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PREAMBLE

This Agreement entered into by the City of Naperville, Illinois (hereinafter referred to as
the “Employer”) and the Illinois Fraternal Order of Police Labor Council (hereinafter referred to
as the “Lodge”, Union, or Labor Council) representing the Naperville Detention Officers
(hereinafter referred to as “employees” or “officers™). The purpose of this Agreement is the
promotion of harmonious relations between the Employer and the Lodge; the establishment of an
equitable and peaceful procedure for the resolution of differences; and the establishment of an
agreement covering rates of pay, hours of work and conditions of employment applicable to
bargaining unit employees.

Therefore, in consideration of the mutual promises and agreements contained in the
Agreement, the Employer and the Lodge do mutually promise and agree, as follows:

ARTICLE 1 _- RECOGNITION

Section 1.1

In accordance with the Illinois State Labor Relations Board’s (ISLRB) Certification of
Representation dated April 28, 2006, the Employer hereby recognizes the Illinois Fraternal Order
of Police Labor Council as the sole and exclusive collective bargaining representative for all
persons employed full-time within the City of Naperville Police Department, in the title of
Detention Officer, and excluding all other persons employed by the City of Naperville.

ARTICLE 2 - NON-DISCRIMINATION

Section 2.1 - Discrimination Prohibited

In the application and implementation of the terms of this Agreement, the Employer and
the Lodge agree that neither will discriminate against any employee on the basis of race, sex,
creed, religion, color, sexual preference, marital (including parental) status, age, national origin,
membership or lack of membership in the Lodge, or mental and/or physical disability unrelated
to the employee’s ability to perform the essential functions of the detention officer job.

Section 2.2 - Union Non-Participation

Disputes under Section 2.1 shall not be eligible for resolution through the arbitration
procedure of this Agreement, but shall be processed through the appropriate judicial or
administrative body.



Section 2.3 - Gender

The use of the masculine pronoun in this 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 - Officer

The use of the term “officer” in this document is understood to refer to Detention Officer
for convenience only.

ARTICLE 3 - MANAGEMENT RIGHTS

Section 3.1 - Management Rights

Except as specifically limited by an express provision of this Agreement, the City retains
all rights to manage and direct the affairs of the Police Department in all of its various aspects
and to manage and direct its officers, including but not limited to the following:

o To plan, direct, control and determine the budget and all the operations, services
and missions of the Police Department;

o To supervise and direct the working forces;

o To hire and promote officers;

o To establish the qualifications for employment and to employ Officers;

° To schedule and assign work;

° To examine officers;

o To establish specialty positions and to select and/or transfer personnel for such
positions;

o To establish work and productivity standards, and from time to time, to change

those standards;
o To assign overtime, to contract out for goods and services;

. To determine the methods, means organization and number of personnel by which
such operations and services shall be made or purchased;

o To determine whether services are to be provided by officers covered by this
Agreement or by other employees or persons not covered by this Agreement;



° To make, alter and enforce reasonable rules, regulations, orders, policies and
procedures;

o To evaluate Officers; to discipline, suspend and discharge non-probationary
Officers for just cause (probationary Officers without cause);

o To change or eliminate existing methods, equipment or facilities or introduce new
ones;
o To establish and modify standards and/or criteria for officers training education

and assign officers to training and education;

J To determine work hours (shift hours); to change, combine or modify job duties;
to determine internal investigation procedures;

° To take any and all actions as may be necessary to carry out the mission of the
City and the Police Department in the event of civil emergency as may be
declared by the mayor or his authorized designee (who will have the sole
discretion to determine that civil emergency conditions exist which may include,
but not be limited to, riots, civil disorders, tornado conditions, floods or other
catastrophes), which actions may include the suspension of the provisions of this
Agreement provided that wage rates shall not be suspended and providing that all
provisions of this Agreement shall be promptly removed once a civil emergency
condition ceases to exist, and to carry out the missions of the City.

Inherent managerial functions, prerogatives and policy-making rights which the
Employer has not expressly restricted by a specific provision of this Agreement are not in any
way, directly or indirectly, subject to the grievance procedures contained herein, provided,
however, that the exercise of any of the above rights shall be subject to the Union’s rights under
the Illinois Public Labor Relations Act and shall not conflict with any of the express written
provisions of this Agreement.

ARTICLE 4 - NO STRIKE

Section 4.1 - No Strike

During the term of this Agreement, neither the Lodge nor any officers, agents or
employees will instigate, promote, sponsor, engage in, or condone any strike, sympathy strike,
slowdown, sit-down, concerted stoppage of work, concerted refusal to perform overtime,
concerted, abnormal and unapproved enforcement procedures or policies or work to the rule
situation, mass absenteeism, picketing for or against the City of Naperville nor in a City of
Naperville uniform or any other intentional interruption or disruption of the operations of the
City, regardless of the reason for so doing. Any or all Employees who violate any of the
provisions of this article may be discharged or otherwise disciplined by the City. Each



Employee who holds the position of officer or steward of the Lodge occupies a position of
special trust and responsibility in attempting to bring about compliance with the provisions of
this Article. In addition, in the event of a violation of this Section of this Article, the Lodge
agrees to inform its members of their obligations under this Agreement and to direct them to

return to work.

Section 4.2 - No Lockout

The City will not lock out any employees during the term of this Agreement as a result of
a labor dispute with the Lodge.

Section 4.3 - Penalty

The only matter which may be made the subject of a grievance concerning disciplinary
action imposed for an alleged violation of Section 4.1 above is whether or not the employee
actually engaged in such prohibited conduct. The failure to impose a penalty in any instance
shall not be a waiver of such right in any other instance, nor shall it be considered a precedent.

Section 4.4 - Judicial Restraint

Nothing contained herein shall preclude the City or the Lodge from obtaining judicial
restraint and damages in the event the other party violates this Article.

ARTICLE 5 - DUES DEDUCTION AND FAIR SHARE

Section 5.1 - Dues Deduction

Upon receipt of a written and signed authorization form from an employee (see
APPENDIX A, attached hereto); the Employer shall deduct the amount of Labor Council dues
and initiation fees, if any, set forth in such form and any authorization increase therein, and shall
remit such deduction along with a list of the names and the amounts from whom deductions have
been made each pay period to the Illinois Fraternal Order of Police Labor Council at the address
designated by the Labor Council in accordance with the laws of the State of Illinois. The Labor
Council shall advise the Employer of any increase in dues, at least thirty (30) days prior to its
effective date on an annual basis.

Section 5.2 - Fair Share

(a) Pursuant to Section 315/6 of Illinois Public Act 87-1005, the parties agree that as
of the date of the signing hereof, if a majority of the members of the bargaining unit recognized
hereby have voluntarily authorized a deduction under Section 5.1 of this Article, or if the Labor
Council otherwise demonstrates and verifies to the Employer that such majority of the members
of said unit are dues paying members of the Labor Council at the time, non-Labor Council
members employed in positions in the bargaining unit, who choose not to become members



within thirty (30) days after the day of their hire, shall be required to pay a Fair Share Fee not to
exceed the amount of dues uniformly required of members. Such Fair Share Fee shall be
deducted from the Employee’s paycheck. Such involuntary deduction shall remain in effect for

the duration of this Labor Agreement.

(b) The employer shall take such steps as may be required to accomplish any wage
withholding authorized or required by Sections 5.1 and 5.2 hereof and shall do such things as are
necessary to cause said withholding to be remitted to the collective bargaining agent within thirty
(30) calendar days after the date of withholding, provided that nothing contained in this
Agreement shall require the Employer to make any withholding unless and until the Labor
Council has notified the Employer of the address to which the amount so withheld should be sent
and has certified the amount of the Fair Share Fee to be withheld, both within sufficient time to
permit the Employer to carry out its obligation to so withhold. The amount withheld shall not
change until the Labor Council notifies the Employer that a different Fair Share amount should
be collected and such notification shall occur on an annual basis.

(c) Said Fair Share payment shall not exceed the dues paid voluntarily to the Labor
Council by Employees covered hereby.

(d)  Fair Share payments shall be used for the following purposes only:
1) expenses related to the negotiation of this Agreement;
2) expenses related to administration of this Agreement;
3) expenses related to adjustment of grievance filed hereunder;

4) expenses relating to lobbying activities insofar as said activities relate to the
Labor Council’s collective bargaining efforts;

5) expenses otherwise permitted by law to be included in the Fair Share payment
provided that in no event shall any such payment be utilized for the purpose of
supporting any political or ideological activities of the Labor Council,
including contributions related to the election or support of any candidate for
political office.

(e) In the event any employee required involuntarily to make a Fair Share payment
hereby disputes the amount withheld pursuant to the Article, said employee may, within thirty
(30) calendar days from the date that said amount is first withheld, file a complaint with the
Labor Council to that effect, listing the reasons for the dispute. Such complaint may be filed
solely on the basis that the Fair Share payment amount includes expenses not permitted under
Section 5.2 (d) above. The employee shall provide a copy thereof to the Employer and the Labor
Council.

® The Labor Council shall consider said complaint in accordance with procedures
established by it, and shall, within thirty (30) calendar days of the date of the complaint,



determine whether the required Fair Share payment amount includes any expenses not permitted
by Section 5.2 (d) above. If the Fair Share payment amount includes un-permitted expenses, the
Labor Council shall adjust the payment amount so as to exclude said un-permitted expenses,
notifying the Employer thereof; and said revised amount shall thereafter become the amount
withheld pursuant to this Article, by the Employer for all employees covered by this Agreement.

