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PREAMBLE

THIS AGREEMENT is entered into this ___ day of , 2022, between
the CITY OF NAPERVILLE, ILLINOIS (hereinafter referred to as the “Employer”), and the
INTERNATIONAL BROTHERHOOD OF ELECTRICAL WORKERS, LOCAL UNION NO. 9
(hereinafter referred to as the “Union”).

Inasmuch as the Employer and Union desire to establish a standard of conditions under which the
employees shall work for the Employer’s Department of Public Utilities - Electric during the term
of this Agreement and desire to regulate the mutual relations between the parties with a view to
securing harmonious cooperation and for the prompt settling of any disputes without interruption
of work, IT IS AGREED AS FOLLOWS:

None of the provisions of this Agreement shall be construed to require either the Employer or
Local Union No. 9 to violate any federal or state laws. In the event that any such provision of this
Agreement should conflict with any such laws, such provision(s) shall be modified to the extent
necessary to conform to such laws.

All work performed by the employees of the Department of Public Utilities-Electric shall be in
compliance with established safety rules as promulgated by the City of Naperville and all
applicable local, state and federal laws.



ARTICLE 1

RECOGNITION

Section 1.1:  The Union is recognized as the sole collective bargaining agent with respect to rates
of pay, hours of employment and other terms and conditions of employment for all employees
working in the Department of Public Utilities-Electric Utility, which includes the following
positions: Substation Crew Leader, Crew Leader, Service Truck Operator, Substation Line
Electrician, Journey-Line Electrician, Apprentice Line Electrician, Lead Automated Metering
Infrastructure Technician, Automated Metering Infrastructure Technician, Utility Locate
Technician I & II, Senior Substation Crew Leader, Lead Automation and Communication Field
Technician, Automation and Communication Field Technician, Utility Equipment Operator,
Ground Technician, Lead Stocker, Tool Room Technician, Stocker, System Controller, Lead
Meter Reader, and Meter Reader... The following positions are excluded: Office and Clerical
Employees, Drafters and Supervisors, Professional Managerial and Confidential Employees, as
defined by the Illinois Public Labor Relations Act, as amended.

The parties have voluntarily agreed to exclude the Lead Meter reader and Meter Reader from
coverage under the collective bargaining agreement.



ARTICLE 2

NON-DISCRIMINATION

Section 2.1:  No official, agent or employee of the Employer shall in any way discharge or refuse
to employ any person otherwise qualified because of race, religion, sex, color, creed, national
origin, unfavorable discharge from military service, excluding dishonorable, or discriminate for
the same reason in regard to tenure, terms or conditions of employment, promotional opportunities,
training, or the like. Further, it is the policy that all persons with a physical or mental handicap
shall be free from discrimination unrelated to ability in the personnel practices of the Employer.
All applicants or employees shall be considered only on the basis of qualifications as required by
the position being sought or held relative to the experience, training, physical fitness, ability, skills,
knowledge, and personal characteristics and integrity as a proper representative of the Employer.

Section 2.2:  Neither the Employer nor Union shall discriminate against any employee for
engaging in or refusing to engage in union activities.

Section 2.3:  Gender - The use of the masculine pronoun in this or any other document is
understood to be for clerical convenience only, and it is further understood that the masculine
pronoun includes the feminine pronoun as well.

Section 2.4:  Any change from the use of the word “will” to the word “shall” is mutually
understood to be for clerical convenience only and is not intended to cause any substantive change
to the agreement or past practice.



ARTICLE 3

MANAGEMENT RIGHTS

Section 3.1:  All the functions of management of the operations of the Employer and the
direction of its employees which are not limited by the express language of this Agreement are
exclusively vested in and retained by the Employer. These rights include, but are not limited to,
the following;:

1. To determine the mission, policies and standards of service offered to the public by the
City;

2. To determine the means, methods, organization and place of operations,

3. To determine the budget;

4, To determine what work or services shall be performed by the employees;

5. The right to hire, discipline, or to discharge employees for cause;

6. To transfer, promote or relieve employees from duty because of lack of work or for other

legitimate reasons;

7. To maintain discipline, order and efficiency;
8. To train employees;
9, To make, alter and enforce reasonable work rules, regulations, safety rules, orders,

procedures and policies;

10. To introduce new and improved methods, materials, equipment or facilities;
1. To change or eliminate existing methods, materials, equipment or facilities;
12. To contract out work, provided that the contracting out of work is not be used for purposes

of discrimination against any employee for membership in the Union; and

13. To take necessary actions to carry out the mission of the Employer’s electric utility in the
event of a civil emergency as may be declared by the Mayor or the Mayor’s designee. Tt is
understood that at no time shall the Employer jeopardize the health and/or safety of any employee
in the event of a civil emergency.



Section 3.2: All personnel matters not specified or provided for in this Agreement shall be subject
to the provisions of the City of Naperville’s Employee Policy Manual and related personnel
policies of which the employees and the Union shall be notified. Discipline imposed for violations
of the City of Naperville’s Employee Policy Manual and related personnel policies shall be subject
to Article 5 (“Grievances and Grievance Procedure”) of this Agreement.

ARTICLE 4

UNION BUSINESS

Section 4.1:  General Union business shall not interfere with the Steward’s performance of work
during his regular working hours. The Union may appoint Stewards. Any request by employees
in the bargaining unit for the services of the Steward shall be based on an emergency that cannot
be transacted before or after normal working hours. The Union Steward shall be permitted to leave
work during regular working hours with prior permission from his supervisor, which shall not be
unreasonably withheld. Such business shall include dealing with emergencies and attendance at
scheduled meetings with Employer’s management to adjust grievances.

Section 4.2:  Non-employee officers and representatives of the Union shall have reasonable
access to the Employer’s premises during working hours with reasonable advance notice to the
Electric Utility Director or the Director’s designee. Such visits shall be for the sole purpose of the
administration of this Agreement. The Union agrees that such activity shall not interfere with the
work duties of employees.

The Employer reserves the right to designate a meeting place or to provide a representative to
accompany a Union officer, where operational requirements do not permit access.



Section 5.1:

ARTICLE 5

GRIEVANCES AND GRIEVANCE PROCEDURE

Grievances shall be handled in accordance with the steps set forth below. For the

purpose of this Agreement, a grievance is any dispute or difference of opinion raised by an
employee, represented by the Union, against the Employer involving the meaning, interpretation
or application of a provision(s) of this Agreement. Any time period provided for under the steps
of the grievance procedure may be mutually extended, and agreement in this regard shall not be
unreasonably withheld. Before a formal grievance is initiated, the Union steward, with or without
the employee, shall discuss the matter with the employee’s immediate supervisor within three (3)
business days. If the problem is not resolved, the following procedure shall be used to adjust the
grievance. The grievance procedure set forth in this Article 5 shall be the sole and exclusive means
for discussing and processing grievances as defined herein

STEP 1:

STEP 2:

STEP 3:

The grievance shall be reduced to writing and presented by the employee or Union
Steward to the Electric Utility Operations Manager, Electric Utility Automation
and Communication Manager, Electric Utility AMI Manager, Electric Utility Asset
Manager, or Electric Utility Customer Solutions and Financial Manager, within
five (5) days following the event that gave rise to the grievance. It shall contain a
statement of facts, the provision(s) of this Agreement that is alleged to have been
violated, and the relief requested. The designated management representative shall
attempt to adjust the grievance as soon as possible but shall give his answer in
writing to the employee or Union Steward within five (5) business days after receipt
of the grievance.

If not adjusted in Step 1, the grievance shall be submitted to the Electric Utility
Director or his designated representative within five (5) business days of the answer
in Step 1. A meeting shall be held at a mutually agreeable time and place with the
Electric Utility Director, or his designated representative, and the Business
Manager of the Union, or his designated representative. If the grievance is settled
as a result of such meeting, the settlement shall be reduced to writing and signed
by the parties. If no settlement is reached, the Electric Utility Director, or his
designated representative, shall give the Union the Employer’s answer in writing
within seven (7) business days following their meeting.

If the grievance is not settled at Step 2 and the Union desires to appeal, it shall be
referred by the Union in writing to the City Manager within five (5) business days
after receipt of the Employer’s answer in Step 2. Thereafter, the City Manager, or
his designee, and the Department Head, or other appropriate individual(s), as
desired by the City Manager, shall meet with the grievant, the Union Steward
involved and a representative of the Union, if desired by the employee, within five
(5) business days of receipt of the Union’s appeal, if possible. If no agreement is
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STEP 4:

Section 5.2:

reached, the City Manager, or his designee, shall submit a written answer to the
Union within fifteen (15) business days following the meeting.

If the grievance is not settled in Step 3 and the Union or the Employer desires to
appeal the grievance from Step 3, the Union and/or the Employer may refer the
grievance to arbitration within fifteen (15) business days of receipt of the City’s
written answer as provided to the Union at Step 3.

If the matter is not settled in Step 3, the Union or the Employer, but not an
individual employee or employees, may submit this dispute to arbitration in writing
to the other party, within fifteen (15) business days after the answer is given at Step
3.

When arbitration is requested by either party, the Federal Mediation and
Conciliation Service (FMCS) shall be requested to submit a list of seven (7)
arbitrators who are members of the National Academy of Arbitrators, pursuant to
the rules of the FMCS, by the requesting party. If no request for arbitrators is made
within thirty (30) calendar days of the Step 3 answer, the request for arbitration
shall be considered waived and withdrawn. Both parties shall have the right to
strike three (3) names from the list of arbitrators provided by the FMCS. One party
shall strike the first name, the other party shall strike a second name, and so on and
the remaining person shall be the Arbitrator. The order of striking shall be
determined by a coin toss. Either party shall have the right to reject one list of
Arbitrators and ask for a new list from the FMCS within fourteen (14) calendar
days of said list being provided by FMCS. If no party rejects the list, the striking
of arbitrators set forth above shall occur within thirty (30) calendar days of the list
being provided by FMCS unless the parties mutually agree to extend said date.

The arbitrator shall be notified of his selection and shall be requested to set a time

and place for the hearing subject to the availability of the Union and the Employer
representatives.

Section 5.3:

The Union and the Employer shall have the right to request the arbitrator to require

the presence of witnesses and documents. The Union and the Employer retain the right to employ
legal counsel at their own cost.

Section 5.4:

More than one grievance may be submitted to the same arbitrator if both parties

mutually agree, in writing.

Section 5.5:

The arbitrator shall submit his decision in writing within thirty (30) calendar days

following the close of the hearing or the submission of briefs by the parties, whichever is later.
The parties may mutually agree to extend said date.
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Section 5.6: The fees and expenses of the arbitrator and the cost of a written transcript, if any,
shall be divided equally between the Employer and the Union; provided, however, that each party
shall be responsible for compensating its own representative(s) and non-employee witnesses.

Section 5.7:  Limitations on Authority of Arbitrator. The arbitrator shall have no right to amend,
modify, nullify, ignore, add to, or subtract from the provisions of this Agreement. The arbitrator
shall consider and decide the question of fact as to whether there has been a violation,
misinterpretation or misapplication of the specific provision of this Agreement. The arbitrator
shall be empowered to determine the issue raised by the grievant as submitted in writing at Step 1.
The arbitrator shall be without power to make any decision or award, which is contrary to or
inconsistent with applicable laws. The arbitrator shall not in any way limit or interfere with the
powers, duties and responsibilities of the Employer under law. Any decision or award of the
arbitrator rendered within the limitations of this Article shall be final and binding upon the parties.

Section 5.8:  Time Limit for Filing. Grievances not appealed within the time limits set forth in
the Article shall be considered waived and may not be further pursued. If a grievance is not
appealed to the next step within the specified time limit or any agreed extension thereof, it shall
be considered settled on the basis of the Employer’s last answer. If the Employer does not answer
a grievance or an appeal thereof with the specified time limits or any agreed extension thereof, the
grievance shall be considered settled on the basis of the last Union answer given. The time limits
set forth by this Article may be extended by mutual agreement of the parties.
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ARTICLE 6

DUES, DEDUCTION AND FAIR SHARE

Section 6.1:  Dues Deduction. While this Agreement is in effect, the Employer will deduct from
each employee’s paycheck once each pay period the regular monthly union dues assessed by the
Union for each employee in the bargaining unit who has filed with the Employer a voluntary,
effective check-off authorization. If a conflict exists between the authorization form and this
Article, the terms of this Article, and this Agreement, shall control.

A union member desiring to revoke the dues check-oftf may do so by written notice to the Employer
at any time.

If the employee has no earnings due for that period, the Union shall be responsible for collection
of dues. The Union agrees to refund to the employee any amounts paid to the Union in error on
account of this Dues Deduction Provision. The Union may change the fixed uniform dollar amount
which will be considered the regular monthly fees once each year during the life of the Agreement.
The Union shall give the City thirty (30) days’ notice of any such change in the amount of uniform
dues to be deducted.

Section 6.2: Indemnification. The Union shall indemnify and save the City harmless against any
claims, demands, suits or other forms of liability which may arise by reason of any action taken or
omitted by the Union or the Employer, acting in good faith, in complying with the provisions of
this Article.

ARTICLE 7

NO STRIKE - NO LOCKOUT

Section 7.1: During the term of this Agreement, there shall be no lockout, strike, sympathy strike
involving city represented employees or bargaining units, work stoppage, picketing, slowdown or
other form of interference with production, regardless of the cause. All employees who hold a
position of officer, steward, or committeeman of the Union occupy a position of special trust and
responsibility in maintaining and bringing about compliance with this provision, including the
responsibility to remain at work during any interruption which may be initiated by other employees
and to encourage employees who violate this article to immediately return to work.
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ARTICLE 8

SENIORITY

Section 8.1: Seniority as used herein shall be the employee’s length of service in continuous
employment with the Employer within the bargaining unit from the date of his last employment.
Layoffs shall not terminate the seniority of any employee except as provided below.

