784 
2,732 

34,380 
2,865 

35,976 
2,~98 

38,064 
3,172 

39.912 
3,326 

41,784 
3,482 

U,740 
3,645 

45,B28 
3,819 

48,048 
4,004 

50,280 
4.190 

8 1INNIIII1. 
MONTHLY 

31,308 
2,609 

33,784 
2,733 

34,380 
2,865 

35,976 
·2,998 

37, '104 
3,H2 

39,912 
3,326 

41,184 
3,U2 

43,740 
3,6ol5 

45,828 
3,81~ 

48,048 
4,004 

50,280 
4,190 

52,740 
4,39S 

9 l\NNUAL 
MOI"rIILY 

34,380 
2,865 

35,976 
3,998 

31,104 
3,lola 

39,516 
3.293 

41,36'4 
3.U7 

43,740 
3,645 

45.8211 
3.819 

48.0ol8 
4,004 

50,280 
•• 190 

52,710 
4,395 

55,213 
4.601 

57,756 
t,813 

10 lINNWIL 
MONl'HLY 

37,704 
3,142 

39,516 
3,293 

41,364 
3,447 

43,320 
3,610 

45,372 
3 , 781 

48,048 
4,004 

50.280 
4.'l.~D 

52,740 
4,395 

55.212 
4,601 

57,628 
4,819 

60.600 
5,050 

63 . 456 
S,2aS 

11 ANNIJAl, 

MDImlLY 

U,364 
3,447 

43,320 
3,610 

45,372 
3,781 

47,580 
3,965 

49,788 
4,U9 

52,740 
.,395 

55,U2 
4.601 

57,828 
4,819 

60,600 
5,050 

63,456 
5,~SS 

66,492 
5,541 

69,648 
5,e04 

12 ANNUlU. 
MON1'IILY 

.5,372 
3,791 

.7,580 
3,965 

49,7BS 
4,1(9 

!S2,200 
4,350 

54,672 
4,556 

57,828 
4,819 

60,GOO 
6,050 

63,456 
5,288 

66,492 
5,~1 

69,64S 
5,804 

72. gaG 
6,018 

76,42S 
6,369 

13 ANNIDIL 

MON'l'iILY 

49,788 
-i,149 

52,200 
4,350 

54,672 
4.556 

57,240 
4,770 

59.976 
· 4,"8 

63,456 
5.288 

66,492 
5.511 

69,648 
5.804 

72,~36 

6,078 
76,428 

5.369 
79.992 
6,666 

83.832 
6,986 

14 ANNtDU. 

MOm'HLY 

54; f72 
i,1S5S 

57,240 
4,770 

59,976 
4,998 

62,832 
5,236 

6s.eos 
5,484 

69,648 
5,80t 

72,936 
6.078 

76,428 
6,369 

?9,StSt2 

6,666 
83,832 

1i,986 
87,864 
7,322 

91,960 
7,665 

15 ANNIllU. 

I'ION1'IILY 
59,976 
.,998 

63,832 
5,236 

65,808 
S.U4 

68,952 
5.1t6 

n,192 
6,016 

76,428 
6,369 

79,992 
d,666 

83.1132 
6,986 

87,864 
7,322 

91.980 
7,665 

96,384 
8,0)2 

100,944 
8,412 

16 ANNUlIL 
MONl'HLY 

65,808 
5,484 

68,952 
5,746 

n.l9l 
6,016 

75,660 
6.~05 

79,212 
6,6111 

83,832 
6,986 

87,.864 
7.322 

91,980 
1,665 

96,384 
8,032 

100,944 
8.412 

105,1l2 
8,811 

110,746 
St,22St 

17 1INNIIIIL 
I'IONl'HLY 

72,192 
6,016 

7S,660 
6,305 

19,212 
6.601 

83.004 
6,S~7 

96,976 
1.248 

9l,ieO 
7,665 

j6,3a4 
8,032 

100,944 
8,412 

105,732 
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__________________ _ 

APPENDIX D 

Payroll Inquiry For.m 

UN10N__________________~LOCAL#________~~~&__________________ 

CITY OF CmCAGO 

EMPLOYEE PAYROLL 
INQUIRY FORM

Date ______ 

UnWD~~nmHveNa~: _____________________.PHONE: ____________ 

iT-
I am here by requesting an inquiry for _______-=----,=-___....,..".,~-----..Jpayroll. 


