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AGREEMENT 

This collective bargaining agreement ("Agreement") is entered into by and between 

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

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

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

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

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

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

and effective services to the public; provide an equitable and peaceful procedure for the 

resolution of differences under this Agreement; and establish and maintain wages, hours 

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

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

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

shall prevail. 

ARTICLE I 

RECOGNITION 

Section 1.1 

The Employer recognizes the Union as the exclusive bargaining representative for 

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

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

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

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

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

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

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

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

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

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

bargaining unit. 

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

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

the Illinois Public Labor Relations Act. 



Section 1.2 Classification Chanees 

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

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

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

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

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

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

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

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

grievance and arbitration procedure under this Agreement. 

ARTICLE II 

MANAGEMENTS RIGHTS 

Section 2.1 Manaeement's R.i~hts 

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

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

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

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

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

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

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

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

department or agency thereof; 

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

its constituent departments and subdivisions; 

c. to set reasonable standards for the services to be offered to the public; 

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

to hire, examine, classify, select, promote, restore to career service posirions, 

train, transfer, assign and schedule its employees; 

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

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

the lack of work or funds or other proper reasons; 

g. to contract out work; 

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

and the number of hours worked; 
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to establish, modify, combine or abolish job positions and classifications; 

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

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

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

services are to be provided or purchased; 

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

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

employees; and 

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

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

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

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

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

other terms of this Agreement. 

Section 2.2 Rules and Reeulations 

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

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

notification. The Emolover will notify the Union within ten (10) days of such change, 

and upon the Union's request, will discuss the chanties with the Union. The Union's 

request to meet or discuss will not delay the imnlementarion of the changes unless the 

varties mutually asree to delay compliance/implementation. 

ARTICLE III 

HOURS OF WORK 

Section 3.1 Nomnal Workweek and Workday 

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

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

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

week shall begin at 12:00 A.M. Sunday (one minute after 11:59 P.M. Saturday) and shall 

end at 12:00 A.M. the following Sunday. The normal workweek for employees shall 

consist of thirty seven and one-half (37.5) hours worked, with two (2) consecutive days off, 

in accordance with current practices. The normal workday for employees shall consist of 

eight (8) consecutive hours, including seven and one-half (7.5) hours worked per day, 

including an unpaid lunch period of one-half (1/2) hour. The Employer may set up 



schedules for the various work shifts, as required. Each normal shift shall consist of seven 

and one half (7.5) hours of work, an unpaid lunch period of one-half (1/2) hour and two 

(2) paid fifteen (15) minute rest periods. 

Section 31 Chanties 

The Employer may change employees' normal workday or workweek or 

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

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

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

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

names) of the bargaining unit employees impacted by the change. 

Section 3.3 Scheduled Temoorary Cessation or Reduction of Operations 

1n the event the Employer intends to exercise its managerial right to schedule a 

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

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

Service Days" in 2008 and Z009), resulting in a reduced number of days and/or hours 

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

fifteen (15) days advance uu~ice befure iiLiplenYenein~ ~ucli ~~l~eelulC~1 teiYrpurdry ~e~sdtiuti 

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

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

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

consistent with the terms of this Agreement. 

Section 3.4 Furlough Datirs 
Employees shall be eligible to participate in the Employer's Voluntary Unpaid 

Furlough Program, under the same terms and conditions applicable to all non-represented 
Ciry employees, which terms and conditions maybe subject to change from time to time. 
The current terms of the Voluntary Unpaid Furlough Program are described in part G of 
the City's Salary Resolution. It is understood and agreed that the City's decision to grant 
or deny any request for unpaid furlough time is entirely discretionary, and the City's 
determination as to what is in the best interests of maintaining its operations will always 
take precedence. The parties further understand and agree that all aspects of the City's 
Voluntary Unpaid Furlough Program, including the City's decision to grant or deny any 
unpaid furlough day request, are excluded from the grievance and arbitration provisions of 
Article VII of this Agreement. 

Section 3.5 Overtime 

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

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

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

required to work overtime. 
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(b) Overtime on RegularlyScheduled Days Off: When employees are required by the 

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

compensated for in the form of cash at one and one-half times the regular hourly rate, on 

the basis of completed fifteen (15) minute segments, provided the employee works his or 

her full regular schedule within the Employer workweek in which the day off occurs. In 

determining whether an employee has worked his or her full regular schedule, any excused 

holidays, vacation days, and/or furlough days taken in accordance with the terms of this 

Agreement shall be considered days worked, in addition to days actually worked. 

(c1 Overtime during the Workweek on Regular Workdays: Additionally, all hours 

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

workweek on regular workdays (which does not include work on aregularly-scheduled day 

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

one and one-half (1 ~/z) rimes the employee's regular straight time hourly rate, on the basis 

of completed fifteen (15) minute segments in the form of cash. Work performed between 

thirty-seven and one-half (37.5) and forty (40) hours worked in a workweek on regular 

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

form of compensatory time or cash, at the employee's election with notice of the electing 

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

employee performed said work. Sick leave, vacarion, compensatory time, union business 

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

paragraph (c) of this Section. Notwithstanding the first sentence of this varaerauh (3.5c), 

when an emvlovee is reQuired by the Emvlover to work on a Sunday when Sunday is not 

part of the emolovee's regular work week. that emvlovee shall be compensated at two (2) 

times the emulovee's regular straieht rime hourly rate, on the basis of completed fifteen 

(15) minute segments, in the form of cash. 

(d) All ovemme earned under this section shall be compensated in the form of cash. 

(e) A11 compensatory time must be used on or before December 31 of the calendar 

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

requirements. If any compensatory time is not used by December 31 of the calendar year 

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

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

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

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

any compensatory time earned in December is not used by March 31 of the following 

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

instead of compensatory time. 

Section 3.6 RevortinQ Pav 

An employee who reports for work at her/his assigned day and stamng time, 



without having been previously notified at his/her last known address or telephone 

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

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

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

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

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

she/he maybe assigned. 

Section 3.7 Call-in Pav 

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

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

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

employee's regular straight time hourly rate in the form of cash beginning from the time 

they arrive at the designated work location. 

ARTICLE IV 

WAGES. INSURANCE AND ALLOWANCE 

Section 4.1 Waves 

r..~ emu,....:.... ~ i, i, Q .~.,....t:........a c~ c_~.._.. e..~.,.a..i,. ,. ,.~,.a ..:~t ~„ 
r 

.. . . .. . . .. r- - - •- - - e _ . . . _ . . _ . .. - - • • - - --

a. Effective on the followint dates, the City will make the wage adiustments as follows: 

Effective 7/1/l2 3.0% 

Effective 7/1/23 3.0% 

Effective 1/1/24 3.0%- 5.0%* 



Effective 1/1/25 3.0%- 5.0°~* 

Effective 1/1/26 3.0% - 5.0%* 

Effective 1/1/27 3.25% 

Agreement effective throueh tune 30, 202? 

'`In each of the three years 2024. 2025 and 2026, the percentage increase 

varies between 3.00% and 5.00%, dependins upon the U.S. City Average 

CPI-U. If the CPI-U is 5.00% or more, then the oercentaee increase shall 

be 5.00%. If the CPI-U is between 3.00% and 5.00°lO, the aercenta~e 

increase shall be equal to the CPI-U, rounded to the nearest tenth of one 

percent. The U.S. City Avera¢e Tune CPI-U released in Iuly of the 

preceding year will be used to determine the vercenta~e increases in the 

three years 2024. 2025 and 2026. 

7~'rTll [CCL[~'{~/~I'~LC 

b,_Salary Schedule Adiustments: The parties agree to snake the followine 
adjustment on the SZ salary schedule on the dates below: 

(1) Effective Januar~l, 2024, reduce the contin_u_ous service re4uirements 
by one (1) year in Steps 7 through 10 on the SZ schedule. 

(2) Effective ianuary 1. 2025, or 30 days after ratification, whichever date 
is later. combine the titles of Public Health Nurse III and Public 
Health Nurse IV into a new title called Sunervisin~ Public Health 
Nurse. Grade 7. Current Public Health Nurse IIIs and IVs will_be 
placed into the Suaervisin~ Public Health Nurse title. Placement on 
and movement aloes the salary schedule will be done consistent with 
City aractices. 

(3} Effective Tanuary 1, 1026 add a new l I h̀ Step on the SZ schedule after 
twentwone (21) years of continuous service, at an amount 3.25% 
hieher than the salary for Stea 10. 

Section 4.2 Pav Durins Absence 

All leaves of absence or other time off shall be witho~it pay except as otherwise 

expressly pro~~ided in Article V of this Agreement. 



Section 4.3 Pav on Promotion or Transfer 

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

accordance with the then current Regularions Governing the Administration of the 

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

Annual Appropriation Ordinance. 

Section 4.4 No Pav Durine Strikes or Lockout 

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

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

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

Section 4.5 Life Insurattce 
(a) The Employer agrees to pzavide $25,000 Group Term Life Insurance at no 

cost to the employee, subject to Section 4.8 below. Employees must complete a City of 
Chicago Group Term Life Insurance enrollment form set, including the employee 
beneficiary section of the form set, in order to qualify for coverage in the Basic Group 
Term Life Plan. The failure of the employee to complete the enrollment form set will 
result in termination of the employee's Basic Group Term Life Insurance coverage. 

(b) The Employer agrees to provide procedures for employees to purchase 
Group Term Life Insurance, and Universal Life Insurance, in addition to the basic Group 
Term Life Insurance coverage described above, at addirional cost to the employee. Such 
options are outlined in Appendix B of this Agreement. 

Section 4.6 Health Insurance 
(a) The Employer shall provide to employees and their eligible dependents 

Group Health, Dental and Vision Care as set forth in Appendix C of this Agreement, 
subject to Section 4.8 below. If any other bargaining unit of employees of the Employer is 
required to pay less in premium con~ibutions or receive higher benefit levels under the 
medical care plan, then this unit of employees shall pay the same and/or receive the same 
benefit levels. 

(b) Family CoveraPe: 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. 

(c} Maintenance of Insurance: The current practice permitring 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 the Agreement. 

(d) Employees who participate in the Employer medical plan or an HMO shall 
make the following contributions toward their health care coverage, based on the 
applicable percentage of their base salary, subject to the then applicable salary cap: 
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Salary 
Single Employee + 1 Family Cap 

July 1, 2017 12921% 1.9854% 2.4765 $90,000 
July 1, 2018 1.7921% 2.4854% 2.9765°h $100,000 
January 1, 2019 2.2921% 2.9854% 3.4765% $115,000 
January 1, 2020 2.7921% 3.4854% 3.9765% $130,000 

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

period basis. 

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

(f) The Emnlover and the Union will establish a working ~roun to study the 
feasibility of creative elieibility for emnlovees who retire to be afforded 
insurance coveraee of the applicable COBRA rates until Medicare eiiQibility. 
Nothins urevents the workin¢ erouo from includine other bareainins units 
to study this issue. 

Section 4.7 Plans Administration 

The insurance plans are provided through contracts between the Employer and 

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

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

maybe any conflict between said plans and this Agreement, the provisions of the plans 

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

at reasonable times. 

Section 4.8 Toint Labor Manaeement Cooveration Committee on Health Care 

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

determinations and recommendations of the Joint Labor Management Cooperation 

Committee ("LMCC") negotiated between the Employer and the Coalition of Unionized 

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

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

its authority related to the achievement of significant and measurable savings in the cost of 

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

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

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

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

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

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

agreed to participate in the LMCC ("Participating Labor Unions"). 
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Appointment by the City and Participating Labor Unions of a Co-

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

Authority of the LMCC to make recommendations and 

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

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

City of Chicago and third parties. 

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

Secrion 4.9 Reduction #rom Full Time to Part Time Status 
Employccs will not be rcduccd from full-time to part-time status solely to avoid the 

payment of fringe benefits under this Agreement. 

Section 4.10 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 $55A 6 5.00 per month, 
beginning on the effective date of ratification of this Agreement Thereafter, the 
maximum reimbursement will increase effective each February 1 by the 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 $S 
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 
favarable to employees than the provisions of this paragraph, upon notice from the Union, 
the Employer will meet and discuss with representatives of the Union the possible 
application of said new program to employees covered by this Agreement. 

Section 4.11 Relief in Hieher Classification 

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

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

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

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

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

responsibilities of a higher rated classification outside of the bargaining unit will not be 
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paid at the higher rate, but may accept or decline the assignment. 

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

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

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

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

purpose of this section. 

The Employer will equitably rotate assignments to higher rated jobs 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. In the event the Employer makes a rotational assignment 

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

following a request from the Union, will meet and discuss the Employer's rationale for 

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

Section 4.12 Uniform Allowance 

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

receive a uniform allowance of $600 per year. Employees may purchase uniforms from the 

ature of ~l►eir ~liui~e; provided, huwever, they follow the policies issued by the Employer 

from time to rime. Notwithstanding the language above, nothing herein prevents the 

Employer from establishing a uniform voucher system, a commissary, etc., and requiring 

employees to obtain their uniforms from a required vendor and reimbursing employees 

only for the cost of the uniform. 

Section 4.13 Deferred Compensation 

Ef#ective ianuary 1. 2023. the Emnlover will continue to make contriburions, on 

a dollar-for-dollar basis. under a 401(a) Plan (or anv similar successor elan 

geed to by the parties) uv to the maximum of $50Q per year, based on 

amounts deferred by each employee in 2023 to that emolovee's 457 Plan. Such 

contributory oblieation shall increase as set forth below: 

Effective ]anuary 1. 2024. the Emalover will contribute $1.50 for each dollar 

contributed by each emvlovee under a 401(a) Plan (or any similar successor Dian agreed 

to by the Union) uv to a maximum of $750 per veaz based on amounts deferred by each 

employee to the emvlovee's 457 elan. 

Effective Tanuary 1, 2027. the Emvlover will contribute $1.75 for each dollar 

contributed by each emvlovee under a 401(a) Plan (or any similar successor Dian agreed 

to by the Union) up to a maximum of $875 per year based on amounts deferred by each 

em~lovee to the em~lovee's 457 ulan-
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Section 4.14 COVID-19 Pandemic Pav 

In reco¢r►ition of emvlovees' service during the continuing COVID-19 pand_e_mic. 
all emvlovees «ho were on the payroll, on approved leave, on layoff with recall riPhts, at 
any time between luly 1, 2022, and December 31, 2023, and svecifically including 
former employees who retired or were otherwise separated from service on or afterluly 
1, 2022, shall receive (1) a one-time, lump sum bonus of $3.000.0Q on either Tanuary 1. 
2025 of 30 days after ratification of this A.ereement, whichever date is later. 