Section 8.2: The seniority of an employee shall terminate under any of the following conditions:

A) When laid off for a period of more than two (2) years.

B) When an employee resigns his employment with the Employer.

C) When an employee fails to return to work within one (1) week after the mailing of a written
notice by the Employer through registered mail, to his last known address, requesting such
return.

D) When an employee fails to report for work on three (3) successive work days without
notifying the Employer, and without showing just cause for the failure to so report.

E) When an employee is discharged for cause and not reinstated.

F) When an employee is transferred from within the bargaining unit to a management position,
after serving in the management position for six (6) months.

Section 8.3: If any employee covered by this Agreement is injured while in the performance of
his duty, he shall be entitled.to his former position upon his recovery with full seniority rights,
provided he is physically qualified to return to work, as certified by a physician of his choice. If
the Employer disagrees with the employee’s physician, the Employer can select a physician of its
own to examine the employee. Ifthe parties disagree they will choose a third, neutral doctor whose
determination shall be final. In the case of his return, other employees moved up or hired because
of his absence shall consent to such demotions, terminations, or layoffs as may be necessary under
the circumstances.

Section 8.4: Seniority by job classification shall prevail in layoffs and rehiring, subject to fitness
and ability of the employee to do the required work.

Section 8.5: There shall be no layoff while electrical contractors are performing work on or
affecting the following operations in the Employer’s electric utility substations; 34KV feeders,
overhead and underground; distribution system, defined as 15KV rated or below; duct bank
system, including new installations; or fiber optic systems. If a layoff has occurred and the
electrical work set forth above is to be contracted out, then all employees laid off shall first be
rehired, and reinstated back to their original classification before any work is performed by any
electrical contractors.
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ARTICLE 9

PROMOTIONS AND VACANCIES

Section 9.1: Whenever a permanent job vacancy develops or is expected to develop, the job will
be posted in a location designated by the Employer for five (5) days, exclusive of Saturdays,
Sundays, and Holidays, for bid by an employee. A union steward may submit an employee’s name
for a job vacancy when the employee is absent from work. If more than one qualified employee
bids for the vacancy, the Employer shall select the successful applicant in accordance with the
principles set forth in Article 9, Section 2 of this Agreement. Nothing contained in this Section
shall prevent the Employer from temporarily filling a posted vacancy until it is determined whether
there are applicants with the ability to satisfactorily perform the work; from offering the posted
vacancy to a qualified employee who did not apply for the job where no qualified employee has
bid for the job, as provided above; from hiring a new qualified employee for the vacancy if there
are no applicants during the period of posting; or if none of the applicants has the ability to
satisfactorily perform the work involved. Provided, however, that within this period the employee
shall be given ninety (90) days to acquaint himself with the job and prove his ability to perform
the work with the exception of Substation Line Electrician whose probation shall be one hundred
and eighty (180) days. Should any employee at the end of such period prove unfit or unable to
perform the job to which he was promoted or transferred, he shall return to his former job without
any loss of seniority. All promotions or transfers within the bargaining unit shall be considered as
“acting” during said ninety (90) day period (except Substation Line Electrician which shall be one
hundred and eighty (180) days), with the appropriate pay increase. This period may be extended
up to an additional ninety (90) days when the Employer has sufficient reason for such extension.
If any such promoted or transferred employee returns to his former job, other employees moved
up because of said promotion or transfer shall consent to such demotions or layoffs as may be
necessary under the circumstances.

Section 9.2: In making promotions or demotions, where qualifications are substantially equal,
seniority in the job classification and division shall govern. Final determination of qualifications

shall be made by the Employer.

Section 9.3: When a Journey-Line Electrician comes to work with a qualified Union card, he shall
receive the pay for the Journey-Line Electrician classification.

Section 9.4: The position of Service Truck Operator is a promotional job and shall be posted for
promotion in accordance with Sections 9.1 and 9.2 above.

Section 9.5: The Employer shall have the discretion as to whether to fill the position of Senior
Crew Leader.
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Section 9.6: To advance from one step to another within the Apprenticeship Program, an employee
must satisfactorily complete his current step. In the event an employee does not complete a step
in a satisfactory manner, the employee will be required to repeat the step, and remain at the same
rate of pay. A step is a six-month period of time and may be repeated only one time. Should an
employee be held back to repeat a step, a review will be completed after three months to provide
feedback to the employee. If the employee’s performance is not satisfactory at the end of the
repeated step, the employee will be terminated from this position. Advancement to the next step
or termination will be based on the consensus determination of a committee consisting of
management and union representatives.

If extenuating circumstances result in an employee being absent from work for more than four
consecutive weeks (one week being seven calendar days), the employee’s current step will be
extended by the length of the absence. The employee shall remain at the same rate of pay during
said extension.

ARTICLE 10

INTRODUCTORY PERIOD

Section 10.1: The service of any employee shall be introductory for a period of one hundred eighty
(180) days from the first day of employment, which period shall be known as the trial introductory
period, except that Apprentice Line Electricians shall be introductory for a period of one (1) year.
During the introductory period, employees shall receive no seniority credit and shall be subject to
dismissal without recourse to the grievance and arbitration procedure herein provided. Employees
during the introductory period shall have no right to claim any of the benefits granted to regular
employees hereunder. Upon completion of the introductory period, employees shall be placed on
the regular seniority list.

Section 10.2: Apprentice Line Electricians completing three and one-half (3-1/2) years of

satisfactory testing and review shall receive top pay in their classification. Journey-Line
Electrician seniority shall start upon completion of an apprenticeship.
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ARTICLE 11

SHORT TERM EMPLOYMENT

Section 11.1: A short-term employee is an employee who is employed for less than two (2)
consecutive calendar quarters during the calendar year without a reasonable expectation of being
rehired in a subsequent calendar year. The Employer may rehire any short-term employee in a
subsequent year if the short-term employee performed satisfactorily in a previous year. Short-
term employees shall not be members of the bargaining unit and shall not be affected by this
Agreement, except as provided for in this Section. A short-term employee shall not be hired to
supplant any full-time position. A short-term employee shall not be permitted to perform
Apprentice Line Electrician work, to operate or drive line trucks, service trucks, trenchers or
backhoes. Short-term employees shall also not be permitted to relamp street lights, replace lights
refractors, make splices or any electrical connections, or to install underground cable for power
purposes.

Section 11.2: Qualified Journey-Line Electricians may be employed as full-time temporary help,
subject to Article 9, Section 9.3, and shall be paid at the journeyman’s rate. A temporary full time
Journey-Line Electrician will not be placed on standby unless accompanied by a permanent full
time Journey-Line Electrician.
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ARTICLE 12

SAFETY

Section 12.1: The Employer shall continue its present policy of providing for the safety and health
of employees during the hours of their employment. The Employer, in cooperation with the Union,
shall implement safety rules and policies, based on established industry safe work practices and
current Federal, State and Local regulations. The Employer shall bear responsibility for
maintaining a safe and healthy workplace, and employees shall be held accountable for complying
with all established safety and health policies/procedures that are made available to them as a
condition of employment.

Section 12.2: The Employer agrees to furnish all necessary personal protective equipment as
related to an employee’s job duties and/or description. All required testing of protective equipment
is the Employer’s responsibility. Proper care and inspection of protective equipment is the
responsibility of employees, normal wear and tear excluded.

Section 12.3: The Employer and the Union agree to continue the established Joint/Labor
Management Safety meetings as a means to address safety issues and concerns raised by any
employee. Safety committee members share equally, the responsibility for assuring all employees
are represented and that all employees conduct their work activities based on established rules,
guidelines, practices and procedures.

Section 12.4: The Joint Labor/Management Safety Committee shall have equal membership
from both the Union and the Employer, with Union members to be chosen by the Union.
Members will serve a minimum of two years with replacements being named on a staggered
schedule to maintain continuity.

Membership shall be as follows:

Department Director, as Chairman

Recording Secretary

Safety & Training Coordinator

Four (4) Members from Labor (Chosen by Local No.9)

Four (4) Members from Management (Chosen by Management)

Section 12.5: Meetings of the Joint Labor/Management Safety committee shall be scheduled at
least once a month, of adequate duration to address issues, (usually one (1) hour). It is required
that members actively participate in the activities of the Joint Labor/Management Safety
committee, including attending meetings and in advocating employee compliance with established
safety program.

16



Section 12.6: Safety meetings of approximately one-hour duration shall be held monthly.
Employee attendance at the safety meetings is required, unless unusual circumstances prevent their
attendance.

Section 12.7: The Employer shall adopt the most recent edition of the APPA (American Public
Power Association) Safety Manual as its safety manual. The Employer, in cooperation with the
Union, may amend the safety manual to allow for differences in work practices, providing said
amendments are not in conflict with established industry standards or Federal, State, and Local
regulations. The Employer reserves the right to issue a final decision on any proposed amendment
to the adopted safety manual.

Section 12.8: The Employer shall be responsible to establish training based on employees’ job-
related duties, and as mandated by Federal, State, and Local agencies, Employees are required to
attend training as deemed necessary by the Employer.

ARTICLE 13

HOLIDAYS
Section 13.1: All employees shall earn twelve (12) paid Holidays: New Year’s Day, President’s
Day, Good Friday, Memorial Day, Independence Day, Labor Day, Veterans Day, Thanksgiving
Day, Day after Thanksgiving, Christmas Eve and Christmas Day, and one floating holiday.
Employees will receive their regular day’s pay for each Holiday. Employees on the PTO 11time

off plan shall not be entitled to floating holidays.

Section 13.2: When a Holiday falls on a Saturday, said Holiday shall be observed on the preceding
Friday; when it falls on a Sunday, it shall be observed on the following Monday.

Section 13.3: Time to vote shall be made available consistent with state law.
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ARTICLE 14

VACATIONS /TOP /PTO 11

Section 14.1: The City of Naperville’s Time off Plan (TOP) is incorporated into this Agreement
by reference and is set forth in Appendix A. Employees hired after June 27, 2014 shall be subject
to the PTO 11 time off plan which is included in Appendix A.

Section 14.2: Vacations with pay shall be granted to all employees not on the TOP or PTO 11 in
accordance with the following schedule:

START OF *HOURS ACCRUED HOURS ACCRUED
SERVICE YR. PER PAY PERIOD PER YEAR
1st thru 4th 3.08 hrs./per pay period 80.0
5th 3.38 88.0
6th 3.69 96.0
7th 4.00 104.00
8th 431 112.00
Oth thru 14th  4.62 120.00
15th 6.15 160.00
16th 6.46 168.00
17th 6.77 ~ 176.00
18th 7.08 184.00
19th 7.38 192.00
20th 7.69 200.00
21st and over 7.69 200.00

*Accrual is rounded last pay period of calendar year to balance to yearly accrual.

Section 14.3: Vacation pay as herein provided shall be in addition to any Holiday pay to which an
employee may be entitled. Allowances for vacation pay shall be in addition to any recognized
Holidays which may fall during an employee’s vacation period.

Section 14.4: The maximum amount of PTO/vacation time accrual shall be capped at an amount
equal to one year of accruals.

Section 14.5: A maximum of eighty (80) hours compensatory time may be accrued at any one
time. All accrued compensatory time over 40 hours will be paid out on December 31% of each
calendar year.

During the peak construction season of May 15th through October 31%, compensatory time shall
be used in no less than five (5) hour increments in the time period from 7:00 a.m. through 12:00
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noon, and three (3) hour increments for the time period from 12:30 p.m. through 3:30 p.m. Each
employee is allowed two (2) unplanned compensatory time during peak season. Employees are
required to give seven (7) calendar days advance notice of all other compensatory time usages.
During non-peak season, compensatory time may be taken in the same increments as PTO.

Any vacation time in excess of three (3) weeks shall be taken at any time other than during the
peak construction season of May 15th through October 31st.

When an employee schedules time off during the peak construction season of May 15th through
October 31%, no more than 4 (four) workers (lineman, apprentice lineman, service truck operator,
and crew leader) shall be off on any one work day. Between November 15 and May 14th, no more
than 8 (eight) workers (lineman, apprentice lineman, service truck operator, and crew leader) shall
be off on any one work day. The division manager may approve additional employees off at his
discretion when he determines that adequate crew personnel will be on duty to complete scheduled
projects.

Section 14.6: The Director of the Electric Utility or the Director’s designee shall establish a
vacation schedule for employees sufficiently early each year so that all employees can plan their
own schedules and so that departmental supervisors can program the work of the Department.
Vacation schedules shall be arranged so as to provide minimal disruption of the work of the
Department as can be reasonably achieved. For like positions, departmental seniority shall govern
the granting of priorities for vacation scheduling.

Section 14.7: When an employee’s service with the Employer is terminated, he shall receive
compensation for unused vacation/PTO leave accumulated. Any employee who leaves the
Employer’s service before completing six (6) months of full and continuous service shall be paid
for their accrued unused time in accordance with the PTO-11 plan.

Section 14.8: Paid time off (vacation/TOP/Sick/PTO-11) will not be accumulated during any type
of unpaid leave of absence.

Section 14.9: If the City changes the vacation terms of the TOP or PTO-11 plans, the new
enhancements shall be implemented for bargaining unit employees.

Section 14.10: System Controllers shall be able to use twelve (12) hours of compensatory time
when taking off a scheduled twelve (12) hour shift.

Section 14.11: Employees on the TOP plan shall be allowed to use 16 hours of paid time off per
fiscal year as personal leave time for the purpose of transacting personal business. Employees on
the original Vacation plan (Art. 14.2) shall be allowed to use 24 hours of paid time off per fiscal
year as personal leave time for the purpose of transacting personal business. Employees must
request this time at least 24 hours in advance and approval from the department head is required.
This time may not be taken in less than one-hour increments.
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ARTICLE 15

SICK LEAVE

Section 15.1: The City of Naperville’s Time off Plan (TOP) and the PTO 11 time off plan
(Appendix A) contains a sick time benefit.