(pAY DATE RANGE) 


I 1/11 I ! I I I 

Employee Social Secwity Number (last four digits): Job Title: ____________ 

Employee Name ____-=:---=--:--=-~:__--------P.HONE:.--------
(Pl~ Print Clearly) 


Previously discussed with:________________Title._______PHONE:____~Date_I_I_ 

________ Grievance Date: ___1__1__Grievance Filed: Y N Grievance Number. 

Describe the issue indetail: 

Circle the appropriate category fies): 

O.T. Retro Back-pay Rate Increase Other: _______ 

Please return this form to: Faridah Khan 
33 North LaSalle Street 
Chicago, lllinois 60602 
FAX (312)744-8407 

Suite 700 
Department Labor Liasion'--_______ 
FAX#:,____________ 

To be completed by the City Comptroller's Office: 

________~Assigned to:Date Received 


Date Resolved: __________COmpleted by: ___________________ 
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MEMORANDUM OF UNDERSTANDING, 

Joint Apprenticeship and Training P{ogram Initiative 

This Memorandum of Understanding ("Memorandum") is entered into by and among the 

. individual. Unions l which comprise the Coalition of Unionized Public Employees ("COUPE") 

and the City ofChicago ("City') (collectively, "Parties',). 

WHEREAS, the Parties recognize the desirability and necessity of increasing the 

participation of traditionally under-represented groups, and particularly students and graduates of 

the Chicago Public Schools ("CPS") and the City Colleges of Chicagp ("City Colleges"), in the 

building and trades workforce in the City of Chicago and extemalcontr~or~ in the building 

trades construction industry; and 

WHEREAS, the Parties agree and commit that it is essential to an expanding and 

dynamic Chicagoland economy that students and graduates of CPS and the City Colleges be 

appropriately prepared, qualified and encouraged to enroll in the Unions' apprenticeship and 

tntiningprograms; and 

WHEREAS, the Parties agree and commit that students and graduates of CPS and the 

City Colleges, upon successful completion of apprenticeship and programs, be employed in the 

building and trades workforce of the City and external contractors in the building trades 

construction induscry; and 

WHEREAS, as an integral part of the Parties' negotiations which resulted in the 2007· 

2017 Collective Bargaining Agreements between the City and the Unions, the Parties agreed to 

establish the Joint Apprenticeship and Training Program Initiative ("Initiative") to increase the 

opportunities for students and graduates of the Clticago Public Schools ("CPS") and the City 

Colleges of Chicago ("City Colleges"), to participate apprenticeship and training programs and 

1 See Exhibit 1 for a list of the individual Unions which comprise the Coalition ofUnionized Public Employees. 
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to provide expanded post-apprenticeship/training employment opportunities for such students 

and grarl;uates in the building and trades workforce in the City of Chicago and external 

contractors in the building trades construction industry; and 

WHEREAS, the Parties agree .that the Initiative is intended to beneijt CPS students, 

graduates or fonner students with a OED and/or City College students and graduates; 

WHEREAS, as set forth in the Parties' 2007-2017 Collective Bargaining Agreements, the 

Parties agreed that" the Initiative shall include commitments (1) by each COUPE Union to 

establish or otherwise expand available apprenticeshlp and training opportunities, (2) by COUPE 

to annually fill at least 100 apprenticeship slots across COUPE Unions with CPS students, 

graduates or former students with aGED an<i/or City College students and graduates, and (3) by 

COUPE and the City to collaborate with CPS, the City Colleges and external contractors to 

. prepare CPS and City Colleges students and graduates to enter Union apprenticeship and training 

programs; 

WHEREAS, as set forth in the Parties' 2007-2017 Collective Bargaining Agreements, the 

Parties agreed to direct the Labor Management Cooperation Committee established as a part of 

the Chicago Labor-Management Trust to explore and recommend opportunities to increase tl:le 

use of apprentices in area construction projects; 

WHEREAS, as set forth in the Parties' 2007-2017 Collective Bargaining Agreements, the . 