Notwithstandine the laneuaQe above, if an employee is otherwise elieible to 
receive this one-time luma sum bonus, but.vas elieible for and received a pandemic oav 
bonus because said employee was represented by another bareainin~ unit, that emulovee 
will not receive the one-time lump sum bonus as described above. 

4.1 S Payment of Waees 

Effective on the first day of the fourth (4'h) month after the date of ratification, 

the payment of ~vaees provided herein shall be due and savable on the seventh (7`e) and 

twenty-second (22"d) day of each month. 

Within ninety (9C1) calendar days of ratification of this Agreement, emvlovees 

shall enroll in direct devosit and resister to receive their notification of pay deposit 

advice electronically throueh the Emalover's proeram for that vurpose (currently known 

as "GreenSlias") if they have not done so already. Emnlovees will receive their 

notification of nay and deposit advice electronically throueh GreenSli~s the first pay 

eriod after re~isterine for GreenSlivs. 

ARTICLE V 

ABSENCE FROM WORK 

Section 5.1 Holidays 

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

1. New Year's Day 7. Iuneteenth 

2. Dr. Martin Luther King's Birthday 8. Independence Day 

3. Lincoln's Birthday 9. Labor Day 

4. Washington's Birthday 10. Columbus Day 

5. Casimir Pulaski Day 1 I. Veteran's Day 

6. Memorial Day 12. Thanksgiving Day 

13. Christmas Day 

In addition to the foregoing ~-- ~ thirteen (13) paid holidays, employees shall receive 

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

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

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

vacation at that time. Any paid holiday in the pay period sha11 be counted as a regular 

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

first working day following such holiday, the holiday shall be considered as an additional 

day absent without pay. 

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

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

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

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

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

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

Notice of the employee's election shall be made no later than the first regular workday 

following the holiday on which the employee performed said work. 

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

If an employee is scheduled to work on a Holiday and fails to report for work, the 

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

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

Section 5.2 Vacations 

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

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

amounts of paid vacation, based on such employee's continuous service prior to July 1: 

Length of Service 

Less than 4 years 

4 to 8 years 

9 years or more 

Vacation 

13 working days 

18 working days 

23 working days 

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

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

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

whole number of days. Any month in which the employee worked fot at least 50% of the 

time shall be credited for purposes of computing vacation leave. 

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

vacation, except where she/he was discharged for serious misconduct (i.e., violent acts, 
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criminal acts, drug and alcohol violations on the job, or gross insubordination.) 

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

his/her bank at the time of resignation. 

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

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

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

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

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

The request must set forth the beginning and ending date of the desired vacation. In 

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

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

grant vacation preferences for all employees within a position classification within a facility, 

but is able to grant some, the preferred vacarion periods will be granted on the basis of 

total continuous service. 

(fl Employees who file their preference by January 31 shall be notified of the 

vacation schedules not later than April 1 of that vacation year. 

Section 5.3 Forfeit of Vacation 

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

unless the employee was denied vacation by the Employer, or the employee was unable to 

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

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

an employee still has unused vacation time during the fourth quarter of the vacation year, 

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

vacation year, may carry over no more than free-E3/ five 5 such days into the next 

vacation year. Effective the first full calendar year following ratification of the Agreement 

by City Council, employees who have completed ten (10) or more years of continuous 

service may carry over no more than €ire-E5~ seven 7 such days into the next vacation year. 

All such vacation days deferred in this fashion must be scheduled upon mutual agreement 

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

they are carried over. Employees on duty disability shall retain any vacation leave earned 

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

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

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

following their return to work. 

Secrion 5.4 Sick Leave 

(a) Each employee may be allotted sick leave with pay for periods not exceeding 
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twelve (12) working days in the aggregate during each calendar year on account of sickness, 

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

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

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

leave at the rate of one day for each month of employment through December 31 of that 

year. Sick leave maybe used in accordance with the City of Chicago Personnel Rules, Rule 

XXVIII. 

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

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

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

working for another public agency shall not be transferable. 

(b) Employees shall accrue sick time at the rate of one (1) day on the first day 

of the month for each month of employment. In the event an employee, or a member of 

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

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

Employer will make available to said employee up to the full amount of sick time the 

employee w~ula have accrued fur t ie re~udir~~ler of that calendar year as if he/she were 

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

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

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

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 that calendar year as if 

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

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

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

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

Chicago Personnel Rules, Rule XXVIII, Section 2. 

Section 5.5 1ury Duty 

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

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

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

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

Employer and receives pay or compensatory time for said work. 

Secrion 5.6 Bereavement Pav 

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

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

consecutive days including the day of the funeral. Where death occurs and the funeral is 
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to be held out of Illinois and beyond the states contiguous thereto, the employee shall be 

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

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

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

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

receive the leave of absence without additional compensation. 

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

wife, brother or 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 and grandchildren, court-appointed legal guardian, and a person for whom 

the employee is acourt-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. Domestic partners are defined as two persons regardless of their 

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

residence for at least six months; are each eighteen years of age or older; not married to 

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

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

jointly sharing their financial responsibilities. To qualify as a "domestic partner" under 

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

Chicago. 

Section 5.7 Military Leave 

Any employee who is a member of a 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 employees shall, as a condition precedent to payment, deposit his/her 

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

Any 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 days in any calendar year, provided that employees shall, as a 

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

the Employer with the City Comptroller. Any reservist called for active duty on or after 

September 11, 2001 shall be entitled to full salary and medical benefits, provided that paid 
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Leave shall be conditioned upon payment of military pay to the Comptroller. The right to 

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

Section 5.8 Faznily and Medical Leave 

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

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

up to twelve (1Z) weeks unpaid leave within a twelve (12) month period for any of the 

following reasons: 

(a) For the birth of the employee's child and to care for such child; 

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

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

condition; and 

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

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

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

City's policies. 

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

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

as of the date of this Agreement. 

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

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

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

which the employee may be eligible and elects to use. 

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

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

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

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

portion of the insurance during that time period. 

Section 5.9 Medical Leave 

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

request. Said medical leaves of absence shall be granted fer in increments of a minimum 

of one (1) week up to three (3) months, provided said leaves shall be renewable for like 
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three-month periods, for a total medical leave of absence up to one (1) year. The Employer 

may request satisfactory proof of medical leaves of absence. Employees on medical leaves 

of absence shall return to work promptly after their doctor releases them to return to work. 

An employee on a medical leave of absence shall be returned to work upon the expiration 

of his/her leave, provided the employee has complied with the Employer's procedure 

which shall be provided to the employee prior to the start of said leave. If an employee is 

granted an extension of his/her leave, he/she shall be returned to work upon the 

expiration of the leave's extension, provided the employee has complied with the 

Employer's procedures. 

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

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

but not accumulate seniority. 

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

reinstated to: 

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

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

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

employee returning from the Medical Leave of Absence has more seniority 

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

provisions of Section 6.6. 

Section 5.10 Personal Leave 

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

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

Employer. Seniority shall accumulate for employees on said leaves. Employees who return 

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

in service provisions of this Agreement. 

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

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

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

under circumstances temporarily inconsistent with employee's uninterrupted performance 

of his/her normal job duties, if satisfactory proof of the need for and duration of such 

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

conditions as set forth above. 
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Employees who return from a personal leave of absence within one {1) year shall be 

reinstated to: 

(a) their former posirion if it is vacant; if not; 

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

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

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

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

provisions of Section 6.6. 

Section 5.11 Duty Disability 

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

Leave of Absence. The Employer will mail the initial Duty Disability payment within ten 

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

l:ontingent upon continued verified authorization, subsequent payment will be n►dcle ~wi~e 

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

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

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

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

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

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

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

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

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

this Agreement. An employee granted Duty Disability shall continue to receive full benefits 
for any period he/she is on said leave in accordance with current practice. 

Section 5.12 Relieious Dav Accommodation 

An employee whose religious beliefs require that he/she not work when scheduled 

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

may take the day off without pay. 

An employee requesting this accommodation shall notify the Department Head or 

designee in writing at least five (5) calendar days in advance of the religious holiday. if 

written notification occurs less than five (5) calendar days in advance of the religious 

holiday, said request shall be granted at the Employer's discretion based on operational 

needs. Such requests shall not be unreasonably denied. 
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Section 5.13 Paid Parental Leave 

An emulovee wishine to take raid oazental leave must auuly and be eligible for 

Family Medical Leave Act (FMLA) leave. An employee is elieible for FMLA leave if they 

have been emotoved by the City for at least 12 months before takine the leave and has 

worked at least 1250 hours durine the 12-month period immediately prior to the leave. 

Effective lanuary I. 2023, elieible emolovees may be granted the follo~vin~ paid varental 

leaves, in coniunction with and as Dart of an approved FMLA leave: 

• Uv to twelve (121 work weeks of paid aarental leave for either the birth of the 

employee's biological child or children. (includine the employee's biolosical 

children born using eestational surro~acv). or for the adovtion or foster of a child 

or children by the employee. Anv paid parental leave is to be taken within the 

first year followine either the child or children's date of birth, or the initial date 

of placement in the employee's home in the case of adovtion or foster care. Paid 

parental leave may only be talten once Der birth or placement event and must be 

used before a bioloeical child turns one (1) year old or arior to the one (1) year 

anniversary of initial vlacement in the case of adoption or foster care. Anv 

unused paid uarental Leave will be forfeited at the end of such a rolling year 

aeriod. 

• Up to eight (8) work weeks of maid leave for employees who are acting as 

gestational surroeates for their own recovery for routine childbirth. If 

postpaztum complications arise that require additional leave, the employee may 

receive a maximum of twelve (12) work weeks of void leave, urovided that 

sufficient medical certification is vrovided to the employee's department. Such 

paid leave may only be taken once Der birth event and must be taken within one 

(1) year follo~vine the event. Anv unused paid leave will be forfeited at the end of 

such a rolline year period. 

Procedures for reauestine and returning from said parental leave, includine complvin~ 

with the leave urocess, are eoverned by the Citds Paid Parental Leave Policy. 

Nonvithstandin~ any other provision of this Aereement, paid uarental leave shall be 

granted as vart of an aaaroved FMLA Leave. 

ARTICLE VI 

SENIORITY 

Section 6.1 Definition of Seniority of Continuous Service 
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The term "seniority" and "continuous service" shall mean the same thing they are 

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

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

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

An employee earns continuous service credit even though he or she is not paid for: 

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

compensation; 

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

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

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

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

conducted to break seniority ties. 

Service requirements for advancement within the salary ranges of Appendix A shall have 

the implication of continuous service with the City of Chicago. For purposes of 

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

vacation benefits, seniority or continuous service shall mean service for the Employer 

regardless of job title or department. 

Section 6.2 Probation/Cazeer Service Status 

New employees will be regarded as probationary employees for the first si~~ twelve 

12 months of employment and will receive no seniority or continuous service credit 

during such probationary period. Any period of absence from work in excess of ten (10) 

days shall extend the probarionary period for a period of time equal to the absence. 

Probationary employees continuing in the service of the employer beyond their twelve 12 

month probationary period shall be career service employees and shall have their seniority 

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 procedure, provided that, (1) after the first six (6) 

months of the vrobationary period if the Emalover intends to imvose a discinlinary suspension 

on the probationary emolovee where the susvension will result in a loss of aay. prior to imvosing 
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the susaension. ejccevt in an emerrencv or where the employee is unavailable. the Emvlover shall 

notify the employee and the Union. and upon request from the Union. will schedule a meetins 

with the Union and the emnlovee to discuss and allow the emvlavee to respond to the 

accusations and/or (2) if the Employer, within its discretion, rehires a former employee who 

did not complete his/her probationary period within one (1) year from the employee's 

termination, and said former employee had served ninety (90} days or more of his/her 

probationary period, all time previously served in the probationary period shall be counted 

for purposes for determining when the said employee completes his/her probationary 

period. R probationary employee who has served ninety (90) days or more of his/her 

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

employment in the same job title in the depamnent from which he/she was laid off, so 

long as he/she does not refuse an offer of employment, and does not suffer a break in 

service under Section 6.4 of this Agreement. 

Probationary employees shall not be eligible for dental er~seait insurance but shall 

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

compensated at the same rate as career service employees. 

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

hire as a PHN III ~r PHN IV, was already em~l~yed in a City j~h classification in which 

he/she held Career Service status. 

Section 6.3 Interruvtion in Service 

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

with Continuous Service for time worked. Continuous Service credit will not be earned 

for absences without leave, absences due to suspension, or for any other unpaid leave or 

other interruption in service not specifically referenced in Section 6.1 above. 

Section 6.4 Break in Service 

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

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

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

(a) quits or resigns; 

(b) is discharged for cause; 

(c) retires; 

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

authorized Employer zepresentative unless circumstances preclude the 

employee, or someone on the employee's behalf, from giving such notice; 
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(e) fails to return to work at the expiration of an authorized Leave of Absence, 

unless there are extenuating circumstances which prohibit the employee 

from reruming to work on the expiration of the Leave; 

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

reason except military service, approved Union or medical leave of absence, 

or duty disability leave; 

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

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

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

service or more at the time the layoff began. 

Section 6.5 Fillies Of Permanent Vacancies 

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

prior to posting of that vacancy. 

(b) Employees within a department who desire a change in shift, days) off or 

location of their job assignment shall request such change in writing on the Employer's 

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

file for employees will be sent to the Union monthly. 

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

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

notice of posting being sent to the Union, provided the employee has the present ability to 

perform the required work without further training after a reasonable amount of 

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

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

months. 

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

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

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

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

(e) When filling a PHN IV vacancy and there are no said employees who have 
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requests on file prior to any notice of posting being sent to the Union, and there are no 

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

bidding. 

(~ All permanent PHN IV vacancies covered by this Agreement not filled as 

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

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

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

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

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

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

additional qualifications and dunes required by the Employer for the positions) posted. 

(g) Any PHN III may apply for any PHN 1V position covered by this 

Agreement by submitting a bid application during the posting period. An employee shall 

not be allowed to bid on his/her own classification. 

(h) All bidders for permanent vacancies shall meet the minimum qualifications 

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

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

determined to be permanently vacant by the Employer. If the Employer determines that 

two or more applicants are equally qualified to perform the work required, the Employer 

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

If selecting between employee applicants the Employer determines to be equally 

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

employee applicants. 1'he Employer shall determine whether employee applicants are 

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

proven ability and similar criteria related to the vacancy. 

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

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

sent to the Union. A successful bidder may not bid for another Emvlover determined 

permanent vacancy for six (6) months. 

During the posting, bidding and selection process, the Employer may temporarily 

fill the vacancy. 

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

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

the job. If the Employez has just cause based upon the employee's job performance at any 

time during that period that the successful bidder cannot perform the job, or if the 
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successful bidder desires to return to his/her former 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. 