Section 15.2: For employees not on TOP or PTO 11, sick leave is earned at a rate of four point
six two (4.62) hours bi-weekly/pay period, effective with the first pay period of employment, a
total of 15 days per year. Sick leave may be accumulated without limitation. No sick leave can
be earned during an unpaid leave of absence. When a majority of the Employer’s employees have
their sick leave accumulation reduced in any amount, then the employees covered by this contract
shall receive the same reduction in their sick leave benefits.

Section 15.3: The City Retirement Health Savings Plan (RHSP) is hereby incorporated into the
Agreement for all bargaining unit employees except employees on the PTO-11 plan. In the event
the Employer’s electric utility is sold, the Employer shall pay any accumulated sick leave to
eligible employees by direct payment.

Upon formal retirement from the City of Naperville, eligible employees under this collective
bargaining agreement shall convert up to 720 hours or a prorated amount for part-time employees,
of earned but unused sick leave to a Retirement Health Savings Plan (RHSP) as a sick leave
termination bonus. The sick leave termination bonus eligible for contribution to the RHSP is made
at the employee’s salary rate in effect on his last day of work. The RHSP is used for the payment
of health insurance premiums and other eligible health care expenses in retirement. Formal
retirement is defined as separation from employment with the City and qualifying for a pension as
defined by IMRF. The RHSP sick time contribution shall be made in the month following the
month after the retiring employee’s final paycheck is issued.

Section 15.4: Employees who have a sick leave benefit may be granted sick leave for the following
reasons only:

A) Incapacitation due to illness, injury or disability.

B) Personal, medical or dental appointments which cannot be scheduled during non-working
hours (although every attempt should be made to schedule these appointments outside of
working hours).

C) Absence required by serious illness or disability of the employee’s immediate family.

Immediate family is defined as the employee’s spouse, children, parents, parents-in-law,
sisters, and brothers, other persons living in the employee’s household are also included.
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D) Once an employee has been granted and is using vacation leave, he or she may not change the
status to sick leave unless he or she becomes hospitalized.

Section 15.5: Any use of sick leave for purposes other than those outlined above is not authorized.
Misuse of sick leave may be grounds for disciplinary action up to and including termination and
will be considered part of the employee’s overall performance. Sick leave may count as family
and medical leave under the Family and Medical Leave Act (FMLA).

Section 15.6: Employees are expected to report to work daily. The use of sick leave should be
minimal and only used when an employee (or family member) is ill. If an employee is ill or taking
unplanned time off, they must contact City Dispatch at 630-420-6187 30 minutes prior to their
start time and enter their request directly into the City’s time keeping system. The employee must
clearly inform the dispatcher of the type of time they are using and the reason for their absence.
Voice mail notifications shall not be used. If you become ill at work you must notify your
supervisor before leaving the work site. Any absence beyond one day will require a separate call
in for each day absent, unless hospitalized for major illness, or unless a scheduled absence for
maternity leave, surgery, or similar long-term sick leave absence has been approved. Failure to
report an absence may result in the time being counted as unpaid leave and/or disciplinary action.

If an employee uses sick leave for more than four (4) consecutive work days, a physician statement
shall be required that confirms illness, dates and provides that the employee is able to return to
normal duty. If sick leave is used in conjunction with a vacation/PTO day off, a physician
statement may be required. When an employee seeks to take sick leave and the employee has
already had more than five (5) instances of absences for sick leave in any one (1) calendar year,
the employee shall be required to submit a physician statement to take additional sick leave.

Section 15.7: Sick leave may also be used, at the employee’s discretion, to supplement Workmen’s
Compensation payments provided by the Employer or its insurance carrier in accordance with the
provisions of the Illinois statues for “in lieu” salary purposes. Said sick leave payments shall not
exceed an amount equal to the difference between the employee’s regular pay and said Workmen’s
Compensation payments and may be paid until the employee’s return to work or his accumulated
sick leave credits are exhausted. In all such compensable cases, the Employer’s Benefits Specialist
will assume that the employee wishes to have his regular rate of pay continued unless the employee
or his representative notifies the Director of Human Resources to the contrary. When sick leave
credits are so used, the employee shall either deposit his Workmen’s Compensation checks with
the Employer, in which instance said amount will be used to restore a like amount of sick leave to
his account, or he shall make other suitable arrangements for conforming with the intent of this
Section within two (2) weeks of the first date of his absence.

Section 15.8: The employer shall grant sick leave time off based upon the assumption that the
reason stated by the employee is truthful and that the time off is being taken solely for the purposes
outlined in section 15.4 above. The employer reserves the right to investigate an employee’s use
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of sick time to ensure its use is in conformance with section 15.4. The employer reserves the right
to discipline employees up to and including termination for using sick time for purposes other than
set forth in Section 15.4.

Section 15.9: Employees are expected to use sick leave only when they are ill. Judicious use of
sick leave will help provide the employee with continuing income in the event of a serious illness.
However, if an employee incurs a serious illness that requires a lengthy absence, physician care or
hospitalization and all accumulated sick leave is exhausted, sick leave will be advanced as follows:

After sick leave is exhausted and an employee has been ill for seven (7) days, he may be
advanced thirty (30) days additional sick leave, subject to the following:

1) This benefit is not intended to be a substitute for benefits that may be available from a
pension fund. Consequently, at the expiration of regular sick leave and if it is
reasonable to assume that an employee will be on sick leave longer than 30 days and
eligible for disability payments, the employee must apply to the appropriate pension
fund for coverage, the employee may borrow sick leave from the time their sick leave
is exhausted up to the 31st day of leave, which would make them eligible for disability
through a pension fund. Employees with less than one year of service with IMRF are
not eligible for disability benefits and would not be allowed to borrow sick time.

2) The employee must sign an installment agreement to repay the sick leave that is
advanced. The agreement must be signed before any additional sick leave is paid.

3) When the employee returns to work, the Finance Department will advise the employee
how much sick leave is owed. Repayment will involve crediting one-half (1/2) of all
sick leave earned to the debt until it is repaid. The employee may also repay the debt
or a portion of it with cash or vacation time credit. If employment with the Employer
is terminated, the employee will be required to pay the debt. Repayment is required
whether termination is voluntary or involuntary. Employees may repay any unpaid
portion of the additional sick leave time by cash, vacation time credit or unused sick
leave credit. Refunds from the pension contributions may also be used. If a debt
remains after all available credits and payments have been applied at the time of
termination, the employee will repay the debt within a period of time agreed to by the
Employer. If an employee dies while still in service to the Employer and is indebted
to the Employer for borrowed sick leave, then the debt still due shall be canceled by
the Employer.

Section 15.10: Employees on the old Sick Time plan and TOP who are vested under IMRF shall
be entitled to be paid fifty percent (50%) of accumulated sick leave at their current rate of pay,
upon termination from employment (other than formal retirement under the provisions of Section
3) after ten (10) years of service, provided that the employee terminates on “good terms” with the
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Employer. “Good terms” shall be defined as being any termination where an employee is not
terminated for justifiable cause under the provisions of this Agreement.

Section 15.12:
If the City changes the sick leave terms of the TOP or PTO-11 plans, the new enhancements shall
be implemented for bargaining unit employees.

ARTICLE 16

LEAVE OF ABSENCE

Section 16.1: Funeral Leave. Where there is a death in the immediate family, an employee shall
be granted up to three working days off without loss of pay and without charge to accrued leave
between the date of death and the date of the funeral. Immediate family is defined as spouse,
parents, parents-in-law, children, brothers and sisters, brothers and sister-in-law, grandchildren,
grandparents of spouse or other persons who have been members of the employee’s household at
the time of death. Time taken in addition to three days funeral leave may be taken at the discretion
of the employee with the approval of the Department Head and shall be chargeable to other accrued
leaves.

Section 16.2: Special Leave of Absence. The Employer agrees to grant a special leave of absence
without pay to any employee designated by the Union for the purpose of attending state, regional
or national conferences. Such special leave shall be limited to two (2) days per calendar year for
any one employee. The Employer shall be consulted in advance to allow flexibility in scheduling
work. No contract rights shall be lost during such leave of absence.

Section 16.3: Military Leave. Military leave shall be granted in accordance with federal and state
laws as it may from time to time be amended. An employee anticipating military leave must
register his military status with Human Resources, notify his immediate supervisor, and furnish
Human Resources with a copy of the official orders as soon as available. An employee going to
and returning from military duty must submit his military earnings statement to Payroll in order to
receive any salary provided for whether adjustments or not by the amount of the military pay.

Section 16.4: Short-Term Leave of Absence. Short term leave without pay may be granted for a
period of up to one month (four calendar weeks), where continued absence of the employee does
not adversely affect the ability of the Employer to adequately perform its functions during the
calendar year. A request for short-term leave shall be in writing to the Department Director and
may be granted with the approval of the Department Director and Human Resources Director. At
the completion of a short-term leave, an employee will return to his previous position and status
without change to seniority and salary. Vacation, sick leave and holiday pay shall not accrue, nor
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be paid, during the leave period. If the employee does not return to work after a short-term leave,
any other benefits paid by the Employer during the leave shall be repaid at termination by the
employee. An employee’s medical/dental insurance remains intact should the employee elect
COBRA coverage. The premium to be paid by the employee is 102% of the applicable premium
that the City pays for single or family coverage. Any employee who does not report back to work
at the end of an unpaid absence shall be considered to have terminated his employment with the
Employer. This applies only to approved, requested short-term leave. This does not apply to a
situation of exhausted sick leave. A short-term leave of absence is not intended as a substitute for
sick leave.

Section 16.5: Time Without Pay: In the event an employee has exhausted all accrued paid time
off, they may request leave without pay to supplement their paid time off. However, the annual
limit on unpaid time, not related to family medical leave, will be 24 hours per calendar year. The
Department Director must approve all unpaid time in advance unless it is for FMLA leave.
Exceeding this limit will be considered an abuse without leave and may be grounds for disciplinary
action.

Section 16.6: The City’s Employee Policy Manual is incorporated into this Agreement by
reference with regard to all other work leave not stated herein.
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ARTICLE 17

MEDICAL, DENTAL AND LIFE INSURANCE

Section 17.1: Health Insurance. The Employer shall provide group health insurance benefits to
full-time employees, with such benefits to be provided under the same terms and in the same
amounts as provided to all non-union employees of the City. Nothing in this Agreement restricts
the Employer’s right: to change insurance carriers or networks, to self-insure and to change the
method or manner of self-insurance, to change benefit levels as recommended by the City Council,
to implement a health insurance program with multiple plan options (that may include, but is not
limited to a high deductible plan, Health Savings Account, or Health Reimbursement Account), to
participate in programs to reduce health insurance costs, or to utilize health maintenance
organizations or other similar groups, provided that the coverage and economic benefits are the
same for employees under this Agreement as provided to all other non-union employees of the
City.

Section 17.2: Dental Benefits. Full-time employees will be allowed to participate in dental benefit
programs that may be offered under the same conditions as all other non-union employees of the
City.

Section 17.3: The extent of coverage under the insurance policies or programs referred to in this
Article shall be resolved in accordance with the terms and conditions in said policies, rules and
guidelines including provisions governing self-insurance.

Section 17.4: Employees participating in the Employer sponsored group health and dental insurance
plans shall pay a monthly employee premium contribution equal to twenty percent (20%) of the
premium amounts established by the Employer on January 1 of each year. The employee premium
contributions effective in the calendar year 2022 are appended hereto as Appendix B.  The Employer
shall adjust the premium amounts for each plan and plan option effective January 1 of each year. The
City shall have the right to implement new employee premium contribution rates January 1 of each
subsequent year consistent with the above language regardless of whether the collective bargaining
agreement in effect or has expired. Nothing herein shall restrict the Union’s right to bargain over the
terms of medical and dental insurance.

Section 17.5: The City offers a Medical Expense Reimbursement Plan and/or a Dependent Care
Assistance Plan in which Union employees are eligible to participate.

Section 17.6: Employees are eligible for life insurance. The amount of coverage is 150% of the
base pay but not less than $20,000. Employees are also covered for accidental death and
dismemberment. In the event of the employee’s death the benefit shall be paid to the designated
beneficiary. A supplemental voluntary life insurance plan is also available for purchase by
employees.
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Section 17.7: In the event that the Employer increases or decreases any fringe benefits to all
City employees, such changes shall be applied to all members of the bargaining unit during the
life of this Agreement.

ARTICLE 18

HOURS OF WORK

Section 18.1: The normal work-week for employees shall consist of forty (40) hours of five (5)
consecutive days. The five (5) consecutive days shall be Monday through Friday. The five (5)
consecutive days for the third shift shall be Sunday beginning at 11:00 p.m. and ending Friday at
7:30 a.m., if the Employer institutes a third shift and maintains a third shift. The employer shall
have the right to establish and/or maintain a second and/or third shift at its discretion._The
employees may bid for the following shift assignments, and the Employer will make the final
selection:

(A) First Shift 7:00 a.m. to 3:30 p.m.
(B) Second Shift 3:00 p.m. to 11:30 p.m.
(C) Third Shift 11:00 p.m. to 7:30 a.m.

Second and third shift work will normally involve single or two person work such as maintenance,
switching, minor repairs that can be performed safely, and shop tasks, including vehicle
preparation for scheduled projects. The Utility, however, at its discretion may augment second
and third shift linemen with additional linemen to form a crew and perform all work tasks. At least
one of the Journey-Line Electricians assigned to the second and third shift shall be designated as
a Service Truck Operator. A premium of ten percent (10%) of the Journey-Line Electrician’s
regular hourly rate shall be paid for second shift work, and a premium of twelve percent (12%)
shall be paid for third shift work. If the Employer decides to abolish the second and/or third shift,
the Employer shall give the Union thirty (30) days prior written notice of its determination to
abolish the shift.