Parties agreed to enter into this supplemental Memorandum of Understanding regarding the 

structure, implementation, monitoring and enforcement of the Initiative; and 

NOW, THEREFORE, the parties hereby agree to combine efforts in order to establish a 

comprehensive and effective joint apprenticeship and training initiative to significantly enhance 
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opportunities for CPS and City Colleges students and graduates in the building and trades 

workforce, as follows: 

A. 	 Governance 

1. 	 The Parties shall appoint an individual to serve as Chair of the Joint 
Apprenticeship and Training Program Initiative ("Initiative"). The Chair will 
serve for a tenn of two years, renewable by the Parties. The Chair will be 
responsible for coordinating all efforts to assist CPS and City Colleges students in 
entering the trades. The Chair shall also serve as a liaison to the Joint 
Apprenticeship and Training Program Initiative Committee established under. 
Article IV, Section 9 of the Chicago Labor-Management Trust. 

2. 	 The Parties shall appoint an individual to serve as Auditor of the Initiative. The 
Auditor will serve for a tenn of two years, renewable by the Parties. The Auditor 
will receive the annual reports listed in Section D of this Memorandum and will 
report to the City and COUPE regarding the progress of the Initiative. 

B. 	 Reservation of Union Apprenticeship Slots 

1. 	 In accordance with the Initiative established in the 2007-2017 Collective 
Bargaining Agreements between the City and the Unions of COUPE, the Unions 
hereby commit to enroll at least 100 students/graduates from CPS and City 
Colleges annuaUyin the established apprenticeship and training programs of the 
Unions by December 31, . 2008 and each December 31 st thereafter and to further 
encourage CPS and City Colleges students/graduates to enroll in the 
apprenticeship and training programs of area non-signatory Unions. 

2. 	 In order to meet this commitment, each and every COUPE member Union will 
promptly examine its processes, including, but not limited to, its application and 
testing procedures and locations, in order to facilitate the availability of 
apprenticeship and training programs to CPS and City Colleges 
students/graduates. By December 31, 2008 and each December 31st thereafter, 
COUPE member Unions shall send a written report to the Parties, the Chair and 
the Auditor stating its goal for the recruitment of CPS and City Colleges 
students/graduates in apprenticeship and training programs and the strategies it 
intends to employ to meet those goals. 

c. 	 Additional Connnitments 

1. 	 COUPE member Unions which are also members of the Building Trades 
Coalition hereby agree to maintain and, as appropriate, expand their existing joint 
apprenticeship and training programs for the duration of this Initiative. 

2. 	 COUPE member Unions which are not members of the Building Trades Coalition 
and which currently have no apprenticeship andlor training program in place will 
analyze and investigate the availability of work that may be performed by 
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apprentices and shall establish a joint apprenticeship and training program, as 
appropriate. By December 31, 2008 and each December 31 st thereafter, each of 
these Unions shall prepare and submit a written report to the Parties, Chair and 
Auditor regarding the establishment ofsuch programs. 

3. 	 The Parties recognize and acknowledge the right of the applicable Joint 
Apprenticeship and Training Committee to establish and maintain appropriate 
standards and qualifications for the admission of individuals into their respective 
apprenticeship and training programs. 

4. 	 The Parties agree to combine efforts to prepare CPS and City Colleges 
students/graduates to meet the standards set by the applicable apprenticeship and 
training programs. To that end, the Parties will cooperate with CPS and the City 
Colleges with respect to establishing pre-apprenticeship and training programs 
and support services to encourage and promote the application to and 
participation in the joint apprenticeship and trlrining programs created and 
maintained by the COUPE member Unions. Such programs may include, but not 
be limited to, the establishment of a Joint Trade Skills Academy and Trades· 
related CPS High School. 

5. 	 The parti~ agree to aggressively publicize apprenticeship and training program 
opportunities associated with the Initiative including, but limited to, the 
following: 

a. 	 The Unions agree to establish a Career Exposition Day focused on the 
trades (the "Career Expo") to take place annually in November or as 
otherwise agreed by the Parties. The Unions shall create and deliver 
printed materials advertising the Career Expo to CPS and the City 
Colleges. The Unions further agree to secure a location in which they will 
display trades-related exhibits and assign Union representatives to talk to 
students about careers in the trades. The Parties shall encourage CPS to 
distribute printed advertisements from the Unions regarding the Career 
Expo to all CPS high school juniors and seniors and College freslmien no 
later than two weeks prior to the event The Parties shall also enCourage 
CPS to arrange for parent/guardian permission and transportation for 
students interested in participating in the Career Expo. 