Should the successful bidder be returned to the former iob the successful bidder 

held iust vrior to beine awarded the bid. the Emvlover is not required to revolt the bid 

for the vacant aosition if the Emolover decides to fill said position, but may select the 

new qualified individual on the ore4ualified candidate list. 

If the emvlover leas filled a vacant ~osititon in a Department and if within one 

(11 calendar veaz of the aosition beine filled, a vacancy occurs for the same volition is n 

the same Devartmen~ nothine herein requires the Emniover to post the vacancy for bid. 

Instead, the Emvlover may select the next candidate on the ureaualified candidates list 

to fill the vacant position. The vrequalified candidates list will remain active for one (1) 

year from the date the original vacant aosition was filled. 

Section 6.6 Layoff and Recall 

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

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

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

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

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

affected employees at least fourteen (14) calendar days nonce of any layoff. 

(b) All layoffs shall be by job classification within the Department. 

(c) Non-Career Service employees within the affected job classification shall 

be terminated prior to any Career Service employees in that job classification being laid off. 

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

order of their seniority, provided that the Employer may retain employees with special 

knowledge or skills. 

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

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

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

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

orientation. Said offers shall be by seniority. If the employee accepts a vacant job, the 
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Employer will afford the employee an evaluation period of up to ninety (90) days to 

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

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

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

the layoff list and shall have no further rights to bump of fill other vacancies prior to being 

laid off. The Employer shall notify the Union and the employee in advance of returning 

the employee to layoff if it appears to the Employer that the employee cannot perform the 

job. The Employer shall provide the Union with a list of the depanment vacancies, 

including the hours of work and location, if known, of available positions, prior to any 

movement of employees. If an employee subject to layoff is unable to fill a job in an equal 

or lower-graded bargaining unit classification under this subsection, the employee subject 

to layoff may displace (bump) the least senior employee, if any, in the most recent lower 

bargaining unit job title the employee to be laid off held in the Department, provided the 

employee bumping has the then present ability to perform the job without further training 

after a reasonable period of orientarion, and provided further that the employee bumping 

has greater seniority than the employee being displaced. The Employer will afford the 

employee who is bumping an evaluation period of up to ninety (90) days to demonstrate 

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

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

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

the layoff list and shall have no further rights to bump of fill other vacancies prior to being 

laid off. The Employer shall notify the Union and the employee in advance of returning 

the employee to layoff if it appears to the Employer that the employee cannot perform the 

job. 

(fl Laid off employees shall be placed on a layoff list, and shall retain and 

accumulate seniority and continuous service credit while on layoff, subject to the break-in-

service provisions of this Agreement. 

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

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

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

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

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

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

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

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

list, the time that said employee worked during the evaluation period will not be counted 
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when calculating how much time the employee has been on layoff for purposes of 6.4(g) 

and 6.4(h). 

Section 6.7 Balancing the Workforce 

Prior to taking any action pursuant to this Section, the Employer will notify the 

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

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

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

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

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

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

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

force as set forth below. 

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

to another, which would otherwise be considered the filling of a permanent vacancy, shall 

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

employees in the affected classifications) 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, and reassign them to another location, 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. Such employees 

shall also be permitted to volunteer for positions in the job classifications) at other 

locations that the Employer has declared vacant, 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 

shalt 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 

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

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

months after date of reassignment, and shall have preference over all other transfer 

requests for the original location. 

Section 6.8 Detailing 

Detailing is the temporary transfer of an employee to a work assignment within 

her/his job classification geographically removed from the employee's normal work site. 
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Employees) shall normally not be detailed for more than thirty (30) 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 ninety (90) days without the 

agreement of the parties. 

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

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

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

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

volunteers, assignments shall be made from among the employees within the organizarional 

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

present ability to perform the work. The Employer shall rotate such assignments equitably 

among the available employees. 

In the event of an emergency any limitations of this Section shall be waived for a 

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

section beyond fifteen (15) working days, the City agrees to confer with the Union 

regarding such extension. 

Section 6.9 Seniority Lists 

The Employer shall provide the Union with a seniority list every suc (6) months 

stt~e~~. Each month the Employer shall notify the Union of additions and deletions to 

that list. 

Section 6.10 Recivrocity 

Employees hired prior to July 9, 1985, 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 Chicago, the State of Illinois, the 

Chicago $oard of Education, City Colleges of Chicago, Community College District 508, 

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

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

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

advancement within longevity salary schedules, provided the above interpretation of 

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

service to another employer as stated above shall not have the period of such service 

credited and counted for the purpose of advancement within longevity salary schedules. 
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ARTICLE VII 

DISCIPLINE AND GRIEVANCE/ARBITRATION 

Section 7.1 Discivline 

(a) Non-probationary, Career Service employees will be discharged or otherwise 

disciplined only for just cause. 

(b) All discipline of any probationary or other non-Career Service employee, as 

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

Career Service employees shall be governed exclusively by the Cety of Chicago's Human 

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

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

the appeal to the Human Resources Board or Police Board is required. Once the election 

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

Police Board hearing. The grievance procedure provisions herein and the Human 

Resources Board or Police Board appeals procedure are mutually exclusive, and no relief 

shall be available under both. Disciplinary cases which are converted from a discharge to a 

suspension as a result of decision of the Human Resources Board or Police Board do not 

thereafter become arbitrable as a result of said decision. 

(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. Discipline of non-probationary, Career Service employees shall be 

for just cause, and, for such employees, principles of progressive discipline shall apply as set 

forth in the Personnel Rules of the City of Chicago. Such discipline shall be administered 

as soon as practical after the Employer has had a reasonable opportunity to fully investigate 

the matter. In cases of oral warning, 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 norify him/her of the accusations against the employee and 

give the employee an opportunity 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. 

If the employee requests the presence of a Union representative at a meeting, one will 

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

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

information. 
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The Employer will notify the union office in writing of the pre-disciplinary meeting at 

the rime the Employer notifies the employee. The Employer shall not have to 

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

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

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

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

Section 7.1(b) shall not in and of itself result in a reversal of the Employees 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 therefor. The employee shall initial a copy, noting 

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

(d) Conduct of Disciplinary Investigations By the Inspector General's Office 

Supplemenring 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 locarion of assignment, normal department location or other 

appropriate locarion, but not at a police station. 

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, 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. 
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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 invesrigarion, or for 

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

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

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

accordance therewith. 

G. An 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 

s~a~uwiy aliiiinistrative proceedings rights prior to the commcncemcnt of 

the interview. (2) If the allegation indicates that criminal prosecution may 

be probable against said employee, the provisions of this Section 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 subject to discipline shall have the right to be represented in the 

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

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

interview. The interrogation shall be suspended until representation can be 

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

Employer does not have the interview unduly delayed. 

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 invesrigation. 
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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 any polygraph e~camination shall be 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 investigarion 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. 

O. Any evidence or information including employee statements that is 

obtained in violation of the rights enumerated in this Secrion, shall be 

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

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

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

ordinance which tzansfers the invesrigative 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. 

(e) Personnel Files 

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

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

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

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

disciplinary acrion which are over two years after the date of the incident or the date upon 

which the violation was discovered, whichever is longer, shall not be used against the 
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employee; provided, however, that said record of discipline may continue to be used as a 

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

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

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

time within said two year period. 

Secrion 7.2 Grievance and Arbitration Procedures 

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

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

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

Agreement between the Employer and the Union or any of the employees it represents 

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

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

agreed that the time limitations set forth herein are of the essence and that no action or 

matter not in compliance therewith shall be considered the subject of a grievance unless 

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

(c) Before a formal grievance is initiated, ~l►e em~luyee ~ltall ~lisiuss the matter 

with her/his immediate supervisor. If the problem is not resolved in discussion, the 

following procedure shall be used to adjust the grievance: 

STEP I 

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

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

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

provided, the employee or the Union will indicate what Section and part of the 

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

her/his immediate supervisor. 

B. The immediate supervisor will notify the employee in writing of her/his 

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

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

days after receipt of the written complaint. 

STEP II 

A. If the grievancets not settled at Step I, the Union representative and/or the 

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

form Step II to the Department Head's designee and/or Director of Nursing 
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within ten (10) calendar days after the date of the decision by the immediate 

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

711e name of the Department Head's designee shall be posted for employees in 

areas where employee notices are normally posted and submitted to the Union. 

B. The Department Head's designee will notify the employee in writing with a 

copy to the Union of her/his decision on the grievance form Step II within 

seven (7) calendar days of the Step II meeting. 

STEP III 

A If the grievance is not settled in Step II, the Union or the employee may appeal 

in writing on the space provided on the grievance form Step III along with 

Steps I and II to the Department Head or designee within ten (10) calendar 

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

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

Department Head or designee. Any Department Head designee at Step III will 

be different than the Department Head's designee at Step II. 

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

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

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

STEP IV 

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

an employee or group of employees, may submit the dispute to final and 

binding arbitration, only if it involves an interpretation or application of a 

specific section of this Agreement, by serving a written request on the other to 

arbitrate, setting forth the facts and specific relief requested, within thirty (30) 

calendar days after the answer is given at Step IlI of this procedure. 

B. Within seven (7) calendar days after receipt of the written notice of arbi~ation 

the parties shall meet or otherwise attempt to select an impartial arbitrator by 

mutual agreement. If after seven (7) calendar days the parties are unable to 

mutually agree upon selection of an arbitzator, the parties will contact the 

Federal Mediation and Conciliation Service and request a panel of eight (8) 

arbitrators. No subsequent panel maybe requested except with the mutual 

written agreement of the Employer and the Union. The Employer and the 
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Union will alternately strike names from the listing of arbitrators until the 

arbitrator is chosen. The Employer will strike first. 

C. The Arbitrator will advise the parties of his/her fees and expenses prior to 

selection and will be expected to charge such fees and expenses. The fees and 

expenses of the Arbitrator shall be borne equally between the Union and the 

Employer. Each party shall be responsible for compensating its own 

representatives and witnesses. The cost of a transcript shall be shared if the 

necessity of a transcript is mutually agreed upon between the parties. 

D. The Arbitrator shall select a date for arbitration within sixty (60) days of notice 

that a grievance is ready for arbitration and submit his/her decision within 

thirty (30) days following such hearing. 

E. The parties may agree to submit more than one (1) grievance to an Arbitrator. 

F. An arbitrable matter must involve the meaning and application or 

interpretation of a specific provision of this Agreement. The provisions of this 

Agreement shall be the sole source of any rights which either party may assert in 

arbitration. The Arbitrator shall have no power to amend, add to, subtract 

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

interpret the existing provisions of this Agreement and 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/her 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 shall be final 

and binding on all parties to the dispute, including the employee or employees 

involved. 

(d) Any settlement at Step I, II or III shall be binding upon the Employer, the 

Union and the aggrieved employee(s). 

(e) Failure of the Employer to answer a grievance within the time limits herein 

shall permit the Union to refer the case to the succeeding step of the procedure. 
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(fl The Union will be informed of and allowed to be in attendance at all grievance 

or disciplinary hearings. 

(g) If the grievance or arbitration affects more than one employee, the grievance or 

arbitration may be presented by a single selected employee representarive of the group or 

class. 

(h) Either the Employer or the Union may file a grievance at Step III 

(i) Even though a grievance has been filed, employees are obligated to follow 

instructions or orders of supervisors of the Employer, subject to discipline, except where 

the instrucrion or order is so inherently dangerous to the employee that it could cause 

death or serious physical harm. The Employer agrees that by following instructions or 

orders the employee does not waive the employee's right to process her/his grievance. 

(j) Upon written request, at any step of the grievance procedure, the 1_Inion shall 

be given specified written materials, policies or documents pertinent to the grievance under 

consideration to which the Union is legally entitled. 

ARTICLE VIII 

EDUCATION TRAINING AND PROFESSIONAL DEVELOPMENT 

Section 8.1 Tuition Reimbursement 

Rules and procedures regarding tuition reimbursement shall be as described in 

Appendix E attached, which by reference is made part of this Agreement. 

(a) Employees shall be entitled to tuition reimbursement subject to the restrictions 

provided in the Tuition Reimbursement Policy identified as Appendix E in this 

Agreement. 

(b) The Employer will, upon request, notify the Union in writing of the names of 

employees who have been granted tuition reimbursement, the amount of the 

reimbursement, and the names of employees whose applicarions were denied. 
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This request should specifically identify the employee by name and by title 

code. No more than two (2) requests shall be made per calendar year. 

Section 8.2 Continuing Education Outside the Department 

Employees may receive up to 35 hours per year of paid time for continuing 

education related to public health (e.g., workshops, seminars, classes, etc.), as approved by 

the Commissioner. Continuing education for employees is not mandatory. 

Section 8.3 Protocol 

Requests for leave from work to attend in-service training or continuing education 

programs outside the Department must be submitted in accordance with applicable 

Department procedures, and are subject to final approval by the Commissioner or his/her 

designee. 

Section 8.4 Precentors 

The Employer and the Union mutually recognize the value of preceptorship in the 

training of new bargaining unit employees. Where the City assigns an employee to precept 

a new employee, the appropriate City supervisor will discuss the terms of the preceptorship 

with the preceptor and the new employee, and the Department will utilize its current 

validation checklist, or some other similar informal written document. The preceptorship 

will be taken into consideration in any evaluation of the precepting employee's 

performance with respect to his/her caseload. 

Section 8.5 Trainine 

The Employer and Union axe committed to the principle of training for employees 

in order to improve the efficiency and effectiveness of the Department of Health. The 

Employer has the right to require employees to attend training without the toss of pay, and 

the Employer may request proof of attendance. The Employer may change an employee's 

start time to coincide with the hours of the training. 

Section 8.6 Advisory Training Committee 

An Advisory Training Committee shall be established in the Department of Public 

Health composed of representarives of the Commissioner and at least one representative 

from Teamsters, Loca1743. Teamsters, Loca1743, will appoint its representative(s). 'Phis 

Committee will meet quarterly, unless the parties mutually agree to meet less or more 

frequently, and said meetings will take place during the working hours of employees on the 

Committee. Employees will be allowed to attend Advisory Training Committee meetings 

subject to prior supervisor approval and operational needs. The Committee may make 

recommendations to the Department of Public Health regarding public health, job-related, 

educational and/or training programs and development opportunities. 
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ARTICLE IX 

DUFS/FAIR SHARE FEE DEDUCTION 

Section 9.1 Dues Deduction 

Upon receipt of a written authorization in a form agreed upon by the Employer 

and the Union, the Employer shall deduct from the wages of the employees concerned the 

dues uniformly required and shall forward the full amount to the Union by the tenth 

(10th) day of the month following the month in which the deductions are made. 

Authorization for such deduction shall be irrevocable unless revoked by written notice to 

the Employer and the Union during the fifteen (15) day period prior to the expiration of 

this Agreement. The Employer will not similarly deduct the dues of any other organization 

as to employees covered by this Agreement. 