System Controller employees shall receive a shift differential payment of ten (10 percent of their
regular pay for hours worked on the System Controller’s second shift (defined as scheduled work
from 4:30 p.m. to 4:30 a.m.). Scheduling of the System Controller employees for calendar year
shall be performed by the City in the same manner and method as it was done for calendar year
2009. A System Controller shall have the right to switch his work day or shift with another System
Controller within the same calendar payroll week. The System controllers shall notify their
immediate supervisor seven (7) days prior if they agree to switch a day/shift and shall be
responsible for ensuring that they report for work consistent with the switch. Consistent with the
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Fair Labor Standards Act, the City shall have no obligation to pay overtime to a System Controller
who works more than (40) hours in a work week due to the switch. System Controllers who engage
in a switch shall be paid for their scheduled day/shift as originally scheduled.

Section 18.2: An unpaid lunch period of thirty (30) minutes shall be allowed for personnel on the
first shift between the 5™ and 6" hour of their normal workday, and for personnel on the second
and third shifts, between the 4" and 5™ hour of their normal workday. Employees shall eat their
lunch in the field, have reasonable access to rest room facilities and may acquire or eat their lunch
within a reasonable vicinity of their job site. Article 27 of this Agreement pertaining to drugs and
alcohol shall be applicable during an employee’s lunch period.

Section 18.3: Employees shall report for work at their assigned on-duty station ready to commence
work at the beginning of their shift. If an employee is required to work due to an emergency
through his lunch period, then the employee will be paid for time and one half his regular rate of
pay. Subsequently, the employee will not be given a thirty (30) minute lunch period but may be
allowed to eat his lunch whenever practicable without disrupting his normal work duties.
Employees shall not leave their work site during break periods. However, one employee shall be
allowed a reasonable amount of time to get coftee.

Section 18.4: Employees shall receive a paid fifteen (15) minute break approximately at the mid-
point of each four (4) hours of their normal workday.

Section 18.5: The Union and City agree that the Ultility is required to respond to power outages,
locates, and any other emergency situations which threaten continued power service. In such
circumstances it is understood that mandatory overtime may be required. If a sufficient number
of employees do not voluntarily report for work in such situations, the Employer shall have the
right to order employees into work. Employees will be ordered into work in order of the
overtime list in effect on the date and time of the emergency. This list is kept and administered
by the Union, and the Union agrees that it will refer to the employer the name(s) of employees
who refuse an order to report for work. Said employee(s) shall be subject to disciplinary action.

Section 18.6: Time and one half of the straight time regular hourly rate of pay shall be paid for all
hours paid in excess of eight (8) hours in one (1) day, or forty (40) hours in one (1) week. However,
hourly or weekly overtime shall not be paid for the same hours worked. Work performed on
Sundays or holidays, shall be paid at the overtime rate of double the regular rate including those
employees working vested overtime. Double time shall only be paid for those hours worked on
Sunday (midnight Saturday to midnight Sunday), regardless of when the employee commences or
finishes work. In no event shall employces be paid twice for the same hours worked, except that
if an employee is called out to work on a Holiday, he shall receive the Holiday daily rate plus
double time for the work performed on the Holiday. No employee shall be required to take time
off on regularly scheduled work days to offset overtime worked or to be worked.
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System Controllers shall receive overtime pay for hours paid in excess of forty (40) in a work week
and all overtime pay shall be at the rate of one and one-half (1 %) times their regular rate. Work
on a scheduled holiday shall be paid at two (2) times the regular pay.

A minimum of two (2) hours at applicable rates shall be paid to any employee who reports to work
for scheduled overtime. An employee may not be eligible for Saturday or Sunday overtime if the
employee calls in or leaves due to personal illness on the preceding Friday. This will include all
sick leave, except on the rare occasion when an employee’s family member is in the hospital or
other major emergency occurs; documentation is expected to be provided.

Section 18.7: To provide line crew coverage for all shifts on weekends and holidays, overtime
may be worked by two qualified employees for each shift. The shifts to be covered are set forth
in Appendix C.

Section 18.7.1: The schedule shall list employees as required pursuant to Appendix C.
Two (2) people may be assigned to each shift (hours as defined in Appendix C) needing
coverage.

Section 18.7.2: Shift coverage for weekend and holiday coverage shall be scheduled by the
Union in a manner that will not result in an employee working more than 16 consecutive
hours without receiving an 8-hour rest period consistent with the terms in Article 22.1
herein.

Section 18.7.3: An employee scheduled to work on a weekend shift or a holiday shift, who
encounters a scheduling conflict, shall find a qualified alternate to work the shift and inform
his supervisor that he will not be able to work the shift. If he is unable to find a replacement
within 24 hours of the start of the shift, the employee shall contact City Dispatch, and City
Dispatch shall call an alternate from the overtime list, excluding personnel that may be on
standby.

Section 18.7.4: The week, for the purpose of the above assignments, shall be defined as
starting with the first (7:00 A.M.) shift on Friday.

Section 18.7.5: A Union member shall provide the Employer with a list of the employees
scheduled to cover the weekend and holiday shifts. In the event that a conflict in the
method of scheduling should occur, resolution of the conflict shall be made by the Union
Representative performing the scheduling and the Division Manager, or his designee, of
the division in which the conflict exists. The resolution shall then be submitted to the
Director of Public Ultilities, or his designee, for approval.
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ARTICLE 19

MEAL ALLOWANCES

Section 19.1: An employee who is required to work overtime shall be eligible for a meal or meal
money allowance based on the following provisions:

A) After working two (2) hours immediately preceding or two (2) hours immediately
following the normal work day; or

B) After each four (4) hours of non-scheduled overtime; or

)] After working ten (10) hours on a regular day off or on a Holiday when the employee
was given at least eight (8) hours advance notice that he was to work overtime on that
day;

D) If an employee can be temporarily released for a meal, he shall be given an allowance of
eighteen dollars ($18.00) and shall eat on the Employer’s time. If he cannot be temporarily
released, the Employer shall either give the employee the meal money allowance or will
furnish a meal which shall be eaten on the Employer’s time at the job site, within a
maximum of one-half (1/2) hour. If the employee cannot be released and the Employer
does not furnish a meal, he shall receive an additional one-half (1/2) hour of pay.
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ARTICLE 20

CALL OUT

Section 20.1: The Employer will offer all eligible employees on the call out list, as maintained by
the union steward, at least one (1) opportunity to respond to a call out. If the employee(s) fail to
respond to the call out, the Employer may take whatever action it deems necessary to fulfill its
service obligations.

An employee not on designated standby, called back to work after his regularly scheduled work
day, shall receive a minimum of two (2) hours at the straight time rate of pay, plus payment at
applicable rates for actual time worked.

Section 20.2: To insure service reliability, when employees are called out for an outage, if they
are not able to respond within 60 minutes from their current location the supervisor will call the
next employee on the overtime list and at the discretion of the employer, the employee may be
removed from future call outs.

Section 20.3: If an employee working the third shift calls in sick less than two (2) hours before
the shift, the vacancy for that shift shall be filled by one of the second shift workers. If the
employee calls in two (2) hours or more before the shift, the vacancy shall be filled from the call
list. If the employee reports late for his shift, goes home sick, or takes personal time during the
shift, the vacancy shall be filled at the discretion of the on-call supervisor. If the employee working
on the second shift takes three (3) or more hours of time off at the beginning of the shift or
minimum of four (4) hours of time at the end of the shift, the vacancy shall be filled.

Section 20.4: When an employee works his regular shift and is called back for the third shift the
following day (Monday through Friday), the supervisor shall release the employee for a rest period
at 11:00 a.m. unless additional crews are called in that night. If additional crews are called in that
night, then the employee shall be release at 7:30 a.m. This shall not apply to employees scheduled
for the second shift since those employees shall have eight (8) hours off between shifts. When an
employee is called in for less than eight (8) hours, the employee’s rest period shall be pursuant to
Section 22.2 of this Agreement.

Section 20.5: On Fridays, the third shift shall only be filled from the call list, unless the second
shift employee is scheduled for Sunday mandatory overtime. On Saturday, the employee called
for the third shift cannot be an employee scheduled for Sunday mandatory overtime.

Section 20.6: Call out of second and third shift employees shall be paid at the appropriate

overtime rates using the base rate without any shift premium, unless the call out runs into the
employee’s regular shift hours.
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ARTICLE 21

STANDBY

Section 21.1: A Substation Line Electrician shall be placed on stand-by on a weekly basis. The
schedule will begin at 7:00 a.m. on Friday and end at 7:00 a.m. on the following Friday, for which
each employee shall be paid twenty (20) hours at basic straight time rates. The employee must be
able to respond to the employer’s site within 60 minutes or he may not be eligible to take future
stand-by at the discretion of the employer. Substation Line Electricians may comp their stand-by
hours a maximum of four (4) times per calendar year.

Section 21.2: Two (2) qualified Journey-line Electricians may be placed on standby at the
discretion of the Employer, pursuant to the following criteria:

Section 21.2.1: If the employee is scheduled to begin standby at 7:00 a.m. on Friday
and end at 7:00 a.m. on the following Friday, the employee shall be paid seventeen (17.0)
hours at the basic straight time rates;

Section 21.2.2: Ten (10) hours at straight time for weekends from the end of the
regularly scheduled workday on Friday until the beginning of the regularly scheduled
workday on Monday morning, if the employee is not assigned weekly standby;

Section 21.2.3: Three (3) hours at straight time on City holidays, if the employee is
not assigned weekly standby; or

Section 21.2.4: Two (2) hours at straight time on normal workday evenings, from
the end of work to the start of work the next morning, if the employee is not assigned
weekly standby.

Section 21.3: “Turn-ons” and “locates” shall require the service of only one (1) employee, subject

to the provisions of this Agreement.
3

Section 21.4: Employees on stand-by may be required to work one full shift on Sunday on either
the first or second shift.

Section 21.5: Employees assigned to stand-by shall not be subject to call-out provisions.
However, they will receive a half-hour overtime pay from home to the job and a half-hour overtime
pay from the job back home as travel allowance, unless the work the employee was called out for
extends into the regular shift. In such case, the employee shall not be eligible for a travel allowance.

When an employee, not on stand-by status, performs work as a substitute for a stand-by employee,
the employee will receive pay for actual time worked and the above referenced travel allowance.
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ARTICLE 22

REST PERIOD

Section 22.1: Whenever an employee works a minimum of sixteen (16) consecutive hours, he
shall be allowed at least eight (8) consecutive hours of rest, irrespective of whether it is a regularly
scheduled work day or not. If the rest period occurs during the employee’s regularly scheduled
work day, he will be compensated for the unworked hours of the rest period at straight time rates.
The eight (8) consecutive hours of rest shall be computed from the time he leaves the Employer’s
facility until the time he reports back to work. If he is called back to work during his rest period
he shall be compensated at the double time rate of pay for his allowed rest period. If an employee
worked eight (8) hours or less prior to his regular work day, he shall continue working on his
regular scheduled work day at straight time, but the time which he worked prior to this regularly
scheduled work day shall be computed at time and one-half (1-1/2) rate of pay. If an employee
has completed sixteen (16) hours of continuous work, and if it is required that this employee,
because of an emergency, continues to work, he will be paid at double time rate.

Section 22.2: In the interest of maintaining a safe work atmosphere for the employees as well as
the public for which they serve, if any employee works four (4) or more hours during the hours of
11:00 p.m. and 7:00 a.m., every effort will be made to see that the employee be given an
opportunity to rest during the work day, at the discretion of the Supervisor, which shall not be
unreasonably withheld. This may include coming in late or being allowed to go home early, etc.,
without loss of pay. Employees may not be entitled to a rest period when they are scheduled to
work four (4) or more hours during the hours of 11:00 p.m. and 7:00 a.m., excluding shift work,
when they are given 24 hours or more advanced notice that they will be working during said time.
Employees are entitled to an eight (8) hour rest period immediately following four (4) or more
hours worked during the hours of 11:00 p.m. and 7:00 a.m., excluding shift work. If an employee
completes said work on or before 5:00 a.m., the employee shall immediately be released from duty
for an eight (8) hour rest period. If an employee completes said work after 5:00 a.m., the employee
shall continue on duty and complete assigned work until 7:00 a.m. and then shall be released for
an eight (8) hour rest period.
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ARTICLE 23

WORKING CONDITIONS

Section 23.1: Regular employees shall not be required to do their work outdoors in inclement
weather except in cases of emergency or in the performance of essential duties including unloading
materials delivered to Employer facilities. Work may be conducted with the use of a temporary
shelter over the equipment or work area when feasible, where safety is not compromised.

For the purpose of this Agreement, emergency shall be defined as any power outage and any
condition endangering life, health, safety and property.

Inclement weather is defined as rain, snow, sleet and hail which present hazardous or dangerous
working conditions to the employees.

Journey-Line Electricians shall not be required to work on regular outside line work when the
temperature is below five (5) degrees Fahrenheit by a designated official thermometer, except to
inspect equipment and to patrol lines, attend joint meets for utility locations, and perform
emergency operations as necessary. No Journey-Line Electricians shall be required to climb poles
when the temperature is below ten (10°) degrees Fahrenheit, except to perform emergency
operations.

Meter Readers shall only be required to work in inclement weather when their assignment allows
them to go from their vehicle to read indoor meters or when it is essential to read special meters,
not including single family residential meters as designated by the department head. Meter
Readers will not have to read their regular routes when the temperature is below zero (0 degrees)
Fahrenheit.

Section 23.2: The Employer shall have the right to provide for one (1) man service trucks. In the
event that a two (2) man service truck is required, a Journey-Line Electrician or Apprentice Line
Electrician shall be the second man. On specific assignments such as directional boring or
trenching work, a two-man crew may consist of a Line Electrician and an Equipment Operator or
Ground Technician, or an Equipment Operator and Ground Technician. A one (1) man truck
operator shall receive the same rate of pay as the Service Truck Operator. Journey-Line
Electricians performing “locates” will not receive upgrades.