(g) If the employee is not satisfied with the decision of the Labor Council, said
employee may, within thirty (30) days of the decision of the Labor Council, notify the employer
and the Labor Council that he/she wishes the complaint determined by an arbitrator, requested by
and chosen from the Federal Mediation and Conciliation Service. The cost of the arbitrator shall
be borne by the Labor Council; however, the employee shall be responsible for all of his own
expenses, and those of his/her witnesses and counsel.

(h) From the date the Employer receives notice of complaint of the employee the
Employer shall deposit the Fair Share Fee deducted from the employee, in an interest bearing
escrow account. Once a final decision is received on the question, the Employer shall pay the
proceeds of the escrow account in accordance with said decision.

(1) The Labor Council shall indemnify, defend, and hold the Employer harmless
against any claim, demand, suit, cost, expense, or any other form of liability, including fees for
attorneys hired by the Labor Council, and costs arising from or incurred as a result of any act
taken or not taken by the Employer in complying with or carrying out the provisions for this
Article.

ARTICLE 6 - EMPLOYEE SECURITY

Section 6.1 - Personnel Files

The employee’s personnel files, disciplinary history and investigation files (except
pending investigations) shall be available for inspection by the employee, or authorized Lodge
representative who has written authorization from the employee, during business hours and upon
reasonable notification of such request.

Section 6.2 - Rights to Copies and Rebuttals

An Employee shall be entitled to a copy of any material contained in said files, except
information regarding reference checks, responses or information which was provided with the
specific request that it remain confidential.

In the event that an employee’s file contains material which is adverse to the employee,
then said employee shall have the right to have placed in the file a written rebuttal to the adverse

material.

Records of investigation of misconduct and disciplinary action following there from shall
be expunged by the Chief or his designee from the employee’s file in the following manner:



Exonerated: immediately

Unfounded: immediately

No conclusion: immediately

Verbal counseling/reprimand: after one (1) year
Sustained/written reprimand: after three (3) years

Sustained suspension: after five (5) years (unless an allegation involving excessive force, sexual
harassment, discrimination, dishonesty in the performance of duty, or criminal conduct as

referenced below).

Any information of an adverse employment nature which may be contained in any
Exonerated, Unfounded, or No Conclusion file shall not be used against the officer in any future
disciplinary proceeding. A sustained allegation of misconduct involving excessive force, sexual
harassment, discrimination, dishonesty in the performance of duty, or criminal conduct may be
used in future disciplinary proceedings to determine credibility, notice and the appropriate
penalty. The Expungement Notice is attached hereto as APPENDIX B.

Section 6.3 - Grievance Processing

Reasonable time while on duty, subject to the employer’s need to staff the detention
facility, shall be granted to a designated Lodge representative (a maximum of 2 representatives
shall hold this designation) for the purpose of aiding, assisting or otherwise representing
employees in the handling and processing of grievances, and shall be without loss of pay.

Section 6.4 - Lodge/Labor Council Representatives

Authorized representatives of the Labor Council shall be permitted with reasonable
notice to visit the police department during working hours to talk with employees and/or
employer representatives concerning matters covered by this Agreement.

Leaves of absence without pay will be granted to the extent that there is no interference
with City operations, to employees who are elected, delegated or appointed to attend conventions
of the Fraternal Order of Police of the Labor Council and the annual Illinois Fraternal Order of
Police Labor Council Annual Conference. Any request for such leave shall be submitted in
writing by the Lodge thirty (30) days prior to the requested leave date to the employee’s
department director and shall be answered in writing, no later than five (5) days following the
request. This leave shall be limited to one (1) person for three (3) days each (for State and Labor
Council conventions) or, in alternate years, one (1) person for five (5) days each (for National
and Labor Council conventions).



ARTICLE 7 - GRIEVANCE AND ARBITRATION PROCEDURE

Section 7.1 - Definitions

An “Internal Grievance” is defined as a dispute or difference of opinion raised by an
Employee or the Lodge which pertains to the internal operations of the Police Department
involving an alleged violation of an express provision of this Agreement including, but not
limited to issues such as assignment of overtime or disciplinary matters.

A “City/External Grievance” is defined as a grievance which pertains to a matter
involving policies established by the City involving an alleged violation of an express provision
of this Agreement including, but not limited to issues such as use of sick leave or availability of
medical benefits.

A “business day” is defined as a calendar day exclusive of Saturdays, Sundays or
Holidays.

Section 7.2 - Procedure

A grievance filed against the Police Chief for an internal grievance, or against the City
for a City/External Grievance, shall be processed as set forth in this article on the form attached
hereto as Appendix C (herein after “Grievance Form”).

Step 1: Any employee and/or Lodge representative who has a grievance shall submit the
grievance in writing on the Grievance Form to the employee’s immediate
supervisor or designee, not to include a bargaining unit member, specifically
indicating that the matter is a grievance under this Agreement. The grievance
shall set forth a complete statement of facts, the provision(s) of this Agreement
which are alleged to have been violated, and the relief requested. All grievances
must be presented no later than seven (7) business days from the date of the
occurrence of the matter giving rise to the grievance or within seven (7) business
days after the employee, through the use of reasonable diligence, could have
obtained knowledge of the occurrence of the event giving rise to the grievance.
The immediate supervisor shall render a written response to the grievance within
seven (7) business days after the grievance is presented.

Step 2: (a) Internal Grievance Appeal: If an internal grievance is not settled at Step 1,
and the employee or the Lodge, if a Lodge grievance, wishes to appeal the
grievance to Step 2 of the grievance procedure, it shall be submitted in writing on
the Grievance Form to the employee’s Division Commander within seven (7)
business days of receipt of the response at Step 1. The Division Commander of
the employee, or his designee, shall investigate the grievance and, in the course of
such investigation, shall offer, within seven (7) business days of receipt to discuss
the grievance with the grievant and an authorized Lodge representative, if one is
requested by the employee, at a time mutually agreeable to the parties. The



Step 3:

Division Commander shall provide a written summary of his response, or the
resolution if one is agreed upon, within seven (7) business days following said

meeting.

(b) City/External Grievance Appeal: If an external grievance is not settled at
Step 1, and the employee or the Lodge, if a Lodge grievance, wishes to appeal the
grievance to Step 2 of the grievance procedure, it shall be submitted to the Police
Chief in writing on the Grievance Form set forth in Appendix C within seven (7)
business days of receipt of the response at Step 1. The Police Chief, or designee,
shall investigate the grievance and, in the course of such investigation, shall offer
to discuss the grievance within seven (7) business days of receipt with the
grievant and an authorized Lodge representative, if one is requested by the
employee, at a time mutually agreeable to the parties. The Police Chief shall
provide a written summary of his response, or the resolution if one is agreed upon,
within seven (7) business days following said meeting.

(a) Internal Grievance Step 3 Appeal: If an internal grievance is not settled at
Step 2 and the Lodge desires to appeal, the appeal shall be submitted in writing on
the Grievance Form by the Lodge to the Police Chief within ten (10) business
days of receipt of the decision of the Division Commander rendered at Step 2.
The grievance appeal shall specifically state the basis upon which the grievant
believes the grievance was improperly denied at Step 2. The Police Chief, or his
designee, may investigate the grievance as he deems necessary and appropriate
and shall offer to meet with a Lodge representative and the grievant to discuss the
grievance within ten (10) business days of receipt of the Lodge’s timely appeal. If
no settlement of the grievance is reached, the Police Chief, or his designee, shall
submit a written answer to the Lodge within ten (10) business days following the
meeting. If the grievance is settled at this Step, the settlement will be reduced to

writing.

(b) City/External Grievance Step 3 Appeal: If an external grievance is not
settled at Step 2 and the Lodge desires to appeal, the appeal shall be submitted in
writing by the Lodge to the City Manager within ten (10) business days of receipt
of the decision of the Police Chief rendered at Step 2. The grievance appeal shall
specifically state the basis upon which the grievant believes the grievance was
improperly denied at Step 2. Thereafter, the City Manager, or his designee, and
such other individuals as may deemed appropriate by the City Manager, shall
meet with the grievant, the Lodge representative, and an outside, non-Employee
representative of the Lodge if desired by the Employee, within ten (10) business
days of receipt of the Lodge’s timely appeal, if at all possible. If no settlement of
the grievance is reached, the City Manager, or his designee, shall submit a written
answer to the Lodge within ten (10) business days following the meeting. If the
grievance is settled at this Step, the settlement will be reduced to writing,



Section 7.3 - Arbitration

If the grievance is not settled in Step 3 and the Lodge wishes to appeal the grievance
from Step 3 of the grievance procedure, the Lodge may refer the grievance to arbitration, as
described below, within ten (10) business days of receipt of the City’s written answer as
provided to the Lodge at Step 3.

1) The City and the Lodge shall attempt to agree upon an arbitrator within five (5) business
days after receipt of the notice of referral. In the event the parties are unable to agree
upon the arbitrator within said five (5) day period, the parties shall jointly request the
Federal Mediation and Conciliation Service to submit a panel of seven (7) arbitrators,
pursuant to its Labor Arbitration Rules. The parties shall determine by the toss of a coin
who shall strike first, then alternately strike names one at a time until one arbitrator is

selected.

2) The arbitrator shall be notified of his/her selection and shall be requested to set a time and
place for the hearing, subject to the availability of Lodge and City representatives.

3) The City and Lodge shall have the right to request the arbitrator to require the presence of
witnesses or documents. The City and the Lodge retain the right to employ legal counsel
at their own cost.

4) 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.

5) More than one grievance may be submitted to the same arbitrator if both parties mutually
agree in writing.

6) The fees and expenses of the arbitrator and the cost of a written transcript, if any, shall be

divided equally between the City and the Lodge; provided, however, that each party shall
be responsible for compensating its own representative and witnesses.