Section 9.2 Fair Share 

It is further agreed that thirty (30) days after the later of the execurion of this 

Agreement or the employee's date of hire, the Employer shall deduct from the earnings of 

employees who are not members of the Union, a monthly amount as certified by the 

Union and shall remit such deductions to the Union at the same time that the dues check 

off is remitted under terms and procedures as shall be agreed upon in negotiations between 

the Employer and the Union. It is understood that the amount of 

deduction from said 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 9.3 Rieht of Non-Association 

Nothing in this Agreement shall be inconsistent with Section 6(g) of the Illinois 

Public Labor Relations Act in protecting the right of non-associarion 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 9.4 Condition of Emvlovment 

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 good standing in the Union during the 

term of this Agreement. 

Any present employee who is not a member of the Union shall, as a condition of 

employment, be required to pay a fair share (not to exceed the amount of Union dues) of 

the cost of the collective bargaining process and contract administration. All employees 

hired on or after the effective date of this Agreement and who have not made application 
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for membership shall be required, thirty (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 contract administration and pursuing matters affecting wages, hours and other 

conditions of employment. 

Section 9.5 Indemnity 

The Union shall indemnify and hold the Employer harmless against any and all 

claims, demands, suits, or other forms of liability, including damages, attorney's fees (as 

outlined in the side letter) and court and other costs that shall arise out of any action taken 

or not taken by the Employer for the purpose of complying with this Article, or in reliance 

on any list, notice, certification or assignment furnished under any of such provisions. 

ARTICLE X 

UNION REPRESENTATION 

Section 10. I Unison Revresentarives 

The Union will advise the Employer in wriring of the names of the business agents 

and stewards authorized to act on behalf of the Union. 

Section 10.2 Investigation and Processing of Grievances 

Union stewards and grievants will be permitted a reasonable amount of time 

without loss of pay during working hours to invesrigate and process grievances where this 

does not substantially interfere with the efficient operation of the department, provided 

that stewards shall observe the Employer's reasonable visitation rules for Union 

representatives. The employee shall ask 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 

unreasonably denied. Paid rime off to investigate and process grievances under this 

Secrion does not include any time spent preparing for or presenting arbitration hearings 

after Step III of the grievance procedure has been completed. 

Secrion 10.3 • Rieht of Access 

Union business agents will be permitted to enter the Employer's facilities for 

purposes of handling grievances, observing conditions under which employees are working, 

attending meetings authorized by this Agreement, or for the administration of this 

Agreement, consistent with the Employer's reasonable visitation rules. The Union will not 

abuse this privilege, and all activities shall be conducted in a manner so as not to interfere 

with the Employer's normal operations. 

The Employer agrees to make available conference or meeting rooms for meetings 

under this Arricle or authorized by this Agreement upon reasonable request of the Union, 
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subject to the Employer's reasonable rules relating to the Union's use of the Employer's 

premises. 

Section 10.4 Contract Neeotiations 

The Employer agrees to meet with Union representatives, including Local Unit 

representarives, but not iztore than four (4) who are employees covered by this Agreement, 

at reasonable rimes to negotiate a subsequent collective bargaining agreement. The names 

of designated representatives shall be certified to the Employer in writing by the Union. 

Said designated representarives attending the meeting shall participate without loss of pay. 

During the course of contract negotiations with the City, said designated representatives 

may also be allowed a reasonable amount of time without loss of pay during working hours 

for the purpose of meeting, and/or traveling to meetings, to discuss issues relevant to their 

representation of the Union in said negotiarions, provided that no one designated 

representative will be granted more than a total of four (4) hours of paid time under this 

Section in any calendar year, and provided further that the total paid time used by all 

designated representatives under this Section does not exceed twenty-eight (28) hours in 

any calendar year. Designated representarives will obtain the permission of their respective 

supervisors before using paid time under this Section, it being understood that the 

operational needs of the department take precedence. 

Section 10.5 LaborManaeement Meetines 

For the purpose of maintaining communications between labor and management 

in order to cooperatively discuss and solve problems of mutual concern, labor-management 

meetings between the Union and designated representatives of the Department of Health 

will normally be held on a quarterly basis. Representatives of other interested Ciry 

Departments may attend said meetings at their discretion. Fewer or more frequent 

meetings may be held by mutual agreement of the parties. Meetings shall be scheduled at a 

time, place and date mutually agreed upon with due regard for the efficient operation of 

the Employer's business. 

The parties may discuss any subject of mutual concern, except for grievances and 

changes in this Agreement. Each party shall prepare and submit an agenda to the other 

one (1) week prior to the scheduled meeting. These meetings shall be attended by a 

reasonable number of representatives of each party, which number shall be mutually agreed 

to by the Union and the Employer. Any Union representative who is a City employee 

shall ask his/her immediate supervisor for permission to attend alabor-management 

meeting on work time, it being understood that the operations of the Depamnent take 

precedence, but such permission shall not be unreasonably denied. 

Section 10.6 Orientation 

The Employer agrees to grant the Union a reasonable opportunity during the 

orientation of new employees to present the benefits of membership in the Union. The 
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Union may have up to one (1) hour prior to, or following, the Employer's normal 

orientation period. 

ARTICLE XI 

NO STRIKE OR LOCKOUT 

Section 11.1 No Strike 

During the term of this Agreement neither the Union, its officers, or members 

shall instigate, call, encourage, sanction, recognize, condone, or participate in any strike 

(including, but not limited to sympathy strikes and strikes to protest Union or third party 

conduct), slowdown, stoppage of work, boycott, picketing, or willful interference with 

rendering of services by the Employer. 

Section 11.2 Union Resaonsibility 

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, the Union further agrees it will use its best efforts to 

cause an immediate cessation thereof. If the Union immediately takes steps in good faith 

to end any strike, slowdown, stoppage, boycott, pickering or interference, the Employer 

agrees that it will not bring action against the Union to establish responsibility for such 

wildcat or unauthorized conduct. 

Section 113 Discipline For Breach. 

The Employer in its sole discretion may terminate the employment or otherwise 

discipline any employee or employees who engage in any act forbidden in this Article. 

Section 11.4 No Lockout 

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

Agreement. 

ARTICLE XII 

SUBCONTRACTING 

Section 12.1 

The Employer will have employees perform bargaining unit work where practicable; 

however, the Employer reserves the right to contract out work for reasons of efficiency or 

economy. 

Section 12.2 

Prior to subcontracting bargaining unit work, the Employer shall give notice of 

such contemplated action to the Union at least 30 days prior to entering into a 
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subcontract, unless emergency or other circumstances preclude 30 days notice, in which 

case the Employer will give nonce to the Union as soon as practicable after the need for the 

subcontracting is known. The notice shall be in writing and shall contain the name and 

address of the party who will perform the work, a description of the work to be performed, 

any contemplated impact on bargaining unit employees, and any other relevant data to 

enable the Union to discuss with the Employer alternatives to such action. Upon request, 

the Employer will meet with the Union within 3 days of such a request. 

Section 123 

If bargaining unit employees would be displaced by the proposed subcontracting, 

the Employer shall make available, on a seniority basis, equal-rated permanent bargaining 

unit jobs the Employer has declared to be vacant in the Department, or other 

Departments, in that order, provided the displaced 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 her or him to perform the 

work. 

ARTICLE XIII 

MISCELLANEOUS 

Section 13.1 Bulletin Boards 

The Employer or her/his designee in the department shall, upon the request of an 

employee of that department or agency, and subject to the availability of space, designate 

space on a bulletin board for the employee to post materials which do not relate to official 

City business. The employee shall not use such space for posting abusive, inflammatory or 

partisan political material. All materials which are posted by the employee must be signed 

and dated by such employee prior to posting, and bear the approval of the Department 

Head or his designee. 

Sectiton 13.2 Deleeation 

Employees shall not be required or directed to delegate nursing acrivities to other 

personnel inconsistent with recognized standards of professional practice and/or the 

Illinois Nursing Act and the Rules for its Administration. 

Section 13.3 Performance Evaluations 

As part of the evaluation process, the employee's supervisor shall discuss the 

evaluation with the employee and give him/her the reasons for such evaluation and an 

opportunity to clarify or rebut his/her evaluation. During the discussion each employee 

shall receive a legible copy of the performance appraisal, signed by the supervisor and the 

employee. The employee's signature will indicate only that he/she has seen the evaluation. 
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The evaluation form shall state that it is the employee's right to place a rebuttal in 

his/her file if the employee so chooses. Both the evaluation and the rebuttat shall be 

retained in the employee's personnel file. 

Section 13.4 Prohibition Against Discrimination 

(a) The Employer agrees not to discriminate against any employee on the basis of 

race, sex, creed, religion, color, sexual orientation , marital (including parental) 

status, age, national origin, ancestry. sender identity. disability, military service or 

discharge status , or Union activity. 

(b) Grievances by employees alleging violations of Section 13.4~a) shall be resolved 

through Step III of the Grievance Procedure of this Agreement, but shall not be subject to 

arbitration unless mutually agreed by the parties. 

Section 13.5 Reasonable Accommodation 

Whenever an employee (or the Union at the request of an employee) requests an 

accommodation under the Americans with Disabilities Act ("ADA"), or such an 

accommodation is otherwise contemplated by the Employer, the Employer, the employee 

and/or the Union will meet to discuss the matter. If the Employer, the employee and the 

Union reach agreement, such agreement shall be binding on the Employer, the Union and 

all employees. 

In the event a grievance is filed over any action or inaction by the Employer, and 

the Employer claims that such action or inaction was based on the Employer's obligarions 

under the ADA, the arbitrator shall take the Employer's obligations under the ADA, the 

Union's obligations under the ADA, as well as the provisions of Section 13.4 (non-

discrimination) of this Agreement when rendering his or her decision. 

Neither party shall unreasonably withhold its consent to the reasonable 

accommodation of an employee. 

It is the intent of the parties that reasonable accommodations adopted by the 

Employer conform to the requirements of the Agreement to the extent practicable. In the 

event of a conflict between this Agreement, any agreement or settlement hereunder or 

arbitration award and any decision of any agency or court of competent jurisdiction 

finding a violation of the ADA, such decision shall take precedence over the Agreement, 

and agreement or settlement hereunder or arbitration award. 

Informarion obtained regarding the medical condition or history of an employee 

shall be treated in a confidential manner. 
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Section 13.6 Health and Safety 

The Employer shall continue its efforts to provide for a safe working environment 

for its employees as is legally required by federal and state laws. 

Section 13.7 Extension of Benefits 

Any improvements in holidays, vacations, sick leave for salaried employees, 

automobile reimbursement, group health, vision care, dental, life and accident benefits, 

bereavement leave and jury duty leave granted to the majority of ot~ier employees of the 

Employer during the term of this Agreement shall also be granted to employees covered 

under this Agreement. For nuraoses of this section, a "maiority of City unionized emvlovees" 

eaccludes sworn employees of the Police Department uniforaned members/emvlovees of the Fire 

DeparCmen~ and emvlovees in prevailine wave rate classificarions. 

Section 13.8 Protocol Connmittee 

At least one bargaining unit employee will serve on each protocol committee 

involving nursing practice. The Union will encourage bargaining unit employees to 

volunteer to serve on a protocol committee. 

ARTTCT.R XTV 

DRUG AND ALCOHOL PROGRAM 

Section 14. I 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 productivity, all of which creates an undue burden on the persons 

which the City and the employees covered by this Agreement serve. 

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

and property, and to provide a safe working environment. To this end, the Employer has 

also established its confidential Employee Assistance Program for employees with personal 

problems, including alcohol and substance abuse, and the parties to this Agreement urge 

employees who have such problems to urilize the Program's services. 

To maintain a workplace, which provides a safe and healthy work environment for 

all employees, the following drug and alcohol program is also established. 

Section 14.2 Definitions 

(a) Alcohol: Ethyl alcohol 

(b) Prohibited Items & Substances: 
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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 as job sites or work 

locations and over which the Employer has authority as employer. 

(d) Employee: all persons covered by this Agreement. 

(e) Accident: 

an event resulting in injury to a person requiring medical attention or causing 

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

or indirect cause. 

(fl Reasonable Cause: 

erratic or unusual behavior by an employee, including but not limited to 

noriceable 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 14.3 Discinlinary Action 

(a) All employees are expected to report to work in a physical condition that will 

enable them to perform their jobs in a safe manner. Further, employees shall not use, 
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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 on duty is under the influence of a 

prohibited substance, the Employer shall have the right to subject that employee to a drug 

and alcohol test. At the Employer's discretion, the employee may be placed on 

administrative leave with pay until test results are available. All documentation concerning 

the decision to perform a drug or alcohol test and the test results themselves shall be kept 

confidential pursuant to the terms of Section 4(j) herein. If the test results prove negative, 

the employee shall be reinstated. In all other cases, the Employer will terminate all 

employees who: 

(i) test positive for drug and/or alcohol use; 

(ii) refuse to cooperate with testing procedures; 

(iii) are found to be under the influence of drugs or alcohol while on duty and on 

the Employer's premises; 

(iv) are found in possession of alcohol, drugs or drug paraphernalia, or are found 

selling or distriburing drugs or drug paraphernalia, on the Employer's 

premises. 

( c ) All adverse employment action taken against an employee under this program 

shall be subject to the grievance and arbitration procedures of this Agreement. 

Secrion 14.4 Drus and Alcohol Terrine 

(a) The Employer may require drug and/or alcohol testing under the following 

conditions: 

(i) a test maybe 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; 
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(ii) a test maybe required if an employee is involved in a workplace accident 

or fighting; 

(iii) a test maybe required as part of a follow up to counseling or 

rehabilitation for substance abuse for up to a one year period following 

the end of an in-patient rehabilitation program or one year and 30 days 

after the initial counseling session. 

(iv) as may be required by the terms of an agreement (such as, an 

intergovernmental agreement or the like) or grant program. 

(b) Employees to be tested will be required to sign a consent form and chain of 

custody form, assuring proper documentation and accuracy. If an employee refuses to sign 

a consent form authorizing the test, he or she will be subject to termination. 

(c) Drug and alcohol testing will be conducted by an independent laboratory 

accredited by the relevant agency of the United States Department of Health and Human 

Service ("DHHS"), and may consist of either blood or urine pests, 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 the 

DHHS guidelines for federal workplace drug testing programs, dated June 9, 1994 and as 

may be amended hereafter by DHHS. 

(e) Initial and confirmatory test results which meet or exceed the cutoff levels for 

drugs set forth in the DHHS guidelines (and as they maybe amended) shall be regarded as 

"positive," and shall presumptively establish that the tested employee was under the 

influence of drugs. 

(fl 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 of alcohol. 

(~ The cost of inirial and confirmatory testing will be borne by the Employer. 