Section 23.3: Apprentice Line Electricians shall do the work according to the discretion of the
Crew Leader or the Electric Utility Supervisor. His work must be under the supervision of a
Journey-Line Electrician, or a Crew Leader, but need not be by both. A fourth step or higher
Apprentice Line Electrician shall be permitted to work on energized overhead primaries only if
the Crew Leader or Electric Utility Supervisor is satisfied that the apprentice is capable of coping
with the work, and the structure and wires are not hazardous due to their complexity.
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Section 23.4: If an employee is designated to be upgraded, he shall receive the rate of pay for the
position filled provided he has filled the position for at least three (3) or more consecutive hours.
The Employer reserves the right to decide whether an upgrade is necessary or required. Upgrades
will be made from within the crew doing a specific job function unless it is known that the upgrade
will be for a period of three (3) days or longer.

a) An employee designated to run a two (2) man crew shall receive upgraded crew
leader pay, provided that the normal crew work is being performed.

b) Equipment Operators and Ground Technicians employed in the position prior to
ratification of this contract designated to perform the work of utility locator shall
receive upgraded locator pay (old rate) at the same step level.

c) Automation and Communication Field Technician shall receive Lead Automation
and Communication Field Technician pay when the Lead Automation and
Communication Field Technician is off for at least three (3) or more consecutive
hours and at least one other Automation and Field Technician is working.

d) The same rule set forth in (c) above also applies to the Automated Metering
Infrastructure Technician.

Section 23.5: Under normal conditions, a crew will consist of three (3) or more employees, it
shall consist of a Crew Leader, a Journey-Line Electrician and one (1) or more employees from
the following classifications: Apprentice Line Electrician, Equipment Operator or Ground
Technician. When a crew is working on energized overhead primary lines, a Crew Leader and
two (2) Journey-Line Electricians or a Crew Leader, a Journey-Line Electrician and a fourth step
or higher Apprentice Line Electrician must be with the crew on site.

All future Journey-Line Electricians temporarily assigned to work on the Substation crew will
receive Substation Line Electrician rate of pay, subject to the provision of Article 24.4.

A Journey Line Electrician shall utilize rubber gloves and rubber sleeves for live line work, where
it has been determined by the Crew Leader and the members of a crew and agreed upon by a
management representative to be the safest way to perform the work. The rubber gloves provided
by the City will be inspected by the Employee on a daily basis and will be electrically tested by
the City every six (6) months. The City will conduct yearly training programs either internally or
utilizing outside trainers to certify all linemen in the approved procedures and safety practices.
When using rubber gloves on energized overhead lines a Crew Leader and two (2) Journey Line
Electricians or a Crew Leader, a Journey Line Electrician and a fourth step or higher Apprentice
Line Electrician must be with the crew on site. An Apprentice Line Electrician shall not be
permitted to work on energized overhead lines with rubber gloves until their 5 step of training.
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A Crew Leader will be responsible for no more than four (4) additional employees. If a crew is
larger than five (5) employees the next senior Line Electrician will be upgraded to Crew Leader.

Section 23.6: Utility Locate Technician shall perform utility locates and Automated Metering
Infrastructure Technician shall test and install meters based on assigned workload as determined
by the Employer. In the event of an emergency all employees shall be available to perform damage
assessment as well as normally assigned duties necessary to restore or avoid loss of power. The
employee shall be trained by the Employer to perform these duties. The Journey-Line Electricians
shall continue to perform utility locates and meter disconnects/reconnects whenever necessary
and/or directed to do so during the work day.

When Utility Locate Technicians are required to enter energized high voltage cabinets or handle
energized high voltage circuits, a Journey-Line Electrician must be utilized to perform that part of
the Locate work. Utility Locate Technicians will receive sufficient training to properly enter low-
voltage equipment and handle low voltage circuits.

Section 23.7: This position of Utility Equipment Operator shall perform assigned tasks and
operate equipment, including but not limited to, light and heavy construction and maintenance
equipment such as end loaders, tractor backhoes, trenching, and directional boring machines. The
Line Electricians shall continue to operate the same equipment whenever necessary and/or directed
to do so during the work day. The Utility Equipment Operators may assist but cannot take the
place of Journey-Line Electricians in their other duties and responsibilities.

Section 23.8: Ground Technicians shall assist Journey-Line Electricians and/or Utility
Equipment Operators and work under their direction. They may perform such other work as the
Department deems appropriate, but in no event will they be utilized to take the place of a Journey-
Line Electrician or Utility Equipment Operator.

Section 23.9: There shall be a permanently assigned substation crew leader for every three (3)
substation line electricians.

Section 23.10: Lead Automation and Communication Field Technician and Automation and
Communication Field Technician shall be allowed to remove/replace the motors on the Vista
switchgear, remove/replace radio repeaters from street light poles, and work on all field related
fiber optic equipment without the assistance of a Journey Line Electrician. They shall also work
in substations on all fiber optic related equipment, communication cabling and equipment,
multiplexor cards, paddle boards, and connecting wiring without the assistance of a Substation
Line Electrician.

Section 23.11: The Utility, at its discretion, may create a hybrid position consisting of
Automated Metering Infrastructure Technician and Automation and Communication Field
Technician. The work shall be directed by the Utility. The employee shall be trained by the
Employer to perform these duties. Only employees hired into or who bid into either of these two
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positions after the date this Agreement is executed shall be required to accept a hybrid
assignment.
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ARTICLE 24

TOOLS & EQUIPMENT

Section 24.1: The Employer shall furnish to the employee only (1) set of tools and equipment
necessary to perform his duties. Suitable rain protective equipment shall be furnished by the
Employer for employees required to work out-of-doors in emergencies during inclement weather.
The employer will replace worn out tools and rain gear subject to reasonable wear and tear when
the employee returns those items to the Employer. The employees will be responsible for their
return in good condition, reasonable wear and tear excepted. All rubber goods used for safety shall
be tested for hazardous conditions every sixty (60) days and be certified, date of test to be marked
on each article. The Employer agrees to furnish work gloves to employees as required, but not
more than two (2) pairs a year for any employee.

Section 24.2: The Employer shall replace any eyeglasses damaged by a cause attributable to the
employee’s employment with prescription safety glasses subject to the Employer’s eyewear
policy. The Employer will establish the standards and specifications for the frames and lenses and
will select the manufacturing source.

Section 24.3: Supervisors may work with the tools when no bargaining’ unit employees are
available, or in the case of emergencies or for instructional purposes. Employees holding the
position of Warehouse Supervisor shall be able to operate a forklift in an emergency situation or
when a Stocker is not available.

Section 24.4: Draftsmen, Electric Engineering Technicians or Electrical Engineers shall be
permitted to take field measurements, inspect sites, survey existing and new conditions, take field
inventories and open doors to’pad-mounted equipment.

Section 24.5: All employees covered under this Collective Bargaining Agreement shall be given

an annual boot allowance of one hundred and twenty-five dollars ($125.00) during the term of this
Agreement, except for those employees in the System Controller position.
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ARTICLE 25
WAGES

Section 25.1: The hourly wage rates effective on May 1, 2021 are set forth in Appendix D.

Section 25.2: New Hires in the classification of Utility Equipment Operator, Tool Room
Technicians and Ground Technicians will be subject to progression steps to reach the top rate of
pay for their classification, each step will be for a period of six (6) months.

The Automation/Communication Technician and the Automated Metering Infrastructure
Technicians shall be subject to progression steps to reach the top rate of pay for their classification,
each step will be for a period of one (1) year and take place on their anniversary date.

Section 25.3: The System Controller shall be subject to progression steps to reach the top rate of
pay for their classification, each step will be for a period of one (1) year and take place on their
anniversary date.

Section 25.4: Any employees hired or transferred into the Utility Locate Technician position after
June 27, 2014 shall be paid the starting wage rate in accordance with Appendix E titled Utility
Locate Technician I.

Section 25.5: The employer shall have the right to assign a Substation employee to perform

Distribution work, which the employee has the right to refuse. When a Substation employee
accepts an assignment to perform distribution work, their pay rate will not be adjusted.

38



I

ARTICLE 26

DRUG AND ALCOHOL TESTING

PROHIBITIONS

A. General Prohibitions

The

unlawful manufacture, sale,. distribution, dispensation, possession,

transportation or use of a controlled substance cannabis or alcohol is prohibited on
all Employer premises, in any municipality-owned or leased commercial motor
vehicles, or other locations where the driver is to perform work.

B. Prohibited Alcohol-Related Conduct

An employee shall not operate an Employer commercial motor vehicle or perform a
related safety-sensitive function if he has engaged in any form of alcohol-related
conduct listed below:

L

2.

6.

Using alcohol on the job.

Being in possession of alcohol while on duty or operating a commercial
motor vehicle.

Having a prohibited breath alcohol concentration while performing a safety-
sensitive function.

Having used alcohol during the four (4) hours before going on duty.

Using alcohol within eight (8) hours following an accident requiring a
breath-alcohol test, or until tested.

Refusing to submit to a required alcohol test.

C. Prohibited Drug-Related Conduct

An employee shall not perform a safety-sensitive function if he has engaged in any
of the following activities:
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1 Using any of the following controlled substances, as specified by NIDA - 5
panel drug screen:

a. Marijuana (THC metabolite)
b. Cocaine
c. Opiates (morphine and codeine)
d. Phencyclidine (PCP)
€. Amphetamines
2. Being in possession of any unauthorized controlled substance.
3. Reporting for duty while impaired from any prescribed therapeutic drug or

controlled substance usage.

4. Refusing to submit to a required controlled substances test.

D. Reporting Requirements for Prescribed Controlled Substances

1. Any employee who takes prescribed medication must:

a. Inquire of his treating physician whether the controlled substance
would adversely affect his ability to operate a commercial motor
vehicle.

b. Notify his supervisor of any therapeutic drug use, including the type

of drug and prescribed period of use.
2. If the therapeutic drug use may affect the employee's ability to operate a

commercial motor vehicle, the employee shall be assigned an alternate
duty, if one is available.

II. CATEGORIES OF TESTING

A. Post-Accident Testing

l. Conducted when a bargaining unit employee was involved in an accident in
an Employer vehicle, and

a. The accident involved the loss of life; or
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d.

The accident resulted in bodily injury to a person who immediately
receives emergency medical treatment away from the accident scene;
or

The accident involved damage to a vehicle which required the
vehicle to be towed away from the accident scene; or

The employee was issued a citation for a moving traffic violation.

Post-Accident Alcohol Testing

a.

Whenever possible, post-accident alcohol testing shall be
conducted within two (2) hours of the accident.

[f testing is not administered within two (2) hours of the accident, the
Employer must prepare and maintain a record stating the reason the
test was not promptly administered.

If testing is not administered within eight (8) hours of the accident,
the Employer shall cease attempts to administer an alcohol test.

An employee required to be tested under this section is prohibited
from consuming any alcohol for at least eight (8) hours following the
accident or until after the breath alcohol test.

Post-Accident Drug Testing

a.

Post-accident drug testing must be conducted within thirty-two (32)
hours after the accident. Iftesting is not administered within thirty-
two (32) hours of the accident, the Employer shall cease attempts to
administer a drug test.

If testing is not administered within thirty-two (32) hours of the
accident, the Employer must prepare and maintain a record stating the
reason the test was not promptly administered.

Refusal to Undergo Testing

Any employee who refuses a required post-alcohol and/or drug test or fails
to complete the testing (except for valid medical reasons) shall be deemed to
have tested positive.
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B. Random Testing

Conducted throughout the year on a random, unannounced basis according to the following

guidelines:

1. Restricted Period

Employees are subject to unannounced random drug or alcohol
testing while the driver is performing safety-sensitive functions, just
before the driver is to perform safety-sensitive functions, or just
after the employee has ceased performing such functions.

The Employer will not require employees to come in for a call-out
assignment for the sole purpose of random testing.

2. Frequency

a.

The Employer shall conduct random drug testing on at least fifty
percent (50 %) of the average number of bargaining unit employees
in each calendar year. The minimum annual percentage rate in
succeeding years shall be determined by the rate set by the FHWA
Administrator, as published in the Federal Register (pursuant to 49
CFR Part 382 (Sec. 382.305)). The Employer shall provide written
notice to the Union before January 1 of each succeeding year regarding
any changes in the minimum annual percentage rate.

The Employer shall conduct random alcohol testing on at least twenty-
five percent (25 %) of the average number of bargaining unit
employees in each calendar year. The minimum annual percentage
rate in succeeding years shall be determined by the rate set by the
FHWA Administrator, as published in the Federal Register (pursuant
to 49 CFR Part 382 (Sec. 382.305)). The Employer shall provide
written notice to the Union before January 1 of each succeeding year
regarding any changes in the minimum annual percentage rate.

3. Selection

The procedure used to determine which employees are subject
to random drug or alcohol testing in a given year shall ensure that
each bargaining unit employee has an equal chance of being selected.

Should disputes arise regarding the random selection process, the
Manager of Human Resources, or other person responsible for

42



administering the drug and alcohol policy for the Employer; shall
meet with a representative of Local No. 9 (not a bargaining unit
member) and explain the methodology used.

C. Reasonable Suspicion Testing

Conducted when a trained supervisor observes behavior or appearance that is characteristic
of an individual who is currently under the influence of or impaired by alcohol, impaired
by drugs, or a combination of alcohol and drugs, according to the following guidelines:

.

A supervisor's determination that reasonable suspicion exists shall be
based on specific, contemporaneous, articulable observations concerning
the appearance, behavior, speech or body odors of the driver;

A second trained department supervisor who is reasonably available must
confirm the reasonable suspicion determination;

The employee is entitled to Union representation before being questioned or

tested following a reasonable suspicion determination, if he so requests.
Questioning and/or testing shall not be inordinately delayed if a
representative is not immediately available.