b. 	 The Unions will establish a teacher in-service at which the various 
COUPE member Unions will infonn CPS and City Colleges teachers of 
the reservation of Union apprenticeship and training slots. Such programs 
will include industry updates and hands-on training of teachers and staff. 
The Unions will host two such meetings per year. 
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c. 	 The Unions agree to continue their existing efforts to speak at CPS schools 
and the City Colleges; host field trips; work with community organizations 
to educate students about opportunities in the trades; facilitate student 
participation in trade fairs or career expos for CPS and the City Colleges; 
and place advertisements in area newspapers. 

6.-.· 	 The Parties hereby direct the Joint Apprenticeship and Training Program Initiative 
Committee established under Article IV, Section 9 of the Chicago Labor­
Management Trust to explore and recommend to the City and COUPE the 
consideration of . opportunities to increase the us~ of apprentices in area 
construction projects by external contractors in connection with this Initiative, 
including, but not limited to, such means as: 

a. 	 Purchasing and other ordinances, private redevelopment agreements, tax 
increment financing districts, and project labor agreements; 

b. 	 Standard provisions in construction contracts that (i) contractors and sub­
contractors of whatsoever tier shall utilize the maximum number of 
apprentices on the project as permitted under the tenns and conditions of 
their respective collective bargaining agreement(s), and (ii) all contractor 
and sub-contractors performing construction work on the project shall 
participate in an apprenticeship program registered with the U.S. 
Department ofLabor's Bureau of Apprenticeship and Training. 

7. 	 The Parties hereby direct the Joint Apprenticeship and Training Program Initiative 
Committee established under Article IV. Section 9 of the Chicago Labor~ 
Management Trust to develop incentive programs, as appropriate, with external 
contractors to hire and retain CPS and City Colleges students/graduates in their 
apprenticeship programs; In addition to the Chair and Auditor of the Initiative, 
the Committee shall consult with representatives from the City, CPS, City 
Colleges and external contractors in the development of such incentive programs. 

D. 	 Reporting 

1. 	 By September 1st of each year, each COUPE member Union will report to the 
Chairman and the Auditor the following: 

a. 	 The total number of apprenticeship and/or training applications received; 

b. 	 The total number of apprenticeship andlor training applications received 
from CPS and College students/graduates; 

c. 	 The total number of individuals accepted into the apprenticeship andlor 
training program; 

d. 	 The total number of apprenticeship andlor training program graduates; and 

e. 	 The total number of CPS and College students/graduates who also 
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graduated from the apprenticeship andlor training program. 

2. . By September 1 st of each year, COUPE will report the following to the Auditor: 

a. 	 A summary of all outreach activities aimed at CPS and City Colleges 
students and graduates; and 

b. 	 The number of attendees at the Career Expo, by high school and College. 

E. 	 Funding 

The Parties agree that they shall aggressively pursue funding for the Initiative in the fonn 
ofgrants and loans from a variety ofsources, including, but not limited to: 

1. 	 The State of lllinois (in the fonn of Impact Aid); 

2. 	 The Department ofCommerce and Economic Opportlmity (DCEO); 

3. 	 The State Board ofEducation; 

4. 	 The lllinois Facilities Fund; and 

5. 	 Contractors utilizing Union tradespeople in Cbicago. 

F. 	 Duration 

1. 	 The Parties shall maintain this Initiative for the duration of their 2007-2017 
Collective Bargaining Agreements. 

2. 	 The Parties agree to meet at least annually to review the status of the Initiative 
and determine whether any modifications are necessary to this Memorandum. 

The Parties ~ognize and agree that the Initiative as described herein requires the 

continued good faith efforts of all Parties to bring the initiative to fruition. The parties hereby 

rededicate and commit themselves to such efforts. 

nus Memorandum ofUnderstanding shaH be deemed dated and become effective on the 

date the last of the Parties signs as set forth below the signature of their duly authorized 

representatives. 
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COUPE THE CITY OF CHICAGO 

BY:~l~ 
Date: lJ- JS· D~ 

By:~·h-
Date: April 15, 2008 

BY:~~~ 
Date: 1-/5 - ~oe 
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