(h) Drug and alcohol test results shall be reported to the Commissioner of 

Human Resources or his designee in the manner to be prescribed by the Commissioner. 
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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 iniriate disciplinary proceedings under 

Section 14.3 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 Human Resources, provided that the Employer's testing laboratory shall 

arrange for transmitting said sample to the second laboratory. Positive results of said 

retesting shall be conclusive as to the presence of alcohol or drugs. The failure to take a 

sufficient sample, 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, buy shall be placed in a 

special locked file maintained by the Commissioner of Human Resources, except as such 

disclosure maybe required by this policy, law or ordinance. Such information shall be 

regarded as confidential and shall be used by the Employer in accordance with the 

provisions of this Article. 

Section 14.5 Emnlovee Assistance Prosram 

The parties to this Agreement recognize that impairment due to drug and alcohol 

abuse can be an illness which should be treated. Accordingly, 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 XV 

COMPLETE AGREEMENT, WAIVER AND SEPARABILITY 

Section 15.1 Complete Asreement 

This Agreement represents the sole and complete Agreement between the parties. 

Section 1~.2 Waiver 

The parties ackno.vledge that, during the negotiations which resulted in this 
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Agreement, each had the unlimited right and opportunity to make demands and 

proposals with respect to any subject or matter not removed by law from the area of 

collective bargaining, and that the understandings and agreements arrived at by the 

parties, after the exercise of that right and opportunity, are set forth in this Agree~nent. 

The parties expressly waive and relinquish the right, and each agrees that the other shall 

not be obligated during the term of this Agreement, to bargain collectively with respect 

to any subject matter concerning wages, hours or conditions of employment referred to 

or covered in this Agreement, or discarded during the negotiations, even though such 

subjects or matters may not have been within the knowledge or contemplation of either 

or both of the parties at the time they negotiated this Agreement. 

Section 15.3 Modifications 

After this Agreement has been executed, no provision may be altered or modified 

during the term of the Agreement except by mutual consent in writing between the 

Employer and the Union, and only at a conference called for such purpose by the parties 

and ratified by their respective organizations. All such alterations or modifications shall 

be executed with the same formality as this Agreement. 

Section 15.4 Senarability 

Should any provision of this Agreement be rendered or declared invalid by reason 

of any existing or subsequently enacted legislation, or by decree of a court of competent 

jurisdiction, only that portion of the Agreement shall become null and void, and the 

remainder shall remain in full force and effect in accordance with its terms. 

ARTICLE XVI 

TERM OF AGREEMENT 

Section 16.1 Term of Aereement 

This Agreement shall be effective from the date upon which it is ratified by the Ciry 

Council of the Crty of Chicago, and shall remain in effect through 11:59 p.m. on June 30, 

~~ 2027, subject to the terms of Sections 16.2 and 16.3 of this Article. Thereafter, it 

shall automatically renew itself from year to year unless at least sixty (60) days and not more 

than ninety (90) days prior to the termination date or anniversary thereof, either party gives 

written notice to the other by Certified Mail, return receipt requested, of a desire to 

amend, add to, subtzact from, or terminate this Agreement. In the event such notice of a 

desire to amend, add to, or subtract from the terms of this Agreement is given, the parties 

shall, within a reasonable time thereafter, enter into negotiations concerning the request. 
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Section 16.2 Health Plan Reonener 

Each party reserves the right to reopen this Agreement in order to further negotiate 

the Health Ptan set forth in Article 1V for the following reasons: 

(a) Any changes) 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; 

(b) The lack of achievement of health care cost containment as anricipated by the 

parties pursuant to the establishment and administration of the Labor-

Management Cooperation Committee on health care ("LMCC"), as defined 

below: 

The parties charge the LMCC with the responsibility of approving Plan 

changes that will result in significant cost containment or savings, as 

measured by a projected increase of costs for any individual plan of no 

more than 8% in Fiscal Year 2009 and each fiscal year thereafter when 

compared to health care costs in Fiscal Year 2008 and each previous 

fiscal year thereafter, respectively. 

2. Should the Plan changes approved by the LMCC Eail 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, capays and co-insurance, to 

prevent the cost increase from exceeding 8% as measured in subsection 

(a) above. 

Should the plan changes approved by the LMCC fail to achieve cost 

containment or savings as stated in subsecrions (a) and (b) above by the 

end of the following fiscal year, either party may elect to reopen 

negotiations as set forth herein on the following specific topics: 

• Health Plan set forth in Article 9; 

• Structure of the LMCC; 

• Composition of the LMCC; 

• Funding of the LMCC; 
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provided, however, each party reserves the right to reopen this Agreement in order to 

negotiate the Health Plan set forth in Article IV no later than June 30, 2011. 

If any one 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 IV. Should either 

party elect to reopen negoriations pursuant to this provision, it shall submit written notice 

to the other party. Thereafter, the parties have ninety (90) days within which to reach 

agreement on the Article. If the parties fail to reach agreement at the conclusion of that 

ninety (90) day period, each party reserves the right to reopen the entire Agreement. 
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IIV WITNESS WHEREOF, each of the parties hereto, by its duly authorized 

representatives, has executed this document on the date set forth below: 

FOR THE UNION: 

Date: _ ~ ~' ( Z'~ 

1 1 

-Si2,U h ~ o n 2ep 

Date• ~ ~ ~~ ~ ~ Date• ~~' ~ ̀ ~ - ~ ~;~ ~ _ 
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APPENDIX A 

SALARY SCHEDULES 

BARGAINING UNIT CLASSIFICATION GRADES 

SALARY SCHEDULE SZ 

JOB CLASSIFICATION 

Public Health Nurse III 

(effective through 12/31/2024) 

Public Health Nurse IV 

(effrcrivr-. rh~~c,ugh 12/31/2024) 

CLASS GRADE 

6 

7 

Supervising Public Health Nurse 7 

(effective starting 1/1/2025) 
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SZ: SALARY SCHEDULE for REGISTERED NURSES- TEAMSTERS LOCAL 7a3 
Ercedve Oa~e triRe2~ 
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SZ SALARY SCHEDULE for REGISTERED NURSES -TEAMSTERS LOCAL 743 
Efle~live Dade 1112025 
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SZ: SALARY SCHEDULE for REGISTERED NURSES - TEAMSTERS LOCAL 743 
ERadive Gaye 1MlZ02fi 
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SZ: SALARY SCHEDULE for REGISTERED NURSES- TEAMSTERS LOCAL 743 
ERedive Date 1Hf2027 
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APPENDIX B 

LIFE INSURANCE 

Optional Group Term Life Insurance 

Effective upon rarification of this Agreement, or upon implementation of the plan, 

whichever is later, full-time or full-time equivalent Registered Nurses shall have the option 

to purchase additional Group Term Life Insurance under a new plan (Plan C). Present 

employees may opt for new Plan C or stay with old Plan B. New employees will have the 

new Plan C option only. 

Plan B - Optional Group Term Life Insurance - Fixed Rate 

Full-time or full-rime equivalent Registered Nurses shall continue to have the 

option of purchasing addirional insurance in $1,000 units up to an amount equal to the 

employee's annual earnings rounded up to the next multiple of $1,000. The monthly 

premium each employee pays will depend upon the amount of coverage selected. 

Premiums will be deducted from each paycheck. 

Plan C - Optional Group Term Life Insurance - Graduated Rate 

Full-rime or full-time equivalent Registered Nurses shall have the option to 

purchase additional insurance in the amount of one, two, or three times the Nurse's salary. 

The monthly premium each employee pays will depend upon the amount of coverage 

selected and age. Premiums will be deducted from each paycheck. 

Universal Life Insurance Program 
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Effective upon rarification of this Agreement, or upon implementation of the plan, 

whichever is later, full-time or full time equivalent Registered Nurses shall have the 

additional option of purchasing Universal Life Insurance for themselves, their spouses and 

any dependent children. The monthly premium each employee pays will depend upon the 

amount of coverage selected and age. Premiums maybe deducted from each paycheck. 
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APPENDIX C 

MEDICAL CARE BENEFITS 

The following changes in the current City Health Care Plan (the "Plan") shall 

become effective on January 1, 2006, unless otherwise provided in this Appendix B. 

Unless changed by this proposal, all other aspects of the Plan shall remain in effect. 

1. Plan Alternatives. 

The Plan shall consist of three separate alternative coverages - a PPO plan ("PPO"}; 

a PPO Plan with a Health Reimbursement Account ("PPO/HRA"); and two HMO 

plans ("HMO"). 

~. Plan Design. 

(a) Net~~~ork Plans: 

(i) The deductibles, coinsurance and out-of-pocket maximums for the PPO 

Plan and the PPO/HRA Plan are set forth in Eachibit 1 hereto. For the PPO 

and PPO/HRA Plans, all covered services are subject to the annual 

deductible unless otherwise indicated. HMO benefits in Exhibit 1 are not 

subject to capays unless the capay is specified. 

If the Employer decides that the PPO/HRA alternative lacks sufficient 

employee enrollment or is cost prohibitive, it may discontinue that 

alternative provided the Employer provides reasonable prior notice to the 

Union and an opportunity for those enrolled in the PPO/HRA to enroll in 

another plan. For this purpose, "reasonable notice" shall be defined as 

notification in writing of the employer's intent to discontinue the plan at 

least ninety (90) days prior to the proposed discontinuation where 

circumstances are within the city's control. In atl other cases, the City will 

provide the maximum notice as is practicable under the circumstances. In 

addition, in the event that a new health care plan becomes available to the 

City during a Plan year, the Employer shall have the right to include that 
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new plan in the Plan alternarives upon reasonable notice to and discussion 

with the Union. 

(ii) The PPO/HRA Plan shall have an HRA account for each employee (to be

administered by the relevant claim administrator or other third party administrator 

which the Employer shall determine, with prior notice to the Union), which 

account shall be credited with $500.00 per individual, and $1,000.00 per family per 

Plan year. Such amounts must be used for "qualified medical expenses" (as defined 

by the Employer), and can be carried over into the next Plan year if not used in the 

preceding Plan year. 

(iii) The PPO and PPO/HRA Plan will provide a "wellness" feature for members 

with a maximum annual benefit of $600.00 per individual, which is not subject to 

the Plan deducrible or co-insurance. 

(iv) Add an emergency room deductible of $100.00 to the PPS and PPS/HRA 

Plan which amount shall be waived in the event the individual is admitted to the 

hospital. The Employer will interpret this provision consistently between its 

various bargaining units. 

(v) Add a disease management feature for active employees. The Employer will 

consider any input from the Union through the Labor Management Health Care 

Committee concerning the structure and implementation of this feature. 

(vi) Expand the Employer's 125 Plan effective January 1, 2006, to provide for a 

voluntary "flexible spending account" feature to allow for the contribution by 

participants of up to $5,000 per Plan year to fund certain medical expenses (such as 

dental, vision, deducribles, capayments, drug co~payments, and over-the-counter 

drugs) on a pre-tax basis, subject to the normal IRS rules regarding such plans. 

(vii) All newly hired employees shall be required to participate in the PPO Plan for 

the first 18 months of their employment. These employees shall be eligible to 
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parricipate in the first enrollment period following the 18 month anniversary of 

their dates of hire. 

(b) HMO Plan: 

(i) The HMO Plan shall have the minimum features set forth in Exhibit 1 

hereto. 

3. Health Care Contributions 

(a) The schedule for employee contributions to the Plan, as set forth in the 1999-

2003 collective bargaining agreement(s), shall remain in effect until June 30, 2006. 

(b) Anew employee contribution schedule, which shall hec~me effective July 1, 

2006, is set forth in Exhibit 2 hereto. 

4. Prescription Drue Coveraee 

(a) Retail Drue Plan: 

For the PPO Plan, PPO/HRA Plan, and HMC~ Plan, the following capays 

shall 

apply - 

(i) generic tier 1 - effecrive through life of the Agreement - $10.00. 

(ii) brand formulary tier 2 (brand with no generic substitute) -

effective July 1, 2006, $30.00. 

(iii) brand with generic substitute - $10.00 generic capay plus the 

difference in cost between brand and generic drug. 

(iv) brand non-formulary tier 3 - effective July 1, 2006, $45.00. 
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(b) Mail Order Plan: 

The PPO Plan, the PPO/HRA Plan, and HMO Plan shall have a mail order 

feature. The co-pays for the mail order plan fora 90 day supply are as 

follows 

(i) generic tier 1 - effective through life of the Agreement - $ 20.00. 

(ii) brand formulary tier 2 (brand with no generic substitute) -

effective July 1, 2006, $60.00. 

(iii) brand with generic substitute - $20.00 generic co~payment plus 

difference in cost between brand and generic drug. 

(iv) brand non formulary tier 3 - not available in mail order. 

5. Dental and Vision Plans 

(a) Preventative Dental Plan: 

The Employer shall maintain the current PPO and HMO dental plans with 

changes to capays and deductibles according to the schedule attached as 

Exhibit 3 hereto. 

(b) Vision Care Plan: 

The current vision plan will be deleted. Vision benefits are to be included 

in the PPO and PPO/HRA Plans, and under the HMO's pursuant to the 

coverages available in those plans. 

The Employer reserves the right to add to, change, modify or withdraw this 

proposal until final ratification of the entire agreement is concluded. 
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EX}iIB]T 1 

BENEFIT PPU PPO w,'t[RA _ ._ Hl~t(~ 

': ';^. HRA (sin- N;'A ~~00,: ~ 1~~~0 

gle/family) 

Co-Insurance 90~Yo%6~°/u 90%/60% `~,' ~. ! 

(in/out of net- ~ 

work} ~, 

HEALTH 

INSUR4NCE l~iighlights v4 Healch litsurance Piaii, CO11ClllilZd 

(SECnoN 25.21 ~ 

BENEFIT PPO Pl'O w1HRA H1~4O 

!n-Network $30Q/person (ef£ $1,000 person ?~; -' ̀ . 