The supervisor(s) must complete and submit a Reasonable Cause
Observation Form within twenty-four (24) hours.

A "trained supervisor" is one who has received at least three (3) hours of
training in the signs of alcohol and drug intoxication, including at least sixty
(60) minutes of training on drug use and at least sixty (60) minutes of
training on alcohol use.

D.  Return to Duty Testing

After engaging in prohibited alcohol conduct, an employee may not return
to duty requiring the performance of a safety sensitive function until he takes
a return to duty breath alcohol test with a result indicating an alcohol
concentration of less than 0.02.

After engaging in prohibited controlled substances conduct, an employee
may not return to duty requiring the performance of a safety sensitive
function until he takes a return to duty urine drug test with a verified negative
result for controlled substances use.
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E. Follow-Up Testing

1.

£

Upon returning, the employee is subject to at least six (6) unannounced
follow-up tests during the first twelve (12) months after he returns to duty
requiring a CDL. The employee may be subject to a maximum of three (3)
additional unannounced follow-up tests in the following twelve (12) months
when recommended by the employee’s Substance Abuse Professional
(SAP).

[f the Substance Abuse Professional does not recommend continued testing,
the employee shall no longer be subject to the unannounced testing
procedures of this provision.

Substance Abuse Professional

A Substance Abuse Professional shall be a licensed physician (medical
doctor or doctor of osteopathy), or a licensed or certified psychologist,
social worker, employee assistance professional, or addiction counselor
with knowledge of and clinical experience in the diagnosis and treatment of
alcohol and controlled substances-related disorders. : ‘

III. TESTING PROCEDURES

A. Drug Testing Procedures

ls

The Employer will pay for all testing procedures except for the reanalysis of
the split specimen when requested by an employee.

Collection Site - The specimen will be tested in accordance with the
standards set forth by both the U.S. - D.O. T and the Department of Health
and Human Services appointed division of the National Institute on Drug
Abuse (NIDA).

a. Once a drug test is announced, an employee shall go directly to the
collection site. Collection sites will follow all procedures for
specimen collection, chain of custody of sample as established by
United States Department of Transportation and the Federal
Highway Administration rules and regulations.

b. Before testing, an employee shall be shown a sealed container, which
shall be unwrapped in front of him/her.
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An employee shall be afforded a private area to provide a urine
specimen. This area shall be equipped with a toilet.

Once an employee has provided a urine sample in the collection
container, he shall hand it to the collection person. The collection
person, in the presence of the employee, shall then pour the urine into
two specimen bottles. At least thirty milliliters must be poured into
the primary specimen bottle, and fifteen milliliters into the split
specimen bottle.

3. Medical Review Officer (MRO)

The Medical Review Officer shall be a licensed physician designated by
the Employer as the person responsible for receiving laboratory results
generated by the Employer's drug testing program. The MRO shall have
knowledge of substance abuse disorders and have the appropriate medical
training to interpret and evaluate an employee's positive test result together
with his medical history and any other relevant biomedical information.

4. Laboratory Analysis

a.

Analysis of a primary urine specimen shall be performed at a
laboratory certified and monitored by the U.S. Department of Health
and Human Services (DHHS).

The laboratory shall analyze the primary specimen with an Enzyme
Multiple Immunoassay Test (EMIT) at the initial test cut-off levels
established by DHHS. If the specimen tests negative with the EMIT
test, then the results shall be deemed a negative test result.

All specimens identified as a positive on the initial EMIT test will be
subject to confirmation testing using Gas Chromatography/Mass
Spectrometry (GS/MS) techniques at cutoff levels established by
DHHS

5. Primary Specimen Test Results

a.

Negative Test Results

If the result of the test of the primary specimen is negative, the MRO
shall promptly report a negative test to the Employer and the
employee.
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b.

Positive Test Results

1)  Drug test results reported positive by the laboratory shall not
be deemed positive or disseminated to any person until they are
reviewed by the MRO.

2) Ifthe result of the test of the primary specimen is positive, the
MRO shall contact the employee and conduct an interview to
determine if there is an alternative medical explanation for the
positive test result.

a) If the MRO determines that the positive result was
caused by the legitimate medical use of the prohibited
drug, or that the positive result was otherwise in error, the
MRO shall report the drug test result as negative.

b) If the MRO determines that there is no alternative
medical or other explanation for the positive test result, the
MRO shall inform the employee that he has seventy-two (72)
hours in which to request a reanalysis test of the split
specimen.

3) The employee shall remain on administrative leave pending the
result of the split sample analysis.

6. Split Specimen Test

a.

The employee requesting a re-analysis of the split specimen shall be
responsible for all costs associated with this testing procedure.

If within seventy-two (72) hours of notification of the positive
result by the MRO, the employee requests that the re-analysis
of the split specimen test 'be conducted, the MRO shall make written
notice to the primary specimen laboratory, to forward the split sample
to a second laboratory certified by DHHS.

If the employee has not contacted the MRO within seventy-two (72)
hours, the employee may present to the MRO information
documenting that serious illness, injury, inability to contact the MRO,
lack of actual notice of the positive test result, or other unavoidable
circumstances prevented the employee from timely contacting the
MRO. Ifthe MRO concludes that there is a legitimate explanation
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7.

8.

for the employee’s failure to contact the MRO within seventy-two
(72) hours, the MRO shall direct that analysis of the split specimen to
be performed.

Waived or Positive Split Specimen Test

1) If the employee waives his right to a reanalysis split
specimen test, or if the reanalysis of the split specimen test is
positive, the MRO shall report a positive test.

2) Upon receiving the results of the positive test, the
Employer shall promptly notify the employee and provide the
employee the opportunity to request full information concerning the
test results.

Inability to Provide Adequate Sample

a.

Employees who are unable to provide a urine sample of forty-five
milliliters shall be offered up to twenty-four (24) ounces of drinking
water and allowed two (2) hours before being asked to provide another
urine specimen.

If the employee is still unable to provide an adequate sample, testing
shall be discontinued and the MRO shall refer the employee for a
medical evaluation to develop pertinent information concerning
whether the individual's inability to provide a specimen is genuine.

1) The employee shall be placed out of service until this
determination is made.

2) If there is no verification that inability to provide an
adequate sample was genuine, the employee will be deemed to
have refused to test

Refusal to Take Drug Test

Refusal to take a drug test shall be considered a positive result.
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B.

Alcohol Testing Procedures

I.

Screening Test

a.

€.

All breath alcohol testing shall be conducted through use of an
Evidential Breath Testing (E.T.) device, in accordance with Federal
Highway Administration (FHWA) rules and DOT regulations.

Only a Breath Alcohol Technician (BAT), trained in accordance
with DOT regulations, shall conduct testing with an E.T.
Supervisors of bargaining unit employees shall not serve as BATs
under any circumstances.

Testing Site

1) Testing locations shall ensure visual and aural privacy to
employees, sufficient to prevent unauthorized persons from
seeing or hearing test results.

2) Before testing begins, the BAT shall explain the testing
procedure to the employee and answer any questions he may
have.

3) ‘An individually-sealed mouthpiece shall be opened in view of
the employee. The mouthpiece shall then be attached to the E.T.

4) Once testing is complete, the BAT shall show the results to the
employee.

Screening Test
1) If the result of the screening test is less than 0.02 percent
alcohol concentration, the result is negative and no further

testing shall be done.

2) If the result of the screening test is an alcohol concentration of
0.02 percent or greater, a confirmation test performed.

Confirmation Test
1) When required, the confirmation/test shall be performed not less
than fifteen (15) minutes nor greater than thirty (30) minutes after

completion of the screening test.
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result.

2) Employees with a breath alcohol concentration between

~0.02 and 0.04 may not perform or continue to perform safety-
sensitive  functions until the start of the employee’s next
regularly scheduled duty period, not less than twenty-four (24)
hours following administration of the test.

3) If the result of the confirmation test is 0.04 percent alcohol
concentration or greater, the result is positive.

Inability to Provide an Adequate Amount of Breath

1) If an employee is unable to provide an adequate amount of breath,
the Employer may direct the employee to see a licensed physician.

2) The employee may not perform safety sensitive functions until
he is evaluated, provided the evaluation takes place within two (2)
hours.

3) The physician shall examine the employee to determine whether
the employee's inability could have been caused by a medical
condition.

4) If the physician determines, in his reasonable medical judgment,
that a medical condition has, or with a high degree of probability,
could have, precluded the employee from providing an adequate
amount of breath, the employee shall not be deemed to have refused
to take the test.

9) If the physician is unable to make this determination, the employee
shall be deemed to have refused to take the test.

6) The Employer shall pay any medical fees assessed for the
examination.

Refusal to Take Alcohol Test

Refusal to take an alcohol test shall be considered a positive
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IvV.

CONSEQUENCES OF POSITIVE TEST RESULTS

A. Confirmed Breath Alcohol Test Result between 0.02 and 0.04

An employee with a breath alcohol concentration result between 0.02 and 0.04 shall be
removed from performing safety sensitive functions for twenty-four (24) hours or a
retest below 0.02.

B. Confirmed Breath Alcohol Test Result of 0.04 or More or Other Prohibited
Alcohol Conduct

1. An employee with a breath alcohol concentration result of 0.04 or more, or
who has otherwise violated the alcohol conduct rules set forth above, shall
be immediately removed from performing safety sensitive functions.

2; The employee cannot resume the performance of safety sensitive functions
until he:

a. Is evaluated by a Substance Abuse Professional (SAP); and

b. Complies with and completes any treatment program recommended
by the SAP; and

C. Completes the return to duty testing requirements set forth
above with a breath alcohol content of less than 0.02.

C. Confirmed Positive Urine Drug Test

1. An employee who tests positive for any of the prohibited controlled
substances, or who has otherwise violated the substance abuse rules set forth
above, shall be immediately removed from performing safety sensitive
functions.

2. The employee cannot resume the performance of safety sensitive functions
until him:

a. Is evaluated by a Substance Abuse Professional (SAP); and

b. Complies with and completes any treatment program recommended
by the SAP; and

50



D.

E.

c. Completes the return to duty testing requirements set forth above
with a negative result.

Discipline

1.

Any discipline imposed upon employees shall be subject to the provisions of
Article 5 of the Collective Bargaining Agreement.

2 The Employer will not retain a probationary employee who is in violation of
any alcohol or drug prohibition identified in this policy.

Refusal to Test

1. Any employee who refuses to undergo required testing, as set forth in this
policy, shall be considered as having tested positive and shall be immediately
removed from performing safety sensitive functions.

p Employer provided treatment and rehabilitation services may not be

available to employees who refuse to test.

V. CONFIDENTIALITY OF RECORDS

All drug and alcohol test results and records shall be maintained under strict confidentiality
by the employer, drug testing laboratory, Medical Review Officer, and, where applicable,
the Substance Abuse Professional.

A.

Employee Entitled to Information

Upon written request, the employee shall be promptly furnished with copies of any
and all records pertaining to his use of alcohol and/or drugs, including any records
pertaining to conducted tests. The employee's access to the records shall not be
contingent upon payment for the records.

Conditions under Which the Employer Must Release Records

1.

2

To the employee, upon written request.

When requested by federal or state agencies with jurisdiction, when license
or certification actions may be required.

to a subsequent employer pursuant to written consent of the former
employee.
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4, To the decision maker in a grievance, arbitration, litigation, or administrative
proceeding arising from a positive test result or employee-initiated action.

EMPLOYEE ASSISTANCE PROGRAM

A,

B.

Voluntary Referral

1. Before Testing

a. Any bargaining unit employee who voluntarily refers himself or
herself to the Employer’s Employee Assistance Program (EAP)
before being ordered to submit to a random, reasonable suspicion,
post-accident or return to duty drug or alcohol test shall not be subject
to discipline. However, the employee must take any test he is ordered
to submit to. If a bargaining unit employee voluntarily refers himself
to the EAP on subsequent occasions, he may be subject to discipline.

b. Any bargaining unit employee who has voluntarily referred
himself or herself to the EAP shall be subject to the same testing
procedures as an employee who has tested positive for drug or
alcohol use.

c. The employee shall be returned to regular work duties only on the
recommendation of the EAP counselor and successful completion of
a return to duty medical exam.
2 At Time of Testing
If a bargaining unit employee voluntarily refers himself to the EAP upon
being ordered to submit to a drug or alcohol test, the Employer may consider

such voluntary referral in mitigation of any discipline. The employee must
submit to the test notwithstanding the EAP referral.

Confidentiality of Referral

All EAP referrals shall be kept strictly confidential.
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C. Rehabilitative Leave of Absence

1. Accrued Leaves of Absence

An employee may use any accrued leave (e.g. sick, vacation, personal, safe
driving, etc.) for the purpose of rehabilitation of a drug and/or alcohol
problem.

2. Extended Leave of Absence
Upon an employee's request, the Employer shall, to the extent necessary for
treatment and rehabilitation, and subject to Article 16, Section 16.1 of the
Collective Bargaining Agreement, grant the employee an unpaid leave of

absence for the period necessary to complete primary treatment of the
employee's drug and/or alcohol problem.

ARTICLE 27

OVERTIME, STAFFING AND LAYOFES

Section 27.1: Each employee holding the title of Senior Substation Crew Leader, Substation
Crew Leader, Substation Lineman, Substation Technician, Senior Crew Leader, Crew Leader,
Service Truck Operator, Lineman and Apprentice Lineman shall be offered 80 hours of overtime
per calendar year. This offer of overtime shall be scheduled at the discretion of Utility management
and is exclusive of time described in 18.7. There is no requirement that an employee work the
offered overtime and if the overtime is not worked, there is no requirement that the Employer offer
additional overtime opportunities.