Section 7.4 - 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 only the
question of fact as to whether there has been 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 have no authority to
make a decision on any issue not so submitted or raised by the grievant. The arbitrator shall be
without power to make any decision or award which is contrary to or inconsistent with, in any
way, applicable laws, or of rules and regulations of administrative bodies that have the force and
effect of law. The arbitrator shall not in any way limit or interfere with the powers, duties and
responsibilities of the City under law and applicable court decisions. Any decision or award of
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the arbitrator rendered within the limitations of this Section 7.4 shall be final and binding upon
the City, the Lodge and the employees covered by this Agreement.

Section 7.5 - Time Limit for Filing

No grievance shall be entertained or processed unless it is submitted within the time
frames set forth herein.

If a grievance is not presented by the employee or Lodge within the time limits set forth
in this Article, it shall be considered “waived” and may not be further pursued by the employee
or the Lodge. 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 City’s last answer.
If the City does not answer a grievance or an appeal thereof within the specified time limits, the
aggrieved employee and/or the Lodge may elect to treat the grievance as denied at that step and
immediately appeal the grievance to the next step. The time limits of this procedure may be
extended by mutual agreement of the parties.

ARTICLE 8 - EMPLOYEE TESTING

Section 8.1 - Statement of Policy

It is the policy of the City of Naperville that the public has the reasonable right to expect
persons employed by the City to be free from the effects of drugs and alcohol. The City, as the
employer, has the right to expect its employees to report for work fit and able for duty. The
purposes of this policy shall be achieved in such manner as not to violate any established rights
of the officers.

Section 8.2 - Prohibitions

Officers shall be prohibited from:

(a) Consuming or possessing alcohol or illegal drugs unless in accordance with duty
requirements at any time during the work day or anywhere on any City premises
or job sites, including all City buildings, properties, vehicles and the officer’s
personal vehicle while engaged in City business;

(b) Illegally selling, purchasing or delivering any illegal drug at any time or on the
employer’s premises unless in accordance with duty requirements;

(c) Being under the influence of alcohol or illegal drugs during the course of the work
day;

(d) Failing to report to their supervisor any known adverse side effects of medication
or prescription drugs which they are taking.
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(e) Being under the effects of illegal drugs, non-prescription drugs and alcohol at the
time they report for duty or during their workday.

Section 8.3 - Drug and Alcohol Testing Permitted

When the City has reasonable suspicion to believe that an officer is then under the
influence of alcohol or illegal drugs during the course of the work day, the City shall have the
right to require the officer to submit to alcohol or drug testing as set forth in this Agreement. At
least one (1) supervisory petsonnel, who is not a member of the bargaining unit represented by
the Lodge must certify the reasonable suspicions concerning the affected officer prior to any
order to submit to the testing authorized herein. There shall be no random or unit-wide testing of
officers, except random testing of an individual officer as authorized in Section 8.8. The
foregoing shall not limit the right of the City to conduct tests as it may deem appropriate for
persons seeking employment as police officers prior to their date of hire.

Section 8.4 - Order to Submit to Testing

At the time an officer is ordered to submit to testing authorized by this Agreement, the
City shall provide the officer with a written notice of the order, setting forth the subjective facts
(and reasonable inference drawn from those facts) which have formed the basis of the order to
test. The officer shall be permitted to consult with a representative of the Labor Council within a
reasonable time up to one hour of the time the order is given; as long as it does not interfere with
the timely execution of the order. Refusal to submit to such testing may subject the Employee to
discipline, but the officer’s taking of the test shall not be construed as a waiver of any objection
or rights that he may have.

Section 8.5 - Tests to be Conducted

In conducting the testing authorized by this Agreement, the City shall:

(a) Use only a clinical laboratory or hospital facility that is licensed pursuant to the
lllinois Clinical Laboratory Act that has or is capable of being accredited by
Substance Abuse and Mental Health Services Administration (SAMHSA);
including Copley Medical Center and/or Edward Hospital; Central DuPage
Hospital; Good Samaritan.

(b) Insure that the laboratory or facility selected conforms to all SAMHSA standards;

(c) Establish a chain of custody procedure for both the sample collection and testing
that will insure the integrity of the identity of each sample and test result. No
officer covered by this Agreement, other than officers assigned to the O.P.S., shall
be permitted at any time to become a part of such chain of custody;
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(d)

(e)

(2)

(h)

@

),

k)

Collect a sufficient sample of the same bodily fluid or material from an officer to
allow for initial screening, a confirmatory test and a sufficient amount to be set
aside reserved for later testing if requested by the officer;

Confirm any sample that tests positive in the initial screening for drugs by testing
the second portion of the same sample by gas chromatography mass spectrometry
(GCMS) or an equivalent or better scientifically accurate and accepted method
that provides quantitative data about the detected drug or drug metabolites;

Provide the Officer tested with an opportunity to have the additional sample tested
within forty-eight (48) hours of the ordered test by a clinical laboratory or hospital
facility of the officer’s own choosing, at the officer’s own expense; provided the
officer notifies the Human Resources Director within forty-cight (48) hours of
receiving the results of the officer’s independent tests;

Require that the laboratory or hospital facility report to the City that a blood or
urine sample is positive only if both the initial screening and confirmation test are
positive for a particular drug. The parties agree that should any information
concerning such testing or the results thereof be obtained by the City inconsistent
with the understandings expressed herein (e.g. billings for testing that reveal the
nature or number of tests administered), the City will not use such information in
any manner or forum adverse to the officer’s interests;

Require that with regard to alcohol testing, for the purpose of determining
whether the officer is under the influence of alcohol, test results showing an
alcohol concentration of .02 or more based upon the grams of alcohol per 100
milliliters of blood be considered positive (Note: the foregoing standard shall not
preclude the City from attempting to show that test results below .02 demonstrate
that the officer’s ability to perform his duties was impaired, but the City shall bear
the burden of proof in such cases.)

Provide cach officer tested with a copy of all information and reports received by
the City in connection with the testing and the results;

Insure that no officer is the subject of any adverse employment action relief from
duty with pay during the pendency of any testing procedure. Any such
emergency reassignment or relief from duty shall be immediately discontinued in
the event of a negative test result.

Section 8.6 - Right to Contest

The Lodge and/or the officer, with or without the Lodge, shall have the right to file a
grievance concerning any testing permitted by this Article contesting the basis for the order to
submit to the tests, the administration of the tests, the significance and accuracy of the tests, or
results or any other alleged violation of this Article. Such grievances shall be commenced at
Step 3 of the grievance procedure. It is agreed that the parties in no way intend or have in any
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manner restricted, diminished or otherwise impaired any legal rights that officers may have with
regard to such testing. Officers retain any such rights as may exist and may pursue the same in
their own discretion, with or without the assistance of the Lodge.

Section 8.7 - Voluntary Requests for Assistance

The City shall take no adverse employment action against an officer who prior to being
ordered to submit to testing has informed the City that he needs to or has voluntarily sought
(reatment, counseling or other support for the first instance of an alcohol or drug related problem,
other than the City may require the officer to take time off without pay if he is unfit for duty.
The City shall make available through its Employee Assistance Program (EAP) a means by
which the officer may obtain referrals and treatment. All such requests shall be confidential and
any information received by the City, through whatever means, shall not be used in any manner
adverse to the officer’s interests, except as described above.

Section 8.8 — Discipline

In the first instance that an officer tests positive on both the initial and confirmatory test
for illegal drugs, abuse of prescription drugs or is found to be under the influence of alcohol or
whose ability to perform his duties are impaired, he shall be subject to discipline up to and
including discharge. The Employer at its sole discretion may impose discipline short of
discharge for the foregoing, and shall have the right to impose certain conditions upon the
Officer’s continued employment as follows:

(a) The officer must agree to appropriate treatment as determined by the physician(s)
involved;

(b) The officer must discontinue his use of illegal drugs or abuse of alcohol and/or
Prescription drugs;

(c) The officer must complete the course of treatment prescribed by the attending
physician, including an “after-care” group for a period of up to twelve months;

(d) The officer must agree to submit to random testing during hours of work within
the twelve month period after a positive confirmatory test.

Officers who do not agree to or who do no act in accordance with the foregoing, or test
positive a second or subsequent time for use of illegal drugs, abuse of prescription drugs or the
presence of alcohol during the hours of work shall be subject to discharge.

The foregoing shall not be construed as an obligation on the part of the City to retain an
officer on active status throughout the period of rehabilitation if it is appropriately determined
that the officer’s current use of alcohol or drugs prevents such individual from performing the
duties of an officer or whose continuance on active status would constitute a direct threat to the
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property or safety of others. Such officer shall be afforded the opportunity to use accumulated
paid leave or take an unpaid leave of absence, at the officer’s option, pending treatment.

The City and the Union agree that illegal drug use or possession by an officer is
intolerable. As such, any challenge by an officer through arbitration to a charge that he has
engaged in illegal drug use and/or possession shall be limited to the issue of whether the officer
engaged in such use and/or possession. If it is found by the arbitrator that the officer engaged in
illegal drug use and/or possession, the discipline issued by the Police Chief shall stand and
cannot be challenged by the officer or overturned by the arbitrator.

ARTICLE 9 - BULLETIN BOARDS

Section 9.1

The employer shall provide the Lodge with a bulletin board in a designated location
which is accessible to all bargaining unit members, upon which the Lodge may post its notices,
subject to Departmental approval. If there is any objectionable material on the board, the
Department will remove it and provide the Lodge with an explanation.