Deductible l/1/06) $2,000 family 

$350/person (eff. 
1/ 1/0i} 

max of 3 per family 

Ou~~of-Network $1500/person (eFf. $3500 per person Status Que 

neductible 1/1/Q6) max of 3 per family 

~ $ 3000/fa m i Iy 

N; ?. ^ i~~-Network OPX $1500 per person $3000 per person 

$3000 per family max of three peL 

(includes gamily 

deductible) (deductible not 
included) 

Uut•of-Necw~rk $3500 per Everson $11,500 per person Status Qua 

OPX $7000 per family $34,000 per family 

ER CaPayment $100, waived if $100, waived if $100, waived if 

admitted; not ap• admitted; nog gip- admitted 

plied toward plied toward (eff. 1/ii 06) 

deductible or UI~X deciucrible or SPX 

(eff. 1/1/06) (eff. 1/1f06) i 
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HEA1.'I~-t ----~ 

(; ~j,~LgNCE Highlights cif Health Insurau~~ flan, ~cinti~tucJ 

ts~c,-~io~ ~s.z> L

$ENEEL"1 PPa ' PPO w/HR4 I H~v[O 

Office Visits 90%/0 % ` 9~°%/60°io ~1~,00 CcrI'ay 

t 

Pediatric Please Re~rr ~o !'fea~e Refer w Cuvereci 

lmmunizatiun Wrllness SeneFit Wellness Senefi~ 

Pap Please Refer to Pl~;isc Refer ro $15.00 Co-Pay 

Smear/Routine V(~'eilnesa Benefit VC'?llness Rrnefir (eff. :/t/06) 

llyne~ology ~ r
$0.00 ~,aPay 
(eff. 1/1/07) 

$15.00 ~.oPay 

~'I.~tlilt[lOgIB([15 ('lr~,P Rerrr to i'lease: R:Eer [o (eff. 1/1/06) 

~X'ellnes; Bcnrii~ ~ Wellne~~ Rencf;t $20.00 ~,o-~ay 
(eff. 1/]/07? ~ 

$15.00 Ca-Pay 

Ju~pat~ent ~J0~'4~;'h~~°!,, f 4l~%~b0~c, ~eff. 1/1/06) 

Surgery ; $24.00 CaPay 
(eff. 1/ 1/07) 

$ ! 5.00 CaPay 

In-Panenr !{ospit:~! ~a'iu,/fiU";, y0~~~/~U9~ Jeff. l~l/0b) 

Servi~Cs $0,00 Co-Pay 
(eff. 1/ 1/07) 

Jufp.~t«n: ~ JO%;'~l!`~, - - 90°io/nC°S, _'~~vcr~cl ~' 

t_aboraro~. 

C~u~~_red t)iicpatirn; y0`Yu/50`;% i 90`.'/o%6Q% 

ll.~ciiologt~ 
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-- 
H~~LTH 

-- _ - - - - , 

INSURANCE Highlights of Health Insurance Plan, Continue 

(SBC['tON 25.1) 

BENEFIT PPO PPO w/HRA HMO 

Physical, Speeds 90%x'60% 90°/u/60% bQ ~omUined 

& Occupational 
Restoratten Unly 

KestoraCion Only Visits per Calendar 

Therapy 
Year, 

Restoration only 

9C°1o/60% 9Q'3'o/60~Yo 

Cardiac Cardiac 

Cardiac Rzhabilita~ion Reha6ilitatten 

Rehabilitation Services Services Covered 

Only in Programs Only in Programs 

Approved by Claim .Approved by Claim 

Administrator Administrator f 

~ (lZweekso:36 (1Z weeks or 36 
srssions/year) SCSSIUIIb/year} ' 

i 

Pulmon~iry 90%'60% 90°/6/50% Covered ~ 

Rehabilitation 

Respiratory Therapy 90°ib/60°/o 90%/60% Cowered 

90`%/60% 90°!0/60% 

Restorative Services Chiropractic Care Chiropractic Care Covered, Re• 

d~. Chiropractic Unly Only quires Referral 

Care 20 Per Yeac, Max 3 20 Per Year, Max 3 from Primary 

Modalities Per Visit Modalities Per Visit Care Physician 

Chemotherapy, 
Radiation and 90%/6Q°,6 9fl%; 60% Covered 

Dialysis 

Outpatient Priv~i~r Covered, Requires 

Duty Nursing ~J0%/60% 90%/60% HMO Approval 

Skilled Nursing Covered, Up to 

Care 90%/fi0% 90%/60g'o 120 Days per 

Calendar Year 

Hospice and 90%/60°/v 90`~'o/b0% Covered 

Home EieaEthc~re 

DMf & Prosthetics 90%/60% 9Q%/b0°h C~7vered 
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HEALTH ---- -

]NSLT.RAI3CE Hibhfights of }-iealcl~ 1iuu~rancc flan, Concinucd 

(SECTION 25.2) 

BENEFIT PPO PPO w/HRA HIviO j 

Outpatient Diabetic 90%/b0% 90%/60% 

Education Two Visits Pcr Two Visits Per Covered 

Lifetime Lifetime 

Routine Foot Nat Covered Not Covered Not Coverea 

Care 
^ Fertiliry'Trea[ment Available Ac- 

90%/60% 90%; bC~o cording to HMO 
Guidelines i 



E ALTH 

INSURANCE ~ 
f 

(SECnON 25.2? 

BENEFI•i• ` 

Highligl~t~ c~(t~~:alth Insurance Plan, Continued 

Pi~O ~ PPO witlRr~ 

1 n pa Lien t: 90°h/b0°lo 

Outpatienr: 80% ~f $100 Max Covered 

Mental [!lness 
Expenses per Session; Only 7 
Sessions Covered if Treatment 

Care 
[s Not Certified; Max Covered 

Expenses: $5000/year 

Mental Health & Substance abuse Max 

Expenses: 
Individual: $37,S0Q/year 

Individual: $250,000/lifetime 

Family y500,000/tifctime 

Substance 
Abuse (npattent: 90%%609b 

OutUacicnr. 8C°.4, of $100 Max Cowered 

Cxpenses per Session, Only 7 

Sessions Covered if Treatment 

~ !s Not Cenified; Max Covered 

Expenses: $5000/yeas 

lVlrnt~l Health'S~ Substance Abuse M~uc 

F.xpe uses: 
lndividua{: $37,500/year 

irdividuat; $250,000/lifecimc 

Family: $SC0,000/lifetime 

Nearing Screening: ~ Hearing Screening; 

Hearing Exarns Co.ered in Covered in 

and Aids VVel;ness Henefi~ Wetiness Benefit 

Hearing Aids: :~o~ 
f{earin; Aids: Nor 

Covered Covered 

Lifetime Limits Maximum Lifetime Limit is $1.5 Million 
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H1~4O 

Lo-Pays for 
lnpatienr and 

Outpatient Services; 

$15.00 Co-Pay 
ieff. 1/ 1 /06) 

$2Q.OQ Cal~ay 
(eff. 1/ 1/07) 

Service Limitations: 
Inpatient: 30 
Days/Ycar 

Outparient: 30 
Visits/Year 

Ca-Pays for 
Inpatient and 

Outpatient Services: 

$15.00 Co-Pay 
(eff. t/1/061 

$20.00 Co-Pay 
(eff. t/1/07) 

Service limitations: 
Inpatient: 30 

Days/Year 
Outpatient: 30 

Visics/Year 

screening: 

Covered in FuII 

Hearing Aids: Igor 
Covered 

i 
Na Limit 



1'IEALTH 

1NSUR.~Nt^13 

(SECI'tON 25.2? 

BLNEFII.

Highlights of Health Insurance Ptan, Continued ~ 

~ 

PPO YPO wJHR.A HMO 

Wellness Benefit $60Q per year (effective 1% 1/46) 

lnc udes: Subject to furthec review and 

development, the Wellness Benefit will 
Available According 

cover, outside of deductibles; (1) routine 
to HMO 

exams, 
(2} immunizations, (31 mammograms, and 

Guidelines 

C4?vision exams, lenses, frames and 

contacts. The Wellness Benefit wi[l also 

provide on-site heath assessments. 

Wellness Benefit is Noc Subject to Plan 

,4nnual Deductible . L ---- - 
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EXHIBIT 2 

6biPL0YEE CONTRIBUTIC)N SCHEDULE, 

(PER PAY PER1OD) 

I;OMPOSITE zA' ~ OF OVERALL SAIARY 

LEVEL Ur CUVCRAGE 

ANNLJALSALARY Sl\GLE EMPLOYL•L+l FAMILY 

-\LARY tEl~'EL Z9~1"ib OF PAYR+~LV24 1.98549'0 l~P PAYROLL,''24 2.4i65'?b OF 
PAYROL[./24 

CUNI'RIBUTIONS AT SfiLECTED SALARY LEVELS 

(PER P.~Y PERIOD) 

L~VfiL OF COVEHA~E 

ANNUALSAlAKY SIhTGLE EMPT.OYEE•! F4MII.Y 

Uuder $30,000 315.? ~. $ 3.88 3l"i.6 

830,001 $ lc.l i $24.82 $3D9h 

540,00G $? i .~4 X33.09 $4:.18 

~ S0,000 X26.92 $4 l .36 FS i .59 

hb0,000 y3Z.3C X49.64 $6t 9] 

X70,000 ~?'.fi9 "~~7.41 $i2.2.3 

$90,000 $48 4~ ~'i 4.45 $32.87 

$100,001: 553.34 $81.73 $163. i 9 

REFERENCE CURRENT EMPLQYEE CON?RIBUTION SCHEDULE 

01; D l j Z`K'~t~ LEVcL Ol' COVEIL9GE 

ANVUALSAL.ARY SINGLE EMi~LUY~~~l FAr4ILY 

UP T~ ~3Q,~0 $!x.50 $19.00 ~ZZ.UU 

$30, 1 TO 589,999 '. .0ZB I'~ OF PAYRO`._I-/24 t 579°b QF P,AYRDLU~?4 1.970796 ;)F 
PA`:'RULL,'24 

590,000 A.'~ID OVER X38.51 b=9.3C $ 3.95 
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E?CIIIBI'T 3 

Derrtnt HMO E'wv DFNTnL PPO Puh 

Nfus? USE PAyEI. f~F.N ~; K OUTC *3F~UVURK 

BPNEFI? DE`11 'N 
$1L~0 l'er Person, 5?00 1'er Person, Per 

,c~dividual Deduccibte $C Per Year Yeer 

(eff. i/I%06} {eff. l~l/06) 

A~inu I Maxtmu~ 6 aeEi U:~fmited 12 P<< Perso„ 

A N'1ZC PRUC C S 

BCACCS • Il er A e ~5 On ~ Z300 "aPa et~r __ ___ Noe Covered , 

!~!i ~v'fa CES 

Orai Exams (Twice a Year) 
Plan Pxt~ 8~% of ! 

140% Covered in PPO Allowable 

Cleanings (Twice a Year) 100% Covered in Pul[ Eul1 '\:nouns. Metnbcr 

X-R~ys Twice a Year' $10 C:crPaymenr (eFi. No DeductEble Pays A~lance of 

1/1/06) $10 CaPayinen[ Billed Charges. Nn 

f Space Maintainers (cff. 1/1%06) l)educti6lr. 

(Chitdre~~ under 12) I 

HASIC PROCEDIRtfiS C~rPayrnent {Member Paysl 

Amalgam (Fillings) - Onc Surface $16.53 (1/ 1/Gb) PVa~i Pays G~96 of !'Vaa Pays iD'~h of 

Pzrn;ai~enr X20.20(1/1/07) PPOAliawable PP~A1louable 

Memlxr Pays 40°~ Arno~mr. 

of PPO Allowable Meml~er Aays 

After Deductible 3alnnce of Billed 

Resin One Surface /interior $21.8Q (t/1j0ti) i;hnrges After 

Including Acid Gtcl~ 523.7b (111/07) DCC~U~(tIJ If 

Pin Retention (per tooth in $?8.34(i%1/05) 

addition co restocationy ~3QB9 L 1/I/07) 

Routine Extraction ~ingleTeorh $21.80 (1/l/06} 

$23.76 (1/l/Q7i 

plTn pays 50°~6 of Surgical Remova; of Gupred $41.42 (l/l/06} 

Tooth $45. l5 ( l/ 1/07) Plan Pays 6(1% of 

PPU Allowable, 
PPt ; ,411ow~bte 

Anwuar 
Surgical Removal of T'oodi ~ Sof4 $5.3.4 f i1! U06} 

Tissue ~mpaaion $58.22 (1/L/0"!) Member Pays 40°w 

of PPC7 rVlowal~le 

Member Pays 

Bal~:ice of Billed 

Surgical Removal of T'ooc,~ ~ ~ $76.30 (1:'IJQIi) Afire Dedvcnble. Ch~r~es After 

Partial Bo»y lmpaciior $83.17 l li 1J07) Deductible. 

Surgical Removal of'"ood; - $7630 (I/ V06) 

~ Complete Bony Impaction $83.17 Cl/l/07) ~ 

~ 
~\Ivcolop~fl9ry • Wt(houi ExtTac;io~u • $88.24 (1/I/OE) 

Per Quadrant $9b.24 (1/1/071 

Scal~,~g end Rout Planning - Per ~4 i.4? (1/1%a6) 

Quadrant with i.oeat Anesthesia $45.15 (l!1/Q7) 
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DErrra~ HMO Ptsw DErn'AL PPO i'u+r~ 

Musr L,lsE PM1EL Det~rr[sis 1N NETWORK UIJt' OF NETWORK 

Gingivectomy or Gi~zgiv~plasty • $l 0"7.86 (1/1/06) 
Per Quadram $tB2.97 (]/1/97 

Gingival Flnn Procedure Including $160.13 (1/1/06) 

Root Planing • Per Quadrant $174.b5 (1/1/07) 

Osseous5urgery,Fl~pEncryand $I&6.39 (1/V06) 

Closure -Per Qiiedranr ~Z03.17(1/l/07) 

Gulp Capping Qirecr or lndirecr '~l4.17 (1/l/06) 
$15.45 (1/1/07? 

RootC~na11"herapy (1/1;06) (I/1/07) P1aiiPaysSQ%of 
Pfau Pays 60% of PPO rUlowable 
PPO Altovrable fUnounr. 

Member Pays 40% Member Pays 

Anrerior $136.25 $148.51 of PPO Allovrable Ba;an« of Billed 

Bicuspid $147.!5 $160.39 A(~e~ Deductible. ChArgrsA!'[er 

Llolar 
i 

3(91.29 $215.05 Deduttible. 

Apicoecromy (First Ruui) ~ $126. 4 ~~/1/0b) 
i $137.BZ (1/1/07) 

$l~.26 (1/1/06) PaUia[i~e Treanneot 
$ t 6.63 11/ 1/07) 

$?3.98 {1/1/06} Limited Occlusion Adjusnnent 
$?6.14 ;1/1/07) 

Mn1oR R~-u~. nvt PRoc~t:Ras 

Inlay • Metallic (One Sutfacej $252.88 (i/1/06) 
X275.64 ;1/]/07) 

Onlay • Metallic (T1~rce Sur- ~34Z.26 ( t/ V06) 
faces) $373.06 (1% l/07 

wre Buildup induding Pins I ~I0lJ7 (1/1/0b) 
$110.49 (1/1/07? 