Section 27.2: The Employer agrees that for the term of this Agreement only, it will not lay off any
employee in the bargaining unit. This term expires upon expiration of the Agreement and will
have no continuing effect after December 31, 2025, absent the parties’ entering into a voluntary
written agreement providing otherwise.

Section 27.3: The Employer agrees that for the term of this Agreement only, it will employ no
more than twenty (20) and no fewer than thirteen (13) linemen at any one time. The Employer
shall have the right to hire a new lineman in advance of the announced retirement date of any
lineman in the bargaining unit and will not be required to lay off the new lineman if the current
lineman who announced his retirement date changes his retirement date or his decision to retire.
This term expires upon expiration of the Agreement and will have no continuing effect after
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December 31, 2025, absent the parties’ entering into a voluntary written agreement providing
otherwise.

ARTICLE 28

ENTIRE AGREEMENT AND AMENDMENTS

Section 28.1: Entire Agreement.  The parties acknowledge that during the negotiations which
resulted in this Agreement, each has 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 Agreement, Therefore, the City of Naperville and
Local Union No. 9, for the duration of this Agreement, each voluntarily and unqualifiedly waives
the right, and each agrees that the other shall not be obligated to bargain collectively with respect
to any subject or matter referred to or covered in this Agreement. 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 or signed this Agreement.

Section 28.2: Amendments. This Agreement may only be amended during its term by the
parties’ mutual agreement in writing. Such mutually agreed modification or amendment shall be
binding on the City of Naperville, Local Union No. 9, and the employees.

ARTICLE 29

DURATION AND TERMINATION

Section 29.1: This Agreement shall apply from January 1, 2021 and shall remain in effect until
December 31, 2025, except as hereinafter provided. Wage rates shall mean those hourly wage
rates set forth in this Agreement. After December 31, 2020, this Agreement shall continue in effect
from year to year thereafter unless notice of termination is given in writing by registered or
certified mail by either party not less than sixty (60) nor more than ninety (90) days before
Midnight, December 31, 2025, or any subsequent annual expiration date. Notices of termination
or renegotiation required by this provision, if by the Employer, shall be addressed to Local Union
No. 9 at 18670 Graphics Drive, Suite 200, Tinley Park, IL 60477and if by Local Union No. 9, the
Employer at the Office of the City Manager, 400 South Eagle, Naperville, [llinois 60540. Either
party may, by a like written notice, change the address to which such notice is given. Termination
notices or renegotiation notices shall be considered to have been given as of the date shown on the
postmark.
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This Agreement is approved by the parties, through their duly authorized representatives,

onthisday & 7of Tl 2022,
CITY OF NAPERVILLE IBEW LOCAL UNION NO. 9
/
/‘ ! —_ o~ - e i
By: Douglas Krieger By: William Niesman
Its: City Manager Its: Business Manager

ATTEST:

/{Z; y %f“

By: Eric Bergdolld
Its: City Clerk Its: Assistant Business Manager
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APPENDIX A

City of Naperville Employee Policy Manual

4. PAID AND UNPAID TIME OFF

The City offers various time-off plans based upon date of hire.

Usage of PTO is governed by each department’s work rules and is subject to supervisory
approval. Scheduled paid time off should be arranged to result in minimal disruption to
departmental operations. Department Directors or their designees will establish time off
schedules sufficiently early each year so that employees can plan their time off.

Employees may carry over unused PTO accruals subject to established maximums; they need
not use all of their accruals within the year they were earned. All accrued PTO will be paid out
at the time an employee separates from employment.

4.2 Time Off Plan (TOP)
Paid Time Off (PTO)

TOP was implemented on June 9, 2001. All employees hired on or after June 9, 2001 until June
30, 2011 automatically have TOP as their leave plan unless their Collective Bargaining
Agreement has other provisions

PTO is earned each pay period, effective with the first pay period of employment. Employees
who regularly work less than a 40-hour workweek will have their PTO accrual prorated
accordingly. Accruals are based on budgeted hours for the position, not on actual hours
worked. For example, an employee in a 20 hour per week position who temporarily works 25
hours per week will still receive accruals based on the originally budgeted 20-hour work week.

PTO time will not accrue if an employee is unpaid for an entire pay period. PTO for full-time
employees is earned according to the following schedule:

|  Startof Hours Accrued | * Hours Accrued Per | ** Maximum Accrual |
: Service Year Per Year ] Pay Period 1, Allowed |
1-4 120 ' 4.62 | 120 ‘
5-10 r 160 | 6.15 | 160 ‘
[11-15 [ 200 _ 7.69 [ 200
16 208 8.00 | 208
17 | 216 8.31 216 ‘
18 224 | 8.62 ‘ 224 I
|19 ‘ 232 8.92 232 ?
| 20+ 240 ! 9.23 | 240 |
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*Accrual is rounded on the last pay period of the calendar year to balance the accrual as
required.

**When the maximum accrual allowed is reached, accruals are capped and no further accruals
are allowed until the accrued time is less than the maximum allowed.

PTO Cash Out (TOP)
Employees may cash out up to a maximum of 48 PTO hours each calendar year in which they
have at least 640 hours of sick leave accrued.

Sick Leave (TOP) — Accumulation & Use
Employees on TOP will accrue 80 sick leave hours per year (3.08 hours each pay period) up to a
maximum of 960 hours (accrual and limitation is prorated for employees scheduled less than
40 hours per week).

Employees who converted to TOP with an excess of 960 hours will not earn sick leave until
their balance is reduced by utilization to below the 960 hour maximum. Sick leave will be
earned in the same pay period as the employee’s sick leave drops below 960 hours.

Employees may transfer a maximum of 48 unused PTO hours into their sick leave account
annually if they have less than 960 hours of sick time accrued.

No sick leave will accrue if an employee is unpaid for an‘entire pay period.
Sick leave may be granted for any of the following reasons:

e |ncapacitation due to illness, injury or disability.

* Personal medical or dental appointments, which cannot be scheduled during non-working
hours (although every attempt should be made to schedule these appointments outside
of working hours).

* Absence required to care for seriously ill or disabled member of the employee's
immediate family. Immediate family is defined as the employee's spouse, domestic
partner, child, stepchild, parent, stepparent, parent-in-law, sibling, grandparent, or
grandchild. :

* Once an employee has been granted and is using vacation leave, he or she may not
change the status to sick leave unless he or she becomes admitted to the haspital.

Any use of sick leave for purposes other than those outlined above is not authorized. Misuse of
sick leave may be grounds for disciplinary action up to and including discharge, and will be
considered part of the employee's overall performance. Sick leave will run concurrently with
family and medical leave under the Family and Medical Leave Act (FMLA).
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Sick teave (TOP) — Documentation & Notification
Department Directors will establish procedures for employees to notify supervisors of absence
and intent to use sick leave. In some cases, the department’s written work rules or General
Orders can supersede City policies related to sick leave documentation and notification.

If sick leave is used for more than five consecutive work days or in conjunction with a day off, a
statement from a physician will be required confirming illness and indicating the need for time
off. A supervisor will also require a statement from a physician confirming illness when there
have been more than five instances of absence for sick leave in any one year. An illness for
which a doctor's statement has been received will not be counted in determining whether five
instances have occurred in any one year. For a continuing illness or condition, one annual
statement from a doctor will suffice for all sick leave usage arising out of the iliness or
condition for that year.

All employees are responsible for obtaining a physician's statement when required. If
determined necessary, the City reserves the right to require an employee to be examined by a
City appointed physician at the City's expense.

Sick Leave (TOP) — Elimination Period
An employee may only utilize sick leave after a 2-day Elimination Period. The first full two days
of any instance of absence due to an employee’s own iliness or the need to care for an
immediate family member (defined as the employee's spouse, domestic partner, child, stepchild,
parent, stepparent, parent-in-law, sibling, grandparent, or grandchild) who is seriously ill or
disabled will be drawn from paid leave accruals other than sick leave. An employee may draw
from PTO, floating holidays, exempt benefit days or compensatory time to satisfy a 2-day
elimination period. Employees will have different elimination periods depending upon the
number of hours in their scheduled workday. Employees who work 4, 10-hour days will have a
20-hour elimination period (2, 10-hour days). Employees who work 5, 4-hour days, will have an
8-hour elimination period (2, 4-hour days). Unpaid leave may not be utilized to satisfy a 2-day
elimination period until all paid leaves have been exhausted.

For each intermittent FMLA claim for chronic conditions, employees will have to exhaust anly
one elimination period per 12-month FMLA claim, so long as the illness or disability is certified
by a Physician under the FMLA, or it meets the FMLA definition of a serious medical condition,

Emplayees may not switch their ptanned PTO time to sick leave unless they are admitted to
the hospital and a 2-day elimination period has been satisfied first.

Sick Leave (TOP) Donation Bank

A sick leave donation bank has been established to continue the income of eligible employees
under the following circumstances:
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¢ Anemployee’s own non-job related, serious illness, until the employee is eligible to
draw disability payments from his/hcr pension fund.

® Tocare for amember of an employee’s immediate family (defined as an employee’s
spouse, parent or child) who has a serious health condition as defined under.the Family
and Medical Leave Act (FMLA) and is certified as such by a Physician.

Employees may withdraw a maximum of 160 sick leave hours during their employment with
the City. To withdraw time from the Sick Leave Donation Bank, an employee must be a
participant in the Bank. To participate, an employee must have at least 160 sick hours accrued
and have donated at least 8 hours to the Bank. An employee may donate a maximum of 40
hours of sick leave to the Bank in any calendar year. Donations to the Sick Leave Bank are
irrevocable.

To withdraw from the Bank, an employee must have depleted all other accrued leaves and
have submitted all necessary documentation required under FMLA, IMRF or other pension
fund. An employee who withdraws time from the Bank does not have to “repay” the Bank at a
later date.

The requirements and benefits afforded under the Sick Leave Bank program are pro-rated
accordingly for part-time employees.

Sick Leave Incentive: 401(a) (TOP)

Each year, employees on TOP who utilize 3 or less workdays/24 hours of sick leave (pro-rated
for part-time employees and those employees working a flexible schedule) will be eligible for a
sick leave incentive. The incentive is calculated by multiplying the employee’s current wage
rate by the hour multiplier in the following table:

Years of service completed Days of Pay

(completed employment) (based on full-time)
1-4 years 1.00 day (8 hours)
5-9 years 1.15 days (9.2 hours)
10-14 years 1.35 days (10.8 hours)
15-19 years 1.40 days (11.2 hours)
20-24 years 1.50 days {12 hours)
25-29 years 1.75 days (14 hours)
30+ years 2.00 days (16 hours)

The following are examples to illustrate the design of the program:
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Sam is a full-time, 13-year employee who works 8-hour days at an hourly wage rate of $20.00
per hour. Sam utilizes only 10 sick hours in a year. Sam is eligible for a sick leave incentive of
$216.00 which is calculated as follows: 8 hours x $20.00 per hour x 1.35 days = $216.00

George is a 2-year, part-time employee who works 20 hours per week (five days a week, 4
hours a day) at an hourly wage rate of $15.00 per hour. George utilizes 12 sick hours in a year.
George is eligible for a $60.00 sick leave incentive as follows: 4 hours x $15.00 per hour x 1
day = $60.00

The sick leave incentive will be paid by the City into the employee’s individual 401(a) account.
The City’s contribution is pre-tax. Employees will manage their own investment options
available in the 401(a) plan. All funds in an employee’s 401(a) account are portable upon
separation from employment.

The sick leave incentives will be paid by the end of August each year for the TOP incentive year
that runs from July 1st to June 30th. Employees must be actively employed at the time of the
August payment in order to receive the sick leave incentive payment for the previous year.

43PTO-11

Paid Time Off (PTO-11)
The Paid Time Off — 2011 Plan hereafter referred to as PTO-11, was approved by the City
Council on June 21, 2011 and was implemented on July 1, 2011. All employees hired on or
after July 1, 2011, automatically have PTO-11 as their leave plan. The PTO-11 plan was
amended and approved by City Council on January 21, 2020 for eligible employees to include
the sick leave provisions outlined later in this policy. The amendments to PTO-11 were
implemented on April, 3, 2020.

Utilization of PTO during a new hire probationary period is subject to supervisory approval.

Full-time employees earn a total of 120 hours of paid time off (PTO) in the first year of
employment. Employees who work less than a 40-hour workweek will have their PTO accrual
prorated accordingly. PTO time will not accrue if an employee is unpaid for an entire pay
period.

Employees will not be eligible to take PTO time during their first 30 calendar days of
employment. After 30 days, 40 hours of PTO time will be placed in the employee’s accrual
bank. Separately, employees accrue the remaining hours over the remaining pay periods
during their first 12 months (up to the annual maximum accrual allowed). These numbers are
prorated for employees who work less than a 40-hour workweek.



Thereafter, every year on the employee’s anniversary date, an additional 8 hours (or prorated
amount) of PTO time will be added to their annual accrual, up to a maximum of 240 hours (see

the accrual schedule below).

A maximum 1-years’ worth of accrual of PTO time may be accumulated at any one time. When
this maximum accrual allowed is reached, PTO accruals are capped and no further accruals
occur until the accrued time is “used down” to less than the maximum allowed.

PTO is earned according to the following schedule effective August 1, 2013:

Start of Year Annual PTO
Accrual (hours)

I' 1 120
[ 2 ;' 128
" 3 i 136
' 4 : 144
| 5 I 152
6 [ 160
7 |' 168
8 | 176
9 _ 184
10 ' 192
r 11 | 200
| 12 | 208
,' 13 i 216
' 14 224
15 - 232
16+ ' 240

* Accrual is rounded on the last pay period of the calendar year to balance the accrual as

required.

** 3.08 hours will accrue each pay period for 26 pay periods. After 30 calendar days of
employment, the employee will realize these accruals, plus an initial deposit of 40 hours

of PTO in his/her PTO accrual bank.