ARTICLE 10 - LAYOFF

Section 10.1 - Layoff

The City, in its discretion, shall determine whether layoffs are necessary. If it is
determined that layoffs are necessary, employees covered by this Agreement will be laid off in
reverse Detention Officer Bargaining Unit seniority order.

Except in an emergency, no layoff will occur without at least thirty (30) calendar day’s
notification to the Lodge. The City agrees to consult the Lodge, upon request, and afford the
Lodge an opportunity to propose alternatives to the layoff, though such consultation shall not be

used to delay the layoff.

Section 10.2 - Recall

Employees who are laid off shall be placed on a recall list for a period of two (2) years. If
there is a recall, employees who are still on the recall list shall be recalled, in the inverse order of
their layoff, provided they are fully qualified to perform the work to which they are recalled.
However, officers recalled to duty shall be subject to a reasonable amount of retraining at the
discretion of the Chief of Police.

Employees who are eligible for a recall shall be given fourteen (14) calendar days’ notice
of recall, and notice of recall shall be sent to the employee by certified or registered mail with a
copy to the Lodge, provided that the employee must notify the Police Chief or his designee of his
intention to return to work within seven (7) days after receiving notice of recall. The City shall
be deemed to have fulfilled its obligations by mailing the recall notice by certified mail, return
receipt requested, to the mailing address last provided by the employee, it being the obligation
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and responsibility of the employee to provide the Police Chief or his designee with his latest
mailing address. If an employee fails to timely respond to a recall notice, his name shall be
placed at the bottom of the recall list for the first failure, and shall be eliminated for any
subsequent failure to respond, provided the recall requests are over ninety (90) days apart.

ARTICLE 11 - LABOR-MANAGEMENT CONFERENCES

Section 11.1

The Lodge and the Employer mutually agree that in the interest of efficient management
and harmonious employee relations, it is desirable that meetings be held between Lodge
representatives and responsible administrative representatives of the Employer. When practical,
such meetings may be requested at least seven (7) days in advance by either party by placing in
writing a request to the other for a “labor-management conference” and expressly providing the
agenda for such meeting. Such meetings and locations, if mutually agreed upon, shall be limited

to:

1) discussion on the implementation and general administration of this Agreement;
2) a sharing of general information of interest to the parties;
3) safety issues.

Section 11.2

It is expressly understood and agreed that such meetings shall be exclusive of the
grievance procedure. Grievances being processed under the grievance procedure shall not be
considered at “labor-management conferences”, nor shall negotiations for the purpose of altering
any or all of the terms of this Agreement be catried on at such meetings without the express

written consent of each party.

Section 11.3

Attendance at “labor-management conferences” shall be voluntary on the employee’s
part, and attendance by officers while on duty shall be considered time worked for compensation
purposes. Employees attending “labor-management conferences” when off duty shall not be
compensated for their time. Up to, two (2) people from each side may attend these meetings,
dependent upon the staffing needs of the Employer.
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ARTICLE 12 - SENIORITY AND INTRODUCTORY PERIOD

Section 12.1 - Definition of Seniority

As used herein, the term “seniority” shall refer to and be defined as the continuous full-
time length of service or employment as a Detention Officer covered by this Agreement from the

date of last hire.

Section 12.2 - Vacation Scheduling

Officers shall select the periods of their annual vacation on the basis of seniority as a
Detention Officer of the Department, Vacation schedules may be adjusted to accommodate
seasonal operation, significant revision in organization, work assignments or the number of

personnel on staff.

Section 12.3 - Seniority List

The Employer shall prepare a list setting forth the present seniority dates for all officers
covered by this Agreement and shall become effective on or after the date of execution of this
Agreement. Such lists shall finally resolve all questions of seniority affecting officers covered
under this Agreement or employed at the time the Agreement becomes effective. Disputes as to
seniority listing shall be resolved through the grievance procedure.

Section 12.4 - Termination of Seniority

An employee shall be terminated by the Employer and his seniority broken when he:
1) quits; or
2) is discharged for just cause; or

3) is laid off pursuant to the provisions of the applicable agreement for a period of
twenty-four (24) months; or

4) accepts gainful employment while on an approved leave of absence from the
Police Department, provided that with the prior consent of the City Manager
seniority will not terminate; or

5) is absent for three (3) consecutive scheduled work days without proper
notification or authorization, and without showing just cause for the failure to so
report.

Section 12.5 - Seniority for Unpaid Authorized Leave

Employees will not continue to accrue seniority credit for all time spent on an authorized
unpaid leave of absence in excess of thirty (30) days.
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Section 12.6 — Introductory Period

Newly hired officers shall serve a one (1) year introductory period of employment and
upon successful conclusion of this period shall immediately thereafter be credited with seniority
from the date of hire into the officer position. Periods of paid or unpaid leave will extend the
introductory period accordingly. During such introductory period, officers may be disciplined
or discharged from employment by the Employer without having recourse to the Grievance and
Arbitration Procedure in this Agreement.

ARTICLE 13 - LEAVES OF ABSENCE

Section 13.1 - Funeral Leave

When there is a death in the immediate family of an employee, said employee shall be
granted three (3) days off, without loss of pay and without charge to accrued leave between the
date of death and the date of the funeral or other memorial service, not to exceed thirty (30) days
from the date of death. (A working day is defined as eight (8) hours for an employee who
normally works forty (40) hours per week). Any additional time needed for funeral leave
purposes shall be at the discretion of the employee’s supervisor and shall be chargeable to
accrued leave excluding sick leave.

The term “immediate family” is defined as spouse, mother, father, brother, sister,
daughter, son, mother-in-law, father-in-law, sister-in-law, brother-in-law, grandparents,
grandchildren, grandparents of a spouse, or other persons who have been members of the
employee’s household at the time of death (this list includes relationships of “step”, “half® and

“great”).

Section 13.2 - Military Leave

Inactive Reservists: Employees who are members of a military reserve unit of the United
States or State of Illinois may request up to fifteen (15) working days annually to attend special
training without loss of pay, seniority, status, salary increases or other benefits. An employee
anticipating military leave must notify their immediate supervisor and must furnish Human
Resources and/or Payroll with a copy of official orders as soon as available. Attendance at this
training will in no way affect the employee’s conditions of employment. Employees returning
from military duty will receive their salaries adjusted by the amount of the military stipend after
submission of their Leave Earnings Statement to Payroll for processing.

Active Reservists: Regular full-time employees who are members of a military reserve
unit and called to active duty will be granted a military leave of absence for the period of time
called to duty or any extension of active duty at the request of the F ederal Government. During
the term of leave, the employee will be paid any difference between the City of Naperville salary
and military pay for up to one (1) year. In addition, all medical benefits will be continued for the
dependents of reservists called to active duty, also for up to one (1) year. Upon return from
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military leave, the Employee will not suffer any loss of seniority, status, salary increases and
covered benefits.

The City of Naperville intends to comply with the prevailing state and federal laws
regarding military commitments by employees.

Section 13.3 - Jury Duty Leave

Any employee summoned for jury duty on his/her regular day of work shall be given time off to
serve, regardless of the shift to which he/she is assigned. The City shall not deny an employee
time off for jury duty because he/she is then assigned to work a night shift.

Employees called upon for jury duty will notify their supervisor (ot designee) as soon as
possible. At a minimum, the employee must provide a copy of his/her summons within 10 days

of its date of issuance.

When adequate documentation is provided (i.e. a copy of notice/summons or other evidence of
actual days served), time off with pay will be granted to the individual serving on jury duty. An
employee’s time served on jury duty will be considered time worked. Employees may keep any
payment received for jury duty from the court.

ARTICLE 14 - HOURS OF WORK AND OVERTIME

Section 14.1 - Application of Article

This Article is intended only as a basis for calculating overtime payments, and nothing in
this Agreement shall be construed as a guarantee of hours of work per day or per week.

Section 14.2 - Normal Work Periods and Overtime Pay

The normal work day shall be either eight or twelve hours per day. Any hours exceeding
eight (8) in a day or forty (40) in a week will be paid at the rate of one-and-one-half (1'2) times
their regular rate of pay. Officers working on a twelve hour shift schedule shall be paid overtime
for hours exceeding twelve (12) hours in a shift or eighty (80) hours in a two (2) week pay
period. Overtime pay will be in fifteen (15) minute increments.

Officers assigned to work eight (8) hours shifts will be allowed to take a paid thirty (30)
minute lunch break each day subject to availability and work requirements. Officers assigned to
work twelve (12) hour shifts will be allowed to take a paid sixty (60) minute lunch break each
day subject to availability and work requirements.
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Section 14.3 - Callback

Callback is defined as an assignment of work which does not immediately precede or
follow an Employee’s regularly scheduled work day. Employees called back for a work
assignment shall be compensated for a minimum of two (2) hours, or the actual time worked,
whichever is greater, at one-and-one-half (1}2) times their regular rate of pay. Notification for
court or other assignments by telephone does not constitute callback. However, discussion of a
work assignment by telephone does constitute callback and the officer will be paid for the actual
time of the conversation in fifteen (15) minute increments.

Section 14.4 - Court Time

Employees covered by the terms of this Agreement, who are required to appear in court,
at a coroner’s inquest or other similar proceeding while on their off-duty time, shall receive a
minimum of two (2) hours pay at their overtime rate or actual time spent, whichever is greater.
Travel time, irrespective of the time spent in court, will be paid at the rate of one (1) hour at the
overtime rate for DuPage County and two (2) hours at the overtime rate for Will County.

Section 14.5 - Court Readiness Pay

Officers required by the Chief of Police, or his designee, to be available for a possible
court appearance (trial) during off-duty time shall receive two (2) hours at one-and-one-half (1%2)
their regular rate of pay per day as court readiness pay unless the officer is notified by 5:00 p.m.
on the prior business day that he/she was scheduled to appear that his/her appearance will not be

necessary.

Section 14.6 - Bond Court Transports

Any Detention Officer assigned to work the night shift may be given first bid in being
one (1) of the officers to accompany a police officer which is required to transport prisoners if
need be, to bond court in the morning. Nothing in this provision requires the City to award such

bid.

Section 14.7 - Required Overtime

Where it will not adversely affect the job or unduly add to the time of making work
assignments, the Chief, or his designee, will assign overtime on a seniority basis among
Employees present and available, with the most senjor Officer having right of acceptance or
refusal. However, volunteers will not necessarily be selected for work in progress. Also, specific
officers may be selected for special assignments based upon specific skills, ability and
experience they may possess.

Permanent shifts are selected by seniority prior to the beginning of the next calendar year.
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Section 14.8 - No Pyramiding

Overtime compensation shall not be paid more than once for the same hours under any
provision of this Article or Agreement.

Section 14.9 - Changes in Normal Workweek and Workday

The shifts, workdays and hours to which employees are assigned shall be stated on a
departmental work schedule. Should it be necessary in the interest of efficient operations to
establish schedules departing from the normal workday or work week, the City will give at least
forty-eight (48) hours notice to the individuals affected by such change except under emergency
circumstances or here agreed to by the parties and the officer’s consent will not be unreasonably
withheld or denied.

Section 14.10 - Switching of Shifts

Officers may switch shifts with other officers in their respective division with prior
approval of the Division Commander provided notice of the switch is submitted in writing to
their respective lieutenants. If a switch is denied the officers shall be notified in writing as to the

reason.

Section 14.11 - Staffing Levels

The Employer maintains the exclusive right to determine and modify staffing levels.

ARTICLE 15 - HOLIDAYS

Section 15.1 - Holidays

Twelve (12) paid holidays will be granted to employees:

New Year’s Day

Memorial Day (last Monday in May)

July 4

Labor Day (first Monday in September)

Veterans’ Day

Thanksgiving Day (fourth Thursday in November)
Day after Thanksgiving (fourth Friday in November)
Christmas Eve

Christmas Day

3 Floating Holiday (Employee’s day of choice)

Employees hired under the PTO 11time off plan are not entitled to floating holidays.

21



Section 15.2 - Payment in Licu of Holidays

Employees will receive compensation in the form of an extra day’s pay at one-and-one-
half (1%) times the employee’s regular hourly rate for all holidays. When a holiday falls on a
normal day off for such employees, they will receive the same benefits as if the holiday fell on

the day of work.

Employees shall have the option for the last five (5) holidays of the year (Veterans’ Day,
Thanksgiving Day, Day after Thanksgiving, Christmas Eve and Christmas Day) to convert those
holidays to vacation days as payment in lieu of the holidays.

1) As paid time off at the regular wage rate and receive the extra one-half time twenty (20)
hours can be paid in cash in January of each year; or

2) Five (5) days at a rate of one-and-one-half (1}%) time the employee’s regular hourly rate
to be paid in cash rather than the time off.

Employees receiving payment in lieu of holidays must work the last scheduled day before
and the first scheduled day after a holiday to be entitled to holiday pay unless absence is
authorized for a scheduled vacation, verified illness or other authorized leave. Holiday time shall

be earned as it is accrued.

ARTICLE 16 — SUBCONTRACTING

Section 16.1

The City shall have the right to subcontract out any work it deems necessary when such
subcontracting will not cause the layoff or reduction of force of any bargaining unit employees.

ARTICLE 17 - UNIFORM AND ALLOWANCE

Section 17.1

The Employer agrees to purchase for employees all needed uniforms and equipment. The
Employer shall decide the uniform requirements, which shall include a dual purpose
ballistic/stab vest for each officer.

Section 17.2
The Employer shall replace all worn or damaged uniforms and equipment as needed by

the Officer. The Employer will repair or replace within reasonable limits an officer’s glasses,
contact lenses, prescription sun glasses or watch ($150.00 limit) as the result of an officer’s use
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of reasonable force during normal course of duty, subject to the supervisor’s verification and
approval by the Chief of Police.

On May 1% of each year Officers shall receive an annual uniform maintenance allowance
of nine hundred dollar ($900.00).

ARTICLE 18 - SICK AND VACATION TIME

Section 18.1

The City’s TOP policy attached hereto as Appendix D shall apply to all employees
currently on TOP. All employees shall be entitled to earn up to sixty (60) hours of compensatory
time under the terms set forth in the TOP plan.

All employees hired into the bargaining unit after the ratification date of the 2013-2016
agreement shall be subject to the Employer’s PTO-11 policy attached hereto as Appendix E.
Employees subject to PTO 11 who exhaust their accrued time off are entitled to take up to five
additional days off on an unpaid basis during the calendar year of the exhaustion. Scheduling of
this time off is subject to the Employer’s current time-off scheduling rules.

ARTICLE 19 - MEDICAL, DENTAL AND LIFE INSURANCE

Section 19.1

The Employer will provide a complete medical insurance program covering all full-time
Employees and their dependents. The Employer will allow its employees to choose the
traditional PPO medical plan, the HMO medical plan, the CDHP medical plan or the
HDHP/HSA medical plan at the same benefit levels as all other city employees. Each of the
medical plans includes a prescription drug program. Section 19.2

The Employer will provide a dental benefit program for full-time employees and their
dependents at the same benefit level as all other city employees.

Section 19.3

The Employer will provide life insurance in an amount equal to one-and-one-half (1'%2)
times the employee’s base salary for all covered employees.

Section 19.4

Employees may elect to participate in a Flexible Spending Accounts for Health Care
and/or Dependent Care; which the City offers.
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Section 19.5

Employees participating in the medical insurance and/or dental insurance program(s)
shall pay a monthly premium contribution of twenty (20) percent of the monthly premium, as
determined by the City, applicable to the plan(s) chosen by the employee. Monthly premium
amounts may be adjusted by the City each year of the contract on January 1%, The City shall
have the right to implement new employee premium contribution rates on January 1 of each year
consistent with the above language regardless of whether the collective bargaining agreement has
expired. Nothing herein shall restrict the Union’s right to bargain over the terms of medical and
dental insurance. Medical and dental insurance employee premium contribution levels effective
January 1, 2017, are appended to this agreement as APPENDIX F.

Section 19.6

The Employer agrees to continue medical and dental benefits provided for in this Article
as set forth on the plan summary sheets appended to this agreement as APPENDIX G provided
that nothing in this agreement shall restrict the right of the Employer to change insurance
carriers, plan administrators, networks, to self insure, to change the method or manner of self
insurance, to implement a health insurance program with multiple plan options, to participate in
programs to reduce health insurance costs, or to use health maintenance groups or other similar
programs. If any change is proposed in either benefits or charges to employees, except as
hereinafter provided, under said medical and/or dental program, such change shall be subject to
negotiations between the parties before any such change shall be effective as to the Union
employees.

ARTICLE 20 - WAGES AND COMPENSATION

Section 20.1

All bargaining unit employees employed as of May 1, 2016, shall receive the following
wage increases on their current individual rate of pay:

May 1,2016 —2.50%

January 1, 2017 —2.25%
January 1, 2018 — 2.25%
January 1, 2019 — 2.00%
January 1, 2020 —2.00%
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Section 20.2

The starting annual rate of pay shall be as follows:

May 1, 2016 - $51,272.09

January 1, 2017 - $52,425.71
January 1, 2018 - $53,605.29
January 1, 2019 - $54,677.40
January 1, 2020 - $55,770.94

Section 20.3

All newly hired employees who successfully complete their probationary period of one
(1) calendar year shall receive a $1000 increase to their annual salary applicable to them on that

date.

Section 20.4

The Employer shall pay a training bonus in the amount of $500.00 to an employee who
trains a newly hired detention officer. There shall be only one bonus paid per new hire trainee.
If more than one detention officer trains a new hire, the $500 bonus shall be prorated between the
employees, provided that proration shall occur in weekly increments. If more than one detention
officer trains an employee in any given week, the detention officer who trains the new hire for
the most hours that week gets that weekly portion of the bonus. If the employees train the new
hire an equal number of hours, that weekly portion of the bonus will be paid to the detention
officer who was designated the primary trainer at the outset of the training program. Selection of
employees to act as a trainer of newly hired officers is an inherent management right. The
Employer shall however confer with the Lodge in selecting the employee who shall train the new
hire and be designated as the primary trainer. In the event the parties can not agree on the
employee who will be the primary trainer, the Employer shall have the sole right to make the
final decision and such decision shall be exempt from the grievance/arbitration process. This
provision applies only to training of new detention officers and does not apply to training of
newly hired police officers.

ARTICLE 21 - TUITION REIMBURSEMENT PROGRAM

Section 21.1

Employees in the bargaining unit shall be eligible to participate in the City’s Tuition
Reimbursement Program in the same manner and subject to the same terms and conditions as

non-union employees of the City.
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ARTICLE 22 - INDEMNIFICATION

Section 22.1

The City hereby elects that in the event any claim or action is instituted against an
employee or former employee of the City arising out of an act or omission occurring within the
scope of his employment as such employee, except where the injury results from willful
misconduct of the Employee, the City shall appear and defend such employee against the claim
or action and pay any judgment based on such claim or action, or pay any compromise or
settlement of such claim or action.

ARTICLE 23 - SAVINGS CLAUSE

Section 23.1

If any provision of this Agreement or any application thereof should be rendered or
declared unlawful invalid or unenforceable by virtue of any judicial action, or by existing or
subsequently enacted Federal or State legislation, or by Executive Order of other competent
authority, including boards or agencies, the remaining provisions of this Agreement shall remain
in full force and effect. In such event, upon the request of either party, the parties shall meet
promptly and negotiate with respect to substitute provisions for those provisions rendered or
declared unlawful, invalid or unenforceable.

ARTICLE 24 - COMPLETE AGREEMENT

Section 24.1

The parties acknowledge that during the negotiations which preceded this Agreement,
each had the unlimited right and opportunity to make demands and proposals with respect to any
subject or matter not removed by law from the area of collective bargaining. This Agreement
supersedes and cancels all prior practices and agreements, whether written or oral, which conflict
with the express terms of this Agreement. If a past practice is not addressed in the agreement, it
may be changed by the Employer as provided in the Management Rights Clause. The
understandings and agreements arrived at by the parties after the exercise of that right and
opportunity are set forth in this Agreement. Except as may be stated in this Agreement, each
party 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.

ARTICLE 25 - DURATION

Section 25.1 - Term of Agreement

This Agreement shall be effective May 1, 2016, and shall remain in full force and effect
until December 31, 2020. It shall continue in effect from year to year thereafter unless notice of
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termination or demand to bargain is given in writing by certified mail by cither party no earlier
than one hundred fifty (150) days preceding expiration.

The notices referred to shall be considered to have been given as of the date shown on the
postmark. Written notice may be tendered in person, in which case the date of notice shall be the

written date of receipt.

Section 25.2 - Continuing Effect

Notwithstanding any provision of this Article or Agreement to the contrary, this
Agreement shall remain in full force and effect after any expiration date while negotiations or
resolutions of impasse procedure for a new Agreement or part thereof are continuing between the
parties, provided that either party may terminate this Agreement by written notice to the other at
least ten (10) days prior to the desired date of termination but not before the anniversary day of

this Contract.

IN WITNESS WHEREOF, the parties hereto have affixed their signatures this day of
, 2016,

CITY OF NAPERVILLE FRATERNAL ORDER OF POLICE
LABOR COUNCIL

Douglas Krieger [Print Name] _

City Manager Representative, FOP Labor Council

FRATERNAL ORDER OF POLICE

Pam Gallahue Naperville Detention Officers
City Clerk
(CITY SEAL)

[Print Name]
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AFPPENDIX A

DUES DEDUCTION FORM

Illinois Fraternal Order of Police Labor Councit
974 Clock Tower Drive
Springfield, IL 62704

I, = B , hereby authorize my employer, the City of
Naperville, to deduct from my wages the uniform amount of monthly dues set by the Illinois
Fraternal Order of Police Labor Council for expenses connected with the cost of negotiating and
maintalning the collective burgaining agreement between the pariies, and the uniform amount of
monthly dues set by the lodge, and to remit such dues to the Tllinols Fraternal Order of Police
Labor Council as it may from time to time direct.

Date: Signed:

Address:

Citys

State/Zlp: . R

TelephoneNumbers

Please remit all dues deductions to:

Tllinois Fraternal Order of Police Labor Council
974 Clock Tower Drive

Springfield, IL 62704

(217) 698-9433




APPENDIX B

IAU#_
CITY OF NAPERVILLE POLICE DEPARTMENT
EXPUNGEMENT NOTICE
DATE:
TO: Internal Affairs Unit
Naperville Police Department
FROM: .
Officer i Badge Number
On ., 1 received a:

Verbal Counseling/Reprimand
Written Reprimand

Suspension (Please briefly summarize basis for
suspension on reverse.}

Pursuant to Section 6.2 of the Collective Bargaining Agreement, u Ferbal Counseling/Reprimand is
to be expunged nfter one year, a writlen reprimand is 1o be expunged after three (3) yenrs, and a
suspension is 10 be expunged after five (5) years (unless the suspension was based upon an aliegation
involving excessive force, sexXugl harassment, discrimination, dishonesty in the performance of
official duties or erimingl conduct as provided in the Colleetive Bargaining Agreement.)

1 hereby request that the disciplinary action described above be expunged pursuant to the provisions
of Section 6,2 of the Collective Bargaining Agreement.

TO BE COMPLETED BY THE INTERNAL AFFAIRS UNIT:

>



On , the Internal Affairs Unit of the Naperville Police Department received a
request to expunge the disciplinary action described above.

On__ , the disciplinary action referenced herein was/was not expunged in accord
with the provisions of Section 6.2 of the Collective Bargaining Agreement. (If not, the basis is
set forth on an attached page.)

Intemnal Affairs Unit Date

White Copy—=TAU  Yellow Copy ~ Offlcer




APPENDIX C

GRIEVANCE (use additional sheets where necessary)

Lodge/Unit No.: Year: Grievance No.:
Date Filed:
Department:
Grievant's Name:
Last First M.L
STEP ONE
Date of Incident or Date Knew of Facts Giving Rise to Grievance:
Article(s)/Sections(s) violated: . and all applicable Articles
Briefly state the facts;
Remedy Sought: . in part and in whole. make grievant(s) whole.
Given To: Date:
Grievant's Signature FOP Representative Signature
EMPLOYER'S RESPONSE
Employer Representative Signature Position
Person to Whom Response Given Date
STEP TWO
Reasons for Advancing Grievance:
Given To: Date:
Grievant's Signature FOP Representative Signature
EMPLOYER'S RESPONSE
Employer Representative Signature Position

Person to Whom Response Given Date




Lodge/Unit No.: Year: Grievance No.:

STEP THREE
Reasons for Advancing Grievance:
Given To: Date:
Grievant's Signature FOP Representative Signature
EMPLOYER'S RESPONSE
Employer Representative Signature Position
Person to Whom Response Given Date
STEP FOUR
Reasons for Advancing Grievance:
Given To: Date:
Grievant's Signature FOP Representative Signature
EMPLOYER'S RESPONSE
Employer Representative Signature Position
Person to Whom Response Given Date

REFERRAL TO ARBITRATION by Illinois FOP Labor Council

Person to Whom Referral Given Date

FOP Labor Council Representative




APPENDIX D

City of Naperville Employee Policy Manual
4. PAID AND UNPAID TIME OFF

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

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

Agreements have 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 be earned during any period of unpaid leave. PTO for full-time employees is
earned according to the following schedule after June 9, 2002:

Start of Hours * Hours Accrued ** Maximum % Maximum
Service Accrued Per Per Pay Period Accrual Allowed Accrual Allowed
Year Year 5/1/2016 5/1/2017
1-4 120 462 144 | 120
5-10 160 6.15 192 160
11-15 200 7.69 240 200
16 208 8.00 249.6 208
17 216 8.31 259.2 216
18 224 8.62 268.8 224
19 232 8.92 278.4 232
20+ 240 9.23 288 240

*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.



City of Naperville Employee Policy Manual
4. PAID AND UNPAID TIME OFF

PTO for employees working 30 hours a week:

| start of Hours * Hours Accrued ** Maximum ~®* Maximum
Service Accrued Per Per Pay Period Accrual Allowed Accrual Allowed
Year Year 5/1/2016 5_/1[ 2017
1-4 90 3.46 108 T ‘"
5-10 120 4.62 144 120
11-15 150 577 180 150
16 156 6.00 187.2 156
17 162 6.23 194.4 162
18 168 6.46 201.6 168
19 174 6.69 208.8 174
20+ 180 6.92 216 180

PTO for employees working 25 hours a week:

* Hours Accrued

** Maximum

~ Start of Hours ** Maximum
Service Accrued Per Per Pay Period Accrual Allowed Accrual Allowed
Year Year 5/1/2016 5/1/2017
1-4 75 2,88 90 75
5-10 100 3.85 120 100
11-15 125 4.81 150 125
16 130 5.00 156 130
17 135 5.19 162 135
18 140 5.38 168 140
19 145 5.58 174 145
20+ 150 5.77 180 150

*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.




City of Naperville Employee Policy Manual
A. PAID AND UNPAID TIME OFF

PTO for employees working 20 hours a week:

Start of Hours * Hours Accrued ** Maximum ** Maximum |
Service Accrued Per Per Pay Period Accrual Allowed Accrual Allowed
Year Year 5/1/2016 5/ 1/_2017

1-4 60 2.31 ' 72 60

5-10 80 3.08 96 80

11-15 100 3.85 120 100

16 104 4,00 124.8 104

17 108 4,15 129.6 108

18 112 431 1344 112

19 116 4,46 139.2 116

20+ 120 4,62 144 120 ) |

Employees paid in lieu of holidays will accrue an extra 40 hours of PTO time (1.54 hours per
pay period) which get set aside in their “Holiday Vacation Bank,” as explained in the Payment
in Lieu of Holidays section in this chapter. These employees working 40 hours/week will

accrue as follows:

| start of ~ Hours * Hours Accrued | ** Maximum ** Maximum
Service Accrued Per Per Pay Period Accrual Allowed Accrual Allowed
Year Year 5/1/2016 ~5/1/2017
1-4 160 6.16 192 160
5-10 200 7.69 240 200
11-15 240 9.23 288 240
16 248 9.54 297.6 248
17 256 9.85 307.2 256
18 264 10.16 316.8 264
19 272 10.46 326.4 272
20+ 280 10.77 336 280

*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.




City of Naperville Employee Policy Manual
4. PAID AND UNPAID TIME OFF

PTO Cash Out (TOP)

Employees may cash out up to a maximum of 48 PTO hours on a fiscal year basis if they have
at least 640 hours of sick leave accrued.

Sick Leave (TOP) — Accumulation & Use
Employees 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 can be earned during an unpaid leave of absence. Union employees should consult
their respective Collective Bargaining Agreements for further restrictions.

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

e Incapacitation due to illness, injury or disability.
e 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).

e 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, children,
parents, parents-in-law, sisters, and brothers. Other persons who are members of the
employee’s household are also included.

¢ 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 may run concurrently with
family and medical leave under the Family and Medical Leave Act (FMLA), described later in this

chapter.



City of Naperville Employee Policy Manual
4. PAID AND UNPAID TIME OFF

Sick Leave (TOP) — Documentation & Notification
Department Directors will establish procedures for employees to notify supervisors of absence

and intent to use sick leave.

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, indicating the need for time off,
and stating that the employee's physical or mental ability will allow return to normal duty. A
supervisor will also require a statement from a physician confirming iliness when there have
been more than five instances of absence for sick leave in any one year. An iliness 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 ann
statement from a doctor will suffice for all sick leave usage arising out of the iliness or

condition for that year.

ual

An illness for which a doctor's statement has been received will not be counted in determining
whether three instances have occurred in any one-year. If sick leave is used for more than
four consecutive shift days, a statement from a physician will be required indicating the
employee's physical or mental ability allows a return to normal duty.

All employees are responsible for obtaining a physician's statement when required, unless
otherwise provided for by an applicable collective bargaining agreement. 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 Perio
of any instance of absence due to an employee’s own illness or the need to care for an
immediate family member (defined as an employee’s spouse, children, parents, parents-in-
law, sisters and brothers and other members of the employee’s household) who is seriously ill
or disabled will be drawn from paid leave accruals other than sick leave.

d. The first full two days

An employee may draw from PTO, personal leave, floating holidays, supervisory 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.



City of Naperville Employee Policy Manual
4. PAID AND UNPAID TIME OFF

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 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:

e An employee’s own non-job related, serious illness, until the employee is eligible to
draw disability payments from his/her pension fund.

e To care for a member 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.



City of Naperville Employee Policy Manual
4. PAID AND UNPAID TIME OFF

Sick Leave Incentive: 401(a) (TOP)
Each year, employees 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 multiplier in the following table:

Years of service completed Days of Pay (based on full-time

{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:

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 fundsin 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 year that runs
from July 1st to June 30th.



City of Naperville Employee Policy Manual
A. PAID AND UNPAID TIME OFF

Compensatory Time (TOP)
Compensatory time allows any non-exempt TOP employee to bank payment for overtime
hours worked and use it as paid leave time later on. For example, if an employee works 4
hours of overtime (at 1 % times the employee’s regular rate of pay) and elects to have those
hours banked as compensatory time, 6 hours would be credited to his compensatory time
bank. Utilization of compensatory time is subject to supervisory approval.

A maximum of 40 hours of compensatory time may be accrued at any one time unless
otherwise specified under a collective bargaining agreement. An employee may elect to have
compensatory time paid out on any subsequent paycheck. (An employee may not take
compensatory time off in the same pay period as that in which the compensatory time is
earned.) All accrued compensatory time will be paid out at the time an employee separates

from employment.

In cases where a non-exempt employee is promoted or transferred to an exempt position, if

they have accrued compensatory time, they must either use it before their effective
promotion date, or cash it out prior to the start of their new exempt position.
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City of Naperville Employee Policy Manual
4. PAID AND UNPAID TIME OFF

4.3 PTO-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 with the exception of
employees whose Collective Bargaining Agreements have other provisions.

Utilization of PTO-11 during a new hire probationary period is subject to supervisory approval.

Paid Time Off (PTO-11) eliminates the distinction between sick and vacation. PTO-11is an
accrual of time which an employee can use for any purpose (such as vacation, other leisure
time, personal illness, to care for another person who is ill, etc.). PTO-11 encompasses all time

off, including floating holidays, exempt benefit days, etc. It does not include
bereavement/funeral leave, jury duty or military leave.

Employees earn a total of 120 hours of PTO-11 in the first year of employment. Employees will
not be eligible to take PTO-11 time during their first 30 days of employment. After 30 days, 5
days (40 hours) of PTO-11 time will be placed in the employee’s accrual bank. Separately,
employees accrue the other 80 hours over 26 pay periods during their first 12 months (up to

the annual maximum accrual allowed).

Thereafter, every year on the employee’s anniversary date, an additional 8 hours of PTO-11
time will be added to their annual accrual, up to a maximum of 240 hours (see the accrual
schedule below).

Employees who work less than a 40-hour workweek will have their PTO-11 accrual prorated
accordingly. PTO-11 time will not be earned during any period of unpaid leave.

A maximum 1-year’s worth of accrual of PTO-11 time may be accumulated at any one time.
When this maximum accrual allowed is reached, PTO-11 accruals are capped and no further
accruals occur until the accrued time is “used down” to less than the maximum allowed.
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PTO-11 is earned according to the following schedule effective August 1, 2013:

| start of Year | Annual PTO-11 *Accrual Per Pay Maximum
Accrual (hours) Period (hours) Accrual
1 120 3.08** 120
'''' 2 128 i 492 128
3 136 B 5.23 136
4 144 | 553 144
5 152 5.84 ] 152
6 160 615 160
7 168 | 646 168
8 ' 176 6.76 176
9 184 707 184
10 192 ~7.38 192
11 200 7.69 200
12 208 8.00 208 )
13 216 1 830 216 1
14 24 | 8.61 224
15 232 8.92 232 i
16+ 240 923 240

* 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 days of
employment, the employee will realize these accruals, plus an initial deposit of 40 hours

of PTO in his/her PTO-11 accrual bank.
Should a paid holiday fall within an employee’s scheduled paid time off, his/her PTO-11 accrual
will not be charged.

Usage of PTO-11 is governed by each department’s work rules, PTO-11 must be scheduled in
advance and have supervisory approval, except in the case of illness or emergency. All accrued
PTO will be paid out at the time an employee separates from employment.
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Compensatory Time (PTO-11)

Compensatory time may or may not be permitted depending on departmental work rules, For
those departments that permit compensatory time the following applies: Compensatory time
allows any non-exempt employee to bank payment for overtime hours worked and use it as
paid leave time later on. For example, if an employee works 4 hours of overtime (at 1 % times
the employee’s regular rate of pay) and elects to have those hours banked as compensatory
time, 6 hours would be credited to his compensatory time bank. Utilization of compensatory

time is subject to supervisory approval.

A maximum of 40 hours of compensatory time may be accrued at any one time. An employee
may elect to have compensatory time paid out on any subsequent paycheck. All accrued
compensatory time will be paid out at the time an employee separates from employment.

Bridge to IMRF Disability (PTO-11)
Employees possessing at least 1 year of IMRF service credit are potentially eligible for IMRF
Short-Term Disability. IMRF Disability is the program that pays 50% of salary after a medically
disabled employee has been out of work for 30 calendar days.

Should a City of Naperville employee, as a member of the PTO-11 paid time off program (and
eligible for IMRF Disability) fail to possess sufficient paid time off accruals to reach this 31
calendar day, the City, then, will provide additional paid leave to that employee in order to
“bridge the gap” until that 31% calendar day out (when the IMRF Disability benefit would
normally engage assuming proper medical paperwork is received by IMRF).

This paid “Bridge to IMRF Disability” will only occur under the following circumstances:

1. The employee him/herself has a medical condition eligible for IMRF temporary

disability benefits, and
2. The employee has applied for IMRF Disability leave, and
3. The employee has exhausted all PTO-11 leave.

The (paid) “Bridge to IMRF Disability” will be limited to the number of paid hours required for
the employee to reach the IMRF disability benefit (i.e., a maximum of 20 work days to reach the
31 calendar day out). The paid time off bridge benefit will be limited to once in any 12-month

period, per employee.
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City of Napetville
Monthly Contribution Rates

2017
2017 Monthly Rates
Group Total Employee Per
Number| Premium Contibution 80% City Paycheck
BCBS Medical
Blue Advantage HMO B03195
Employee $ 57917 $ 11583 $ 463.34|$ 5792
Employee + Spouse $1.14584 $ 22917 § 916,67 |$ 114.58
Employee + Child(ren) $1,103.60 $ 22072 $ 882.88 % 11036
Employee + Spouse and Child(ren) $1,72822 $ 34564 $ 138258 |8 17282
Traditional PPO Plan PC0713
Employee $ 64838 $ 12968 $ 5187035 64.84
Employee + Spouse $1,360.03 $ 272.01 $ 1,088.02|3% 136.00
Employee + Child(ren) $1341.48 $ 26830 § 1,073.18|$ 134.15
Employee + Spouse and Child(ren) $2,05881 $ 411.76 $ 1,647.05|3$ 205.88
Blue Edge PPO Plan - COHP/HCA PC0674
Employee $ 48642 $ 9728 § 38914 )% 48.64
Employee + Spouse $1,024.00 $ 20480 $ 81920 |3 102.40
Employee + Child(ren) $ 98921 $ 19784 $ 79137|$ 98.92
Employee + Spouse and Child(ren) $1,532.06 $ 30641 $ 1,22565|§% 153.21
Blue Edge PPO Plan - HDHP/HSA PC0714
Employee $ 41342 $ 8268 $ 330.74|$ 4134
Employee + Spouse $ 87032 $ 17406 $ 69626 |3 87.03
Employee + Child(ren) $ 84075 $ 168.15 $ 672,60 |$ 84.08
Employee + Spouse and Child(ren) $1,302.11 $ 26042 $ 1,041.69]|8$ 130.2]
Delta Dental 11408
Employee $4224 § 845 § 3379|422
Employee + One $7966 $ 1593 § 63.73|$ 797
Employee + Family $10591 $ 2118 $ 8473 1% 1059
EyeMed Vision 9864489
Employee $ 632 § 632 §$ - $ 3.16
Employee + One $ 1236 $ 1236 § - $ 6.18
Employee + Family $ 1852 § 1852 § - |1$ 926

January 2017




APPEND|x g

Erﬁgpgfa_g Provider Opﬁon P PO _—_PJ Effective 1/ 1/16 @@ Blllte(ll'cvlss'BllleShleld
3, of Minals

PPO Network |

desctibes the terms of caverage.

City of Naperville PC0713
BENEFIT HIGHLIGHTS**

AT R asicH on=PPO
Lo QLA B asic s GutiolNaiwon),

Lifathme Benefit Maximum

Per indivldual L | _ Unlimited _— |
Individual Coverage Deductible

Copsyments do not appy b the deductible _ | 3500 | __$1.000 |
Family Coverage Daductible

[ $1.500 | $3,000 |

The tamity deductible makimum Is aggregate. Copayments do not 3pply Lo the deductible.

Individual Caverage Out-af-Packet Exponse (OFX] Limit (includes deductible)

The amounl of money that any indlvidual il have to pay loward covered healll care expenses during any $3,000 $6,000
one calendar yoar. The following Hlema will not ba applied 1o the out-olpockal expénse imit:
o Reductlons in benefils due lo non-compliancs with ulizaton management pregtam requirements
«  Charges that oxceed the sligiblo charge of the Schedule of Maximum Allowances (S
«  Charges for oulpatiant preseription dnig program
Family Coverage Oul-o-;-;’ocker Expense {OFX} Limﬁ al o
— _ = . | $2.000 | $leoon |
Presce. ,ji_,p'ﬁ_-a‘_'n"',pif.u.'gt: ety Retall & Maft Qrder: Maxinium copay per calendar year
el P R ot A AT SR ST W TSN S T S L $2500 Single and $5000 Famlly
Rretadz124 doy spply Retail Genetic Drugs: $10 copay

Brand Name: $35 copay
Non-Formulary Brand: $50 copay

M2if Order: Provides up to a 90-dey supply of maintenence drugs used on a coninuous basts for treatment of MaiiOrder  Generic Drugs: $20 copay

chronic health condilions. Oral contraceptives are avaliable thrugh Mail Order only. firand Name: $70 copay
Non-Formutary Brand: $100 copay

Ot of Notwork - Dxugs coverd 755 allor cagay

Physi cian:Seryices: -

Physician Office Vislts

One copayment per persan per day. Surgeries, therapios, end certaln disgnostc procedures perlomied in a $20 Office visit copay $20 Oftice vislt copay

physician's offie may be subject & the daductible and/or colnsuance including mental health and substance $40 Specialisl copay $40 speclallst copoy

abuso senices. then fhen

90% ofler deductible 70% after deducible

Preventive Care .

Routine anaual physicals, well-baby éxam, hearing exams, mmunlzalions, and other preventive heallh I 100% J 70%

senvices as dafermined by the USPSTF. - _—
Maternity Sarvices

A $20 offioe visit capayment applles to fist prenatal viak (per prognanay). All other matemity physician L 90% ofter daduclible [ 70% after deductible

covered sarvices pre pald (he sams as Medical / Sumical Services,

Medical / Surgical Services
Covigs for surgical pmﬁm_ Inpatient ' 90% ofter deductile J 70% olter deductlole l
disgnostic procedures 65 as olher phys =
Hospilol-Services = « =
il Servic
’””""’;’r’; :;z ‘;‘: govioes, $150 admission $150 acmission
Coverage Inclues wrr’vm seceivod ina |IBSP'|1-:T. skited nurslng faclity, coomdinated tame care which (s de(#::,f,lb‘e dec;fﬁ;:g -
limtod lo 40 visits, and hospice, including manlal health and substanco abuse servicts, Room allowanoss
: 90% offer program 70% alter progrom
based on the hospital's mos{ common semi-privale foom rates. _ deductitie deductibie

APPENDIX D

A Divislon of Health Cara Service Carporation, a Mutual Legal Ressive Campany. an Independent Licensee of the Blus Cross and Blue Shleld Asseclation
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| Particioating Provider Option PPO | Effective 1/1/16 tlueCross BlueShle
il i o T —

Outpatient Hospital Services
Caveraga for senvioas Includes, byt is nat linvited to oufpationt or 2inbuklary surgleal procedures, diagnstic 2- $100 copay $100 copay
rays, kab tasts, chemotherapy, mdslion therpy, renal dialysss, and mammograis pedonmed in g Tvosprilal o1 then then
90% after deductible 70% after deductible

ambilatory surical contes, hickiding menlal health and sulistarca abuse senvices, For muline senvices stich

3s mammograms, lab lests and x-rays parformed In an oulpatient hospilaf setling, see Preventive Care

beneflits. ; | e
Outpationt Emergency Care (Acoident or lliness) S0 ofter deduclible

Muscle Manipulation Services
Coverage for spinal and muscle manipulation services provided by a physician or chiropracior. Relaled office 90% after deductible 70% otfer deduclible

visits are pald the same as other Pliysician Office Vishs.

15 visit maximum per benefll yoar ) .
Therapy Servicas ~ Speech, Geeupational and Physical
Couerage for services provided by a physkfan or theraplsl | 0% after deguctible | 70% atierdecuciits |
Temporemandibwlar Joint (TMJ) Dysfunction and Refated Disorders
e | _90% ofter decuctivte |  70% ofterdeductivie _ |

Other Covered Services
«  Private duty nursing - (Please refer to certlicate for detalls)  «  Ambulance services

«  Naprapathic services - 15 visil maximum percalendaryear = Medical supplies

e  Blood and blood components
See parayraph balow regarding Schedule of Maxinum Allowsnces (SA), o . -

80X aller deduclible

Durable Medlcal Equipment (OME) is a covered benefit. Please refer to Certificale for detalls.

Optometrisis, Orthotlc, Prosthetlc, Pedorthlsts, Reglstered Surgical Assistants, Registered Nurse First Asslstants and Reglstered Surgical Technologists
are covered providers. Please refer Lo Certificate for details.

Discounts on Eye Exams, Presctiption Lenses and Eyewear

tMembers can present (heir (D cards 1o receive discounts on eye exams, prescriplion fenses and eyewaar. To locate participating vision providers, log into Blue
Access® for Members (BAM) al s bebsil.comvimember and olick on the Advantages {o Membership fink,

Blue Care Connection (BCC) -
Wi tenibers reoalve covered inpationt hospital saivices, sutpatent nyvsntal healm and substanco abuse services (MHBA) from a paricipaling provider, the mafmber wil be fespansible

fos contacting elllier tha BGC or MHSA preauthoriration fino, es applicabis. You miust cal ane day prior (0 any husplial adnvission andfor oulpatient MHISA sinvice or within 2 business
days aler an emongency medical or maternily admission, Plaase efer lo your baneft booklet for infrmstion tegarding berefil reduclions based on tafture (o contad the applicable

preauthorizaion tino. Note: Outpatient MHSA preauthorization is effective for servicos on or affor January 1, 2012 and thaeafior.

Schedule of Maximum Allowances (SHA)

The Schieduie of Maximuen Afiowances (5444} s not the same as a Usual and Custontaty fea (UEC). Blon Cross snd Bl Shield of linols' SKA & the maximum allowabio dinfga for
professional services, Including bul ot Fimiied to hose listed under Madical/Surglal and Other Covered Sarvices abave. The SMA | fie amount st professianal PPO providers have
agreed fo-nocapt &5 payment in full, Wien miembers use PPO providers, they avold eny balanoe bifing other than appicable dediciible, colnsurance and/or capayment “Pieaso wler o
yaur ceriiicale booktel for the delinition of Efgibi Chare and Masimum Allowonce r(ranting Providers who do nof pardicipals i the PPO Natwork.”.

To Locate a Participating Provider: Visil our Web site al wyaw.bebsil.comiproviders and use our Provider Finder® lool,
1n addilion, benefits for covered Individuals whe live ouside llinois will meet all extraterilodal requirements of those states, i any, accordlng to the group's funding amangements.

Affordable Care Act (ACA)
The benefils shown comply with the Affordeble Care Act (ACA), Including the accommodation for the women's praventive sarvicas. Aiso, as part of ACA, clients will be receiving a
Summary of Benefils and Coverage (SBC) for enroliments with effoctive dates beginning on or afier Seplomber 23, 2012.

Far non-grandlathered health plans, cerdaln Women's riventive services may bo covatod with no mefilbet cost-stiadng when such services are fumished by an in-network provider,
For a full #ist of these prasetiplions andlor setvicas, ploase contact the Customer Sorvioe nuwnbre on your 10 caid,

*¥This is a general summary of your benefits. Please refer to your Summary of Benefits and Coverage (SBC), or
you may request a copy of the policy or plan document by calling Customer Service, for additional detalls and a
description of the plan requirements and benefit design. This plan does not cover all health care expenses. Please
carefully review the plan’s limitations and exclusions.

A Division of Health Cara Service Corporation, a Mutual Legal R¢serve Campany. an Independont Licensee of the Blua Cross and Blue Shlald Associatlon
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i (§) BlueCross BlueShield of linois

Effective 1/1/16

City of Naperville
B03195

BENEFIT HIGHLIGHTS**

nly highlights of this benalit plan are provided, After enroliment,
mentbers wilf receive a Benellt Booklat that mare fully describes the terms of coverage,

‘Program Basics

Your Doctor
Choose a medical group and primary care physician (PCP) for each member of your family (fom our directary
at Wab slte, Each female member may sefect a Woman's