I 
~~a" ~''n ~~' °~ Temporary Crown • Wicl~ ! $b8,67 (1/1/06) 

Frncnired Tooth (no Charge [il i $74.85 ( i/ 1/07) ''tan [gays 60% of PPO ~illowablc 

ConjuncrionwirhPerma~~ent 
Tood1} 

I 
I 

PPOAllowable. 
Member °ays 40% 

Atnoum. 
Me:nbcr ?aye 

of PPO Allowa6te Balance ut Bilird 

Crown • Porcelai~i/Ceramic $353.16 (1/1/06) Afte: Deductible Charges A&er 

Substrate $384.94 (1/1j07 Lk~iucsi~lc. 

Crown • Fulf Cass, Base Metal $361.813 (1/1/06) 
$394 45 (1/1/0?) 

i Denture • Complecr Upper or $444.72 (1/1/06; 
lower $484.74 ~I/1/07) 

Lower Denture Reline - Chair $135.16 (1/1/06) 
side $147.32 (1/1J07) 
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APPENDIX E 

C;;1CFi.:Hl~.An~ Si:JNY.S''.ifll:rTScM~'.VTPv:.[i:Y 

uE.~L•RAL :.'iv~S~ "~a : crease ;he effect;vrn~~ss a~ miry stn•ices ce'he ~_~ti2ens o: Chier.Qo ;~y ~ns•~irag:ng the per~uz'. 

:eye?opmea: or City crrpioy~es tE~fOL~Pf1 2':~llC:a[IOi; ;ilbj crau~~~_;g, as vrei; as ro ~repa~^ em~.:~.ces For advzncemenr 

E^hECTIV~E DA-~: TLis ~o~:cy es effective Jui:: i !9~? I Reim:x,rseme~:: nor auy ,:our:t com~en~i~g ors ur 

a~:er this dare wi!1 ue sul~eu ;c ;his pc~~c~ sra:ernenr 

!. ~L'i~:{Bi~_e"fY R`'.i;~~.11REb{r:\liS• 

A Appl;c•~r:cs 

:~;y~r!fc~slts tnl:5[ Je C:,v e[r~~l0yees turrenc~~ ~r. a :,.iry }:a~,~*ai4. Boar. or c,i: ~ariuii irti! zriployees 

~t of^.e- govcrnmenca. age~,c::s are NOT eiiglL~e !or tt:is ~ragr~m. 

A}~Plicnn~ rtius[ !~~ hail-~i:re :"~ mit::mara of 35 hrs. a week; cr par[-ti^+e tr':orc cna•.i ! i 'h ~~~.:~ ice... 

that; i5 hrs. a week} ecr.p;~-:ees ~r-ie-gcn;:y apu:~~i:tmen~s, se. sor.a' r^pies, St~,aer.~ .ate 

`,- a:: eea arch e:hzr ;c;~t;em emp:~ ecs ar^_ *!C?T eligibly. 

Appii~a::rs scl~.xi ~r e,:nl.:men! r.- ~,:s~;,..er ~.-.Ce:.; _.ass-~c~m :.~srrucr.~r. =r.,i cr ~_i:a~er_... ~ ~• ,.... 

esida wirh:<i rye S:•.~ of ~..:,~ci.. .. ~z an o;:•u:~e c_..rsc o~ .,n,d~ :~1~ .h. erl~arr:se rr.c,._ .h.~ 

:z~1iur?merits ~1 r`~is pol.cy 

_ C:e.leges and '_ nr.e-s:~iea :r,~.ist ~e ac:red~ted 'cr :<<e :Vort4 ~ ;eaaa! tlsac-.A;:ri? ?! ~~.Ie~_s a:-, 

~ecr_.ndary Schools. 

Tenn:=a~%':'ota~ir_r.a! in>~~rt:r.oas rrst'.;e lice:~~ed b} cnz State of 1~;Sno;? cr ~F.e Com~m,ss~or ~, 

the ~lar::nai .4i~:x+a:_te^. ar -: r~ie and Techr Ica: ~chaels. 

~.~ .;:ses ciierea ~t ;c4~:~~1c nee s~.; ;u:_rPdire;+ r-a•r ~e apLr~vecl cy C e Depicrmzc~: of Hurn~:~ 

Rese:_rces, .f such courses ^.a:e ~~e?r. a~.~;~'~cri:ed b. ~ ti::crsing i:e~.rd ?n'.,~or nr_f:ssior.af 

~ssot:atton 

,. :curse of S~~.~dv 

.Curses ~t sRKfy ent~st ue re~2i.~ c, :~:;e emp:oyees ~c~r-eiit wnric ~r E~roGaL~e F•c.;re werkwit~ t:~e Cic~! of 

Ch icagn. 

!f' • :̀UhU'.T'OhS ~~1D Ll'v1(TATIONS C'J~+ nE!M4~~RSr4~E*:T~ 

A Rei~^1':~rsement ;s !invited t^ tv:o cn~~rsr Gtr term. 

B. F,e;TL•_:rserr~zi:c is t~.,r c,~ir?un an y: _cst ~vr gooks, !ab lets. !at.=_ penal~kes, ~u~••pl€_sane uch~t ~~~e~:iril %ees a:e 

A`OT :er~l~~~rsau~e 

e,i;;Lurseme~t wtL be i:mi:;tt i.~y ~,: ,imou :t or f~r,~+~.e;al 3:d the em~IO'yEP CfCc'1'JCS [(;,IR OCrCf Sources 
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D. Ti~i~ion fees paid .o a:~y Ciry College of Chicago will NC~TUe rei~nburse~. 

e Reimburs~mee.~ wiU be based on available hinds. 

r Tne ap;~~i;:atio:~ mast be approved by the emp~oyees ilep9-tmen~ F(e~d or designated an~honty~ ~r.d :v ;. c 

~eea~m~nc o~ H:ir;an Resources 

.41i apriic~nons must ue subrrirred !ro the De_~~rtmcnr .~t Httman Resources :vit~in ~hirry {30; dam aver 

the date :;~~es liegit~ 

H In die ease o a work~rela~ed semtnsr, ef~e applicatwn and accomu~~yi~tg eteer vi exylanfltio~t tn~sr Le 

approved i:y tFe Depanmer~t ui H,~mar, Resotcces pries co nc~ date of the seminar. 

The timely reimi:irseme:i: of :i:u~~: o cc the em~le}ce i~ :3epe:id:E1C G~OR :flt C~ii!~SC OF R~7LI~GiCiGIlS, 

iteizase of ^inaiiar.! A.id r,formae~on ~crms. origir.:.1 gzade repor[s and original receipts of oa~•menr by ;hr 

Deparrm,enr of Human Res~i,rees, Caruon, ync: ~sta-ic, or Xerox copies will NOT be a~~ceptz~i. 

f EmF.oyers expr=rind late ~ma! gradeis; ~r for same ocher reason wishing to h~~d upei~ thevc reiir:~u~srme,~+' 

R7!jJCS! (f1t.15r ~TO~l~CIV P..~r!`y ~hz Cep:~.rtmes~~r ~r Haman ~esour~es. Unless =hts pracdure is loliowui, 

rerrnluser.~ent w~l! :got be pair. 

A ~:,de:era,~I~~acz S:uez.v 

nor-:ulere two r;3) copies of the T~ut.on Reim~i:r;emenr Ap,.`.:::~nnn form iPbR~SU) 

Cample;e oe: (1; mpy of ~'.ie Re~cas~ ci F~na^c ?I Aid lr:Eor ::acien farm !?tR•i :; 

Immed~~rel~ send one (.: ::cup: of uZe P~~-5v Ecr:n, wu~c~.;r r~,e derar.^~e,:r~l sig:~ac~ re≤: ~ .c the 

PER•Sl orr~ :~ the Dc~a-rn~ent of H~:R'.ar. esoi:-.es, S[a3& vrga~::zanrr. Jc=~~'oprrer.r, l:ir~ 

xa~i - ~o~~-. . io 

Seal .ht se<<~r~ •,op~ e~ the PER-S for*:-, c:irougll your czprrrme~~~ 'a secure tf.e Deparrn:;rr 

Hesu'~ oz designared representat~~z's ~;,•,a~ure. `~'Uiser the sccer,~ copy is re~x~vec I~~ rile 

t7e~artme~r of Human Resources, cFe applicacwn wiU be rev~ewad anc~ t1e arpiicanc wil! Le 

nori~ied or its approval o- disaoprova 

~,:adu;:e and ~iocat:onai,iT~ch~-.:_al5~.iden~s 

~.~mplete preps AIA a; aLove 

i?repare a ter-er of ex~lana:iei; tc she Comm~ssicncr cf Human Feso::rces, .iescnuing L•aw rc:>> 

course v` s~+.icy is -elated ~o y~o:r presen[ or fun:rc jeu duties. Tnis letter is is lie s~gr.ed 6s the 

Depar~ment ~-tea~ ~r designj~ed r.uresenra;:vc and suUmitt~d wi;h the second ropv ~f she ?r~•~U 

to the t>euar~:necc o~ Ht:man Reso~irces. Un'ry one Iz~ce~ needs co 6e on 6le during your co~irse of 

srudg•. 

C Work Rrl3~ed 5em~nar Parti~_ipancs 

Com~fe~c ~v.•~ ;?' copies o. -he PER-JO germ 
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immediately se»d cne (1) ;:opy of :he PEic 5J term wicho<<r the de~~xn:nenrii signac:rs ~o the 

i?euar..ment o~ H~.,ma~i resources. 

Send :he second ccpy ~f she PFR.~O corn throeigh your ~epa:tment :~ seccre ~;~e veuart~ e~~r 

Hza:':'s or ;]es~gn~rec. represenrau~c '., s~grat:irc. 

Gomple~e ste•~ B-Z: The letter requested m ; ~i~ step r:,E;sr lie ,AFPRO~.'cD PC:iC)R cc the start 

ct` tF.z seminar. 

V' ReltifL~l)R~Eh'[E\T FtnTES: Fceimbt,rsem~nt s ,ased e:~ grade and ¢raricd on she foli~v::ngbass upon. 

sulm:ssior. of orig~na' grade ;epores and original receipts :,(payment c~ me Departmen~ of I'e;sc;n~ici. The rates 

are a~ ~ollews. 

~radz "~" F:.11 ;ime ~DG`~6 P,rt rime 54°6 

... vre r'B' ar.d "C' Full cin•~. ~ i`!6 Pact ,;m; ~ ~ 1/'?`•c 

Gra1uarc a~~d ,'ro~essi~:-gal ~c^eoi 

G;adz '~' P~.ii; nc~e - :00% dart ~irr:e ~ 5 °10 

:ir-.de '8' F.ui -:T:e -'?~!o 'a^ c~~:a. ;' 1. ""c 

iGca:l~<.,i .. aTt ~`Jl.r i,iR ~.; fsa~3lc ar r!^i_ :t.e: _ ~ st:.F~~' 

.. . ;ode ~ '?ass ..; a cvi;rse graded on a Pass/: ait `,:axis: 

. I nrnt ..'ScT~ ?arc ::me - 37 [:'2~'c 

L'' Fork-rcl2re~ serr.ietars a - c r~crtb~ r,ed ~~r t:^.e reg~s.:et:on tee o:~i~;. 

Vi 1=ailuce _o Corr.ply ~uirF~ ~~-~Ss ua:u~,• wi'.. re3~~':t n-, ,he disa~-?ceva.i ec the a~,p,ic~c~on ane! r,o,:-?aymrr; o 

reimb irsemer.c. TLe ! ~.:~.ar-me:it ~f Hr.rna;; R~seu;ces w:~l, it =.il cases, exercise [~e Clt',al juCgme_,~ a. t~ xhecher 

er no: r^imli;;rsemer:e ws~~ be gra~r:.d arid; i.`so, t~~e nn.~.~er ~f re~^ibt~raEc:iert. 

The Departrne.it of H,ima:: Rz~v:irces wii: adrn'tr.ste: c6e "T:.:i^c•i: R.e+ ~bursemc-a- p:ugram ~Nr~he~ ._ reozrd 't r ~e. _:~u:r. 

,eiigion, sex. age, nar~s;d c,- ig~n or r:ar.arcap. 

n.,e evert as emeloyee cu~r.~ences are ~ndergraduRiG Of P~f0Vi1RfC ~taCCL J:ii:l1C7:::~ a lsw 3egree? ~rogrxm afrcr t:u exe_tc~on or ::~~> 

ag:earer,t, acid obcxrw a~: under;rxduxu or graduate degree u ~t;; :i,e auiscan~c of the tv~tton reimbu:semrnr progra~r~, anti ~:~e 

::nployee, wrhin one Ali vca+ ::i ~t;raimng such oegcce ~c~unt~:ily ree~g~~s from the C:ry, a;! .vuia:~ coste i.l~^'bi rannU•.i:sew t.:hr 

eenptv~ee V5' -he E:npioyc in: obta~~ung si:c~ degree siza:! br :epai~ :e :.it ~mpicryer !f rhr employee ~wlur~a*}h' :esig;u tfr_r o::e i i` 

Year but kas than rv,e ;2? yearo- efte: nb.~:ring t4u degree. :he e:ngloxe s~xL eepa~ o~:r-hali IS~96a e! ~lic rueno~ re imbursetne~r. ,c chf 

~u:plover If the employre does nor co;npiz4e chr degrre p.ogra~r. and vei~.in!arily resi~i:s .4vm the G.1' ix enplavee ~nAU r, pay iCh?R4, 

~i a.l ;u~c:ri: rennourscmen~ rece.ved for airy ;aursr xir.piaec uithi^. twe C': yeas of such resigr;aron. E,nploye^_s cote:v:ng tu,twn 

-rii~;bur9c,nenr for sr=~. degr?mss a~ ,' . ~.~ a send:cian .,r cec~ivi~~g such :e.ri~.,Tsemenc, ~xecuce ar appropriate fora exisu:cr.: with eh~s 

~7.i i~' ~. ~: .. 