Should a paid holiday fall within an employee’s scheduled paid time off, his/her PTO accrual

will not be charged.

Usage of PTO is governed by each department’s work rules. PTO must be scheduled in advance
and have supervisory approval, except in the case of iliness or emergency. All accrued PTO will
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*Accrual Per Pay
_Period (hours)

3.08**
4.92
5.23
5.53
5.84
6.15
6.46
6.76
7.07
7.38
7.69
8.00
8.30
8.61
8.92
9.23

be paid out at the time an employee separates from employment.

120
128
136
144
152
160
168
176
184
192
200
208
216
224
232
240

Maximum Accrual |
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Sick Leave (PTO-11) — Accumulation & Use
Employees on PTO-11 will accrue 80 sick leave hours per year (3.08 hours each pay period) up
to a maximum of 480 hours (accrual and limitation is prorated for employees budgeted to
work less than 40 hours per week). When this maximum accrual allowed is reached, sick
accruals are capped and no further accruals occur until the accrued time is “used down” to less
than the maximum allowed.

City of Naperville Employee Policy Manual

Sick leave may be granted for any of the following reasons:

* Incapacitation due to illness, injury or disability.

¢ Personal medical or dental appointments, which cannot be scheduled during non-working
hours (although every attempt should be made to schedule these appointments outside
of working hours).

- @ Absence required to care for seriously ill or disabled member of the employee's
immediate family. Immediate family is defined as the employee's spouse, domestic
partner, child, stepchild, parent, stepparent, parent-in-law, sibling, grandparent, or
grandchild.

¢ Once an employee has been granted and is using vacation leave, he or she may not
change the status to sick leave unless he or she becomes admitted to the hospital.

Any use of sick leave for purposes other than those outlined above is not authorized. Misuse of
sick leave may be grounds for disciplinary action up to and including discharge and will be
considered part of the employee's overall performance. Sick leave will run concurrently with
family and medical leave under the Family and Medical Leave Act (FMLA), described later in this
chapter.

Sick leave for employees on PTO-11 will not be paid out at retirement or separatian, nor will it
be used for IMRF service credit.

Na sick leave will accrue if an employee is unpaid for an entire pay period.

Sick Leave (PTO-11) — Documentation & Notification
Department Directors will establish procedures for employees to notify supervisors of absence
and intent to use sick leave. In some cases, the department’s written work rules or General
Orders can supersede City policies related to sick leave documentation and notification.

If sick leave is used for more than five consecutive work days or in conjunction with a day off, a
statement from a physician will be required confirming illness and indicating the need for time
off. A supervisor will also require a statement from a physician confirming illness when there
have been more than five instances of absence for sick leave in any one year. An illness for
which a doctor's statement has been received will not be counted in determining whether five
instances have occurred in any one year. For a continuing illness or condition, one annual
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statement from a doctor will suffice for all sick leave usage arising out of the illness or
condition for that year.

All employees are responsible for obtaining a physician's statement when required. If
determined necessary, the City reserves the right to require an employee to be examined by a
City appointed physician at the City's expense.

Sick Leave (PTO-11) — Elimination Period

An employee may only utilize sick leave after a 1-day Elimination Period. The first full day of
any instance of absence due to an employee’s own illness or the need to care for an
immediate family member (defined as the employee's spouse, domestic partner, child, stepchild,
parent, stepparent, parent-in-law, sibling, grandparent, or grandchild) who is seriously ill or
disabled will be drawn from paid leave accruals other than sick leave (e.g. PTO, comp. time,
Safe Driver Day, etc.). Employees will have different elimination periods depending upon the
number of hours in their scheduled workday. Employees who work 4, 10-hour days will have a
10-hour elimination period. Emplayees who work 5, 4-hour days, will have a 4-hour
elimination period. Unpaid leave may not be utilized to satisfy the elimination period until all
paid leaves have been exhausted.

For each intermittent FMLA claim for chronic conditions, employees will have to exhaust only
one elimination period per 12-month FMLA claim, so long as the illness or disability is certified
by a Physician under the FMLA, or it meets the FMLA definition of a serious medical condition.

Employees may not switch their planned PTO time to sick leave unless they are admitted to
the hospital and a 1-day elimination period has been satisfied first.

Sick Leave Incentive: 401(a) (PTO-11)

Each year commencing on July 1, 2020, employees on PTO-11 who utilize 3 or less
workdays/24 hours of sick leave (pro-rated for part-time employees and those employees
working a flexible schedule) will be eligible for a sick [eave incentive. The incentive is
calculated by multiplying the employee’s current wage rate by the hour multiplier in the
following table:

Years of service completed Days of Pay
(completed employment) (based on full-time)
1-4 years 1.00 day (8 hours)
5-9 years 1.15 days (9.2 hours)
10-14 years 1.35 days (10.8 hours)

15-19 years 1.40 days {11.2 hours)
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20-24 years 1.50 days (12 hours)
25-29 years 1.75 days (14 hours)
30+ years 2.00 days (16 hours)

The following are examples to illustrate the design of the program:

Sam is a full-time, 9-year employee who works 8-hour days at an hourly wage rate of $20.00
per hour. Sam utilizes only 10 sick hours in a year. Sam is eligible for a sick leave incentive of
$184.00 which is calculated as follows: 8 hours x $20.00 per hour x 1.15 days = $184.00

Pat is a 2-year, part-time employee who works 20 hours per week (five days a week, 4 hours a
day) at an hourly wage rate of $15.00 per hour. Pat utilizes 12 sick hours in a year. Patis
eligible for a $60.00 sick leave incentive as follows: 4 hours x $15.00 per hour x 1 day = $60.00

The sick leave incentive will be paid by the City into the employee’s individual 401(a) account.
The City’s contribution is pre-tax. Employees will manage their own investment optians
available in the 401(a) Plan. All funds in an employee’s 401(a) account are portable upon
separation from employment.

The sick leave incentives will be paid by the end of August each year for the incentive year that
runs from July 1st to June 30th. Employees must be actively employed at the time of the August
payment in order to receive the sick leave incentive payment for the previous incentive year.
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City of Naperville 2022 Rates
Total Monthly | 80% Employer 20% Employee CityCost | Employee Cost
Premium Monthly Rate | Monthly Rate | per pay period per pay perlod

Blue Cross Medical Plans -
HMO Blue Advantage
Employee - $ 718.69 | § 574.95 | § 14374 S 287.48|S 7187
_Employee + Spouse S 142184 |S 1137483 284.36 | § 568.74 | § 142.18
‘Employee + Child{ren) $ 136943 ]%  1,09555|$ 273.88 | 54778 |$ 13694
Employee + Family S 21445215 171562 |$  42890|% 85781 % 214.45
PPO Plan
Employee $ 828.78 |5 663025 16576 |%  33151|$ 82.88
Employee +Spouse S 173843 |S  13%075|8 347685 69538 % 173.84
Employee + Child{ren) S 1714721$ 1371788 34294 |5 68589 (S 17147
IEmpIuyee+FamiI\r ) B $ 2,631.62 | 5 2,105.30 | S 526,32 | & 1,052.65 | § 263.16
PPO Plan - Health Savings Account
Emplovee ]S 52695[§  4157(§  10538(S  21079|5 5269
Employee +Spouse $ 110932 ]§ 887.46 | § 221.86 | § 44373 |5 11093
Employee + Child(ren) $ 107163 |5 857.31 | § 21432 | § 428.66 | § 107.16
| Employee + Family § 165969 |5  1,322.75 | $ 33194 |$  663.88|% 165.97
Delta Dental
Employee $ 3990 |8 3192% 798([$  1596|$ 399
_Employee + 1(Spouse or1Child) | $ 8190 |$§  6552)$ 16.38 | § 3276 | S 819
Emplayee + Children _|$ 1000|$  eso0|s 22.00 | $ 44.00 | & 11,00
| Emplovee + Family. |5 1me0|s  uoss|s  2772|s  ssa4$ 1386
EyeMed Vision
Employce - 5 632 i 18 3.16
Employee + One o 5 123, - Ul 5 6.18
Employee + Family S 18.52 S 9.26
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Full Coverage Work Shift Schedule
7 DYays Per Week - 24 Hours Per [y

WORK IST SHIFT 2ND SHIFT IRD SHIFT

PERIOD 7:00 AM - 3:30 PM 3.00 PM - L 1:30 PM 11:00 'M - 7:30 AM

2 Employces 2 imployces

Sunday (Scheduled By Union) (Scheduled By Union) 2 Employces
_____ Monday Main Work Force 2 Erployees 2 Employees
Lucsday Main Work Force 2 Employces 2 Employees
Wednesday Main Work Force 2 Limployees 2 Imployees
Thucsday Main Work Force 2 Employees 2 Employecs
2 Employees

Friday Main Work Force 2 Employees {Scheduled By Union)
2 Employees 2 Employees 2 Employees

Saturday (Scheduled By tUnion) (Scheduled By Union) {Scheduled By Union)
2 Employces 2 Employces 2 Employees

Foliday (Scheduled By Union) (Scheduled By Union) (Scheduled By Union)

NOTL: Shitts Overlap by 30 Minutes
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2020 2021 2022 2023 2024 2025
FONION Hourly Hourly Hourly Hourly Hourly Hourly
SENIOR SUB CREW LEADER $ 5710 $ 5824 4 6450 § 6579 § 6710 § 68.45
SUBSTATION CREW LEADER | $ 56.81 & 5795 & 6392 § 6520 % 6650 $ 67.83
SUBSTATION LINEMAN $ 5395 § 5503 5 6093 § 6215 S 6339 $ 64.66
SUBSTATION TECH $ 5395 $ 5503 § 6093 § 6215 & 6339 S 64.66
SENJOR CREW LEADER $ 5634 § 5875 § 6474 § 6603 § 6735 $ 6870
CREW LEADER § 5634 6 5875 S 6336 $ 6463 S 6592 § 67.24
SERVICE TRUCK OPFRATOR 5 5395 § 5637 & 6091 § 6213 § 6337 S 64.64
LINEMAN § 5259 & 5503 § 5877 $ 5994 & 6114 § 6236
LINEMAN APPRENTICE
Step 1(60%)| S 3156 $ 3302 $ 3547 $ 3618 § 3690 § 37.64
Step2(65%)| $ 34.19 S 3577 3 3829 $ 3905 $ 39.84 S 4063
Step3(70%)[ S 3683 $ 3852 § 4111 $§ 4193 $ 4277 S 43.63
Step4(75%)| S 39.45 S 4127 5 4393 § 4481 $ 4570 & 46.62
StepS(80%)( S 42.08 S 4402 § 4675 & 4768 $§ 4864 § 4961
Step 6 (85%)( S 44.71 & 4677 $ 4957 $ 5056 $ 5157 $ 5260
Step 7(90%)[ S 47.3¢ 5 4953 § 5239 § 5344 5§ 5451 $ 5560
LEAD AUTO METER INFRA. $ 4516 $ 4787 S 5084 S 5185 S§ 5290 § 5396
AUTO METER INFRA TECH
Step1{$ 3601 $ 3829 § 4103 $ 4185 $ 4268 S 4354
Step2|$ 3765 S 4004 $ 4281 $ 4367 $ 4454 § 4544
Step3{S 3929 $§ 4178 S 4460 $ 4549 S 4640 § 47133
Stepd| § 4093 5 4352 & 4639 S 4732 4 4826 & 4923
LEAD AUTO & COMMTECH | $ 46.93 S 4787 § 5084 % 5186 5 5290 5 5396
AUTO & COMM TECH
Step1]§ 3755 $ 3830 S 4104 $ 4186 S 4270 § 43.55
Step2| $ 3923 $ 4001 $ 4279 $ 4365 S 4452 § 4541
Step3[S 4085 $ 4177 S 4459 $ 4548 $§ 4639 $ 4732
Stepd| S 4267 S 4352 5 4639 § 4732 § 4826 $ 49.23
LOCATOR TECH li $ 4093 $ 4175 § 4457 $ 4546 § 4637 $ 4730
LOCATOR TECH | S 2488 % 2538 § 2779 $ 2835 % 2891 $ 2949
TOOL ROOM
Step1] S 3092 S 3153 $ 3409 $ 3478 $ 3547 $ 36.18
Step2| S 3234 $ 3289 § 3559 $ 3630 $§ 37.03 $ 137.77
Step3| S 3373 § 3440 $ 3704 § 3778 $ 3854 $ 3931
Stgpdl§ 3517 § 3587 § 3855 $ 3932 $ 4011 § 4091
Utility Equipment Operator
: ~ Step1|$ 3566 $ 3637 5 3906 $ 3984 S 4064 S 4145
Step2| $ 3727 S 3802 $ 4074 $ 4156 $ 4239 $ 43.24
Step3| S 3889 S 3967 S 4244 $ 4329 5 4415 S 45.04
Stepd4| S 4051 S 4132 5 4413 S 4501 § 4592 § 46.83
Ground Techniclan
Stepl1|/ S 3091 $ 3153 § 3409 $ 3478 $ 3547 $ 36.18
Step2| S 3234 S 3299 S 3559 S 3630 S 37.03 § 3777
Step3[ S 3373 S 3440 $ 3704 $§ 3778 $ 3854 $ 39.31
Stepd| 5 3517 S 3587 $ 3855 5 3932 § 4011 5 40.91
LEAD STOCKER $ 3306 § 3372 § 3634 § 3707 $ 3781 § 3857
STOCKER $ 2996 § 3056 $ 3310 § 3376 § 3444 § 3513
System Controller
Stepi| S 4258 S 4460 S 4572 $ 4664 S 47.57 § 4852
“Step2| 5 4515 $ 4730 § 4848 $ 4945 $§ 5044 § 51.45
Step3| S 4771 S 4998 $ 5123 $§ 5226 $ 5330 $ 54.37
Stepd| 5 5030 S5 5269 5 5402 $ 5510 $ 5620 5 57.32