::}c provision sLali ~Soc app{y re :es:~iL:,rsanent wee:e :hc Cn~piOYee i≤ :ec;~.~eed bs ,ne Ernplop^. r ro a;xcci a:i r~uce. ;on>; ~. c=A~n.r~~ 

.x~gn~o rot shah rizis prownen xpp{y ro ei»pioyees whe Ft51g:: iTO117 .7:iE crpar~:ent wig';:i:~ -l;~ Gi!y ~f ~~i:i~azc r•: ..e p~~~cs~ of 

i.:cep::ng emplctia:~e:i: w~ithi:: ~ii~thvc Ci:~~ of Chicago llrparnr,t.x. 
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Ci`C~' OF Cl-tICAGO FROI'OSED LETTcR AGREEVtE'Vl~ 

'!109 

James Brennwsld 

,Assis:~nr Chief Lauor Co~;nsel 

Cicy of Chicago Department of Law 

30 N L"aSalle Street, Suice lQ4C 

~,hicago, Il3inois 606~Z 

Dear Mr. Brennwald: 

This letter is ro confirm our Agreemer; that Teamsters Locai 74~ i"rho 

L'nso;;'! v,~iIl provi;ie an :temi:ed Ia:T ~ha;e riotrce (hereafter "~locice`~ whirr: 

se-,: forth the major expenditures c.E d1c Lni~n qualifying nor fair :Fare 

rurposes. end a st~remen< char the ~ni~;;rmat::~r. on the Union's expenditures 

was o~ta:nod from .he mo~c recent annual audited Financial scaremenc or she 

Ut~ier,. The Urnun will also grov~de, as part of the Notice, a 3escri?cion of 

tF,e proccdu:e available to nr~~•member employees by an ;mprr:ial 

deci.~ier,-maker and a statement char d spored por.ions of fair share objeccocs' 

rser snare fees wit! be olz~ed ;:: an escro~x account while the ahiecriors are 

penci~ng. Prior ce distr~buhe~ ro ~:cr.•ci:earl:ors, the lln:on hail subm t t:z~ 

'Douce ro the irdividual or afiicial desigr:arrd yy the Empieye~ Ea::he purposz. 

'he initial Union notice shall satisry :Iris requiremer=c unless such notice :s 

amendzd or changed. 

~~ he fimpi~yer will provide the Uaion w;th cem~:lete names ant ad~:ecxs, c~ 

a monthly basis ter al' E:erst>ns hireu, ir. the union's bargaining unit. The 

! ~n~or. ~liafl nutiry in w*:tin; each non•momber employee in i.s bargaining uni~ 

of hi~,~l~er fair share obligatior. Thr ~`n~un shall be resconsible for 

distrib~non of all fair share notices ro nor.-members, including new hires, 

upon r~ceip~ of names and addresses nor these eanpioyees From the Employer. 

"rho Ute~on will :erufy to the Employer that distribution of *fie Notice as 

been cemplete~. '.:e ~mployrr sha11 r:ot be resp~nrible for the fair share 

pr~.:e~ses, except as prodded herein. The Employer shall r.ot ~~z a parry to 5u~ 

snail be bound ~y, arsy decision eb~a~rred through the Union's incesn~l fair 

share aispu~e resolunor, arocedure. `:he Employer shad not be respensi~le 

.mde- ar.y circumstances eo ;Uaranree the legal suf$ciency or iaer~al rcc~~racr 

of the l.~nion'~ fair shire ~alculatiais, fair sF~are amo~.~r,t or fair share 

p-oczdures. 

llte Emp .yen shall not be ohliga~ed to remit a fair sha:c deduction. co the 

l,'nion unai it has distr:bureC a fair ware notice and disuutz rPsolu~ion 

pcoce~iure :ersistenc w~t?~ the terms of this ie~ter ar~d ui Article 14 cf ;he 

coilecrive ba:vaining agreement Ir. the event of a dispute as ro compliance, the 

Emp{oyeT and the Urior. shall place deductions in an ~r.~erest hour+n; account 
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and proceed to an expedited arbitratioe on the issues(s) raised by the 

Employer. 

It is further agreed in connection with the ~ndemnificacion provisions of 

Arricle IX of the caileccive bargaining agreement that to the even.* of a claim, 

sort or demand brought against she Emp~oyer arming out of any action taken 

for the purpose of complying with the provisions of Article 1X of the collec~ive 

bargaining agreement, or in reliance on any list, no*ice, certification or 

asscgnment furnished tfiere::nder, the Employer shall have the option of 

represe~ring itself through the office of the Corperadon Counsel or through 

the appo;ntment of a Special Ass~sEant CorporAttcn Counsel In either ;vent, 

the Employer shall be solely responsible for the payment of the attorney's fees 

so generated in representing itself. If, however, the Employer does not exercise 

either of the above options: the linior. shall be solely responsible for the 

Ea}tn;rt of attorney's fees ituurred in she defense et the Employer, ~ro~~ded 

:her r`=r L3nion shall, after consulting with the Empl•~ycr, select the aaorr.ev(s} 

to represent the Employer, 

AGREED 

C! I'Y t~F Cl-[IC.4C1(~ "CEAtv1STEE~S LOI;A~ 743 

~Y By' ---

~~;.c:-- - ------------ 
Dare: 
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July Z1, 2011 

Richard Cristo 

Teamsters Local 743 

4b10 S. Tripp Avenue 

~,hicago, [ltinois 00632 

RED City of Chicago and Teamsters Local 743 

Conversion of Current Non-Career Service Pl-IN IVs 

Dear Mr. Cristc•. 

this is to confirm the agreement of the City of Chicago and Tzams~ers 

Local 743 (°t:n~on") that, eFFecnve on the Final dare o` ratificaeion of zhe 

parties` 20 l0-201? .Agreenrenc, all "non-Career Sen~ice" ?ublic Health Nurse 

IVs ("PHN [Vs") ;n the bargaining unit who, as of said dare, (11 are ei~her on 

the Employer's payroll, ur on ~n apFrwed leave of absence; and {2} have peen 

e~rtplo~ed by the t=,iry as a PHN iV Fot at [east ~ix (6} months, as such tim; 

period is determined under Section 5.~ of thz Agreement, shalt be converted ro

"Career Service" ~-atus in the PHN iV job classification. 

N~~hic:g in *h[s letter of agreemen~ shall bE construed as aEectin; the 

determina:ivn of ar.y PHA (V's seniority in acco[dance with the terms of 

Section 6.1 of the P.g:eemenr. 

Please ~i~n below re ryckuowiedge the Unic n's ~grze~~n~ re she 

toregoir.g. 

James {,~. $rer.mvald 

Chief Labor Negotiates 

(312) ?44.5395 

Af1f:F:tU= 

I'~~.';1~l~~RS 1.i~C:~.; 'i3 

Dace: 

cc. )im Karsgianes 

Don O`Mal;ev 

Carol Hamburger 



):.ly 21, ~~11 

Richard Cristo 

Teamsters Local ?43 

4620 S. Tripp Avenue 

Chicago, 11linois 60632 

RED City of Ch:cage and ~feamsters Locaf i43 

implementation of I~tw Salary Schedule for Grade 6 

Near Mr. Cristo: 

This i~ to confirm the parties' agreement [hat, In implemencic~g Sec[ion 

4.1a ot` the Agreement, the City will follow she acrachzd "Guidztines Far 

[mplcmentat=on of Salary Schedule Ad}'ustmenc for Grade E " 

Sincerely, 

lames 4:2. Brennwald 

'._.hief i.aber Negotiator 

(312j ?aq-5395 

r~=..a~,~~ : Ens L~.~=,~ ~a :. 

Dare: 
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~(IIDF.LINES FOR I~ttl'LEMENTATIU~'~' ~F 

S.~L,4R r' SCHEDt,'GE a DTUS7MFN'I FOR GRADES 6 and 7 (SE'G77O1YS 4. !a a: ~d bJ 

?/?i/;l (Revised 1%~~!t4) 

NE~1? SALARY SCHEDULB RATES FOR GRADES 6 AND ? 

.4. Effective dace: This salary schedule adjustment wil': become e~fecr~ve cn cfie'srs? day 

of t;,z f;rse full payroll period following the final dare ~= ret~fica~ion of clie CBA. 

3ased nn current salan~ schedule. Look at the curre~~ salary schzdule. 

vrade≤ o afld l za~es m~~vcd one sie~ .o the Deft. On tae effective dace of this salary 

schedule adiu~tmenr, the currznts~ep I ;entry) rate drops off the table, the current 

stet ~ rage becomes t:~e new step 1 rate, the current step ,i rate becomes the new 

sreF l rate, etc. TIZe n?w ~teF 10 rate wiU be as ver forth in Seecions 4.lia) aid (b). 

2. PLACENtENT OF GRADES b ?►ND' 1NCC,'~iBEtiTS CN NEW SALARY 

SCFIEDULE~ ONE STEP TO THE LEFT 

:=eltcu° iF_e turre~~ razz. Also on she e{fzctive date of this Galan sche;~~le 

adjustment, incumbent employees in Grsdes 6 and ? ~.vill be placed i~ the step .n 

their grade ~hac correspcnds to Their curren~ step rate. ; hat is, ea=!-, s~1cn employee 

(except for employees a: s[eu i ~ see Se:ow) will ~z moved cnr step cc~ the .eft, s~ tF~ 

emplovee~s .urrent step rate will remain the sarie, a; least ;niriail~ 

Elieibie ~:: advancelre~urn to former seep ~+ase~a on rune ~kready served at ccrrent 

Sie ra'r._ 

1,1) Incumbent employees who ar? moved one step co the left will rets!r. their 

anr,iver_ary date, and wii! be eligiole ~e advance/return to their `ormer step 

{and the new, hig:ier rare lot chnr step) on the completion of one year ar 

rhzir current stzp rate lor, ir. the case of employees moved from step 2 co 

step l , on the co:npletior. of sic months at their cvnent step rate. 

(?? In determining how long an emoloyec has been at hi5!he: currem step rare, 

all time already served ac she currea~ step rare will be ;nc uded. 

~3) An iiicumbenr z~r,pioyee who has been moved one step to :tze left wi_l ~e 

eligible to advance/return immediareiy to his/her rormeT prep Viand ch: new, 

higher rate for coat step) ~~r, [he eifettive date of this salary schedu(z 

adjustment if (aj the emp'oyee's former step was 5, F, ', 8, Y or 10, and she 

employee has already been at his;'her current step rate for a~ least one year; 
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or (b) the employee's rormer step was Z, and the employee has already been 

at hs/her current stzp rate tut at least 6 months 

l41 The effecta~e date e~ chrs salary schedule adjustmznt will become the new 

anniversary date for employees who advance/return immediately co eheir 

former stop. 

INc:C,L1BENT E~4PLOYEES AZ' STEP ONE 

Any employees who are at step 1 as of she effective dace of this sa'tary schedu.e aajuscmen~ 

will remain at step 1, but at the new, higher step ! rate. The effective date of thL~ salary 

schedule adjustment wilt become the new anniversary dace fec such employees, who wilt 

Cher, become e~igiL-le for ad~~ancement to stet 'c on .he completion of fi mor,ch~ ai the new 

,:cep I rate. 

A1~DIT1ONAL ACROSSTHEBOARD PERCE~TACE 1NCREAJE QN ]ANC:ARY 1, 

ZAt6 

:4_her ac~ilisring :h~ rates for C;radrs 6 and 7 of the salary schedule as described aL•ove o:~ me 

effective dote of this saEary schedule ad;ustme~t, and after placir.; ~neumben~s iii wades 6 

and "t in she appr~priare steps, all seeps in Grades 5 and i will be increased ir. ac;:or3ance 

with the tertrs of Se~t:on 4.1c, 
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MEMORANDUM OF AGREFJ4AENT ON tfIEWORK{NG 

This Memorandum of Agreement (~~ggreement") is rracfe a^d entered into 

as of the dates per forth bebw. by and between the Caw of Chicago and the 

Teamsters. Locol 743 ("the Union"j. 

This AgreemenT shod establish the ~*amework for the implemerlotion of o 

lelework option fm indtviduai employees in cerfoin job titles represented by the 

Union with{n the Depvrtmen! of Public Heofih in the City of Chicogo. While the 

parties agree +hat allowing employees to perform their duties remote►y may hm,e 

a positive benefit to fhe Department's overoN operation, the successtui 

imalemenfafion of Femoie and/or hylprid work schedules depends upon a 

number of Fac}ors. inctudin~ the specific rate of the d~~ires of `.he jab 

clossifcotio~. the ooerationQ needs and eff~ciencie~ of the Dspartment. the 

need t~ serve the public in an in-p2rso~ capacity. the wary toad o~ an :ndiv'duai 

e ~pioyee, an emp~oyee's ind:v~duol work o~d des; ~pfnary history. and the 

employee's ability to work in o remote cnd unsupervised work environrient. 

All em~~oyePs w~a ore szlec~ed fey pa~ictpation in a teie Nork prog~~r^ W`~! 

oe subjec' io the terr,~s of the c~Rant Telew~ric Policy as impiEmented by the City 

of Chicago f~ its ~pn•represe~~Pci Y;~rk force, and as ~~?IS Policy maY Ce 

amended tram time io time by the City Fn its discre`i~r~. .A;t r~fe~er~es to the 

exclusion of "represented employees" i~ the pa~icy shall be deemed 1c be 

;napplicable io m2~nber5 of~tne barga,ning ur,i~. A copy oT the current Telewonc 

PoGCy is attached nzreto and made a pa^ c~i this Agree~rer•t Such proms+s~ors o° 

that 7siework Policy shot! include. D~' Qre roE h'~"ited so, the follow+rsg critzr3: 

A!I te!ework assignments v~rli be s;i~ject fo Depa~tsnen' Head opprovc~. 

which rrQy be wit~drpwn at any time by the Oeportmen: Havd in the~~ 

discretion, Consistent w'th tFe 7elework Policy. 

2. ErrplOye?s working in such aRangemen's must cerfiify tact `ney hove 

suff~c~ent work for a mirnm~m cf seven and or,e-ha►f ~7 cnd i/2) hours 

day of work. iho~ they have not been on a performance ~mprovemenr 

play rn tfie previous six f6~ months or disciplined w'thin the prior twelve 

112) mon~h.s. and I~ot they ho~•e appropriate equipman- onC ~ safe 

work s~Qce ►o be able tc work from home. 
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Empbyees working in such arrangements musl sign a Tefework 

Agreement, a copy of which is attached to the Telework Policy, as wed 

as adhere to an conditions cf telework assignment se+ fo~1h by the 

Oaportment. 

4. Any v~ofotions of the Teleworx °olicy, the Telework Agreement, and/or 

the specific conditions determined by the Deportmen' for that work 

ass;gnment, will result in the loss of the telework arrangement, removoi 

from ary future telework assignments. and discipline up to and incfudng 

discharge'rn the appropriate circumstances. 

5. The provisions of the policy and its imp+ementation are not subject to the 

grievance and arbitration provisions in article 7 of the Colleci~ve 

Bargaining Agreement. 

This policy sho l become effective thirty (30) days from the date of signature 

of this Memorond~m of Agreement os shown below and may be revised or 

withdrawn of any time by the Cary of Chicago upon prior writer. notice to the 

union. 

In witness whereof. the parties have aftixea their signatures below by their 

authorized r=p~esentotives. 

CITY OF CHICAGO teamsters. Lxa► 743 

/Jy. -~,~. ~7 ,~l ~r

FAY : "_:1_1i~~_! ~" ~ (, ~/~ ~L~~~ gy ~/.~ ; . ~~y~ 

Oared l -~i..~ Z `/ Oared ~ ~~ - Ica `f 

2 L'~ 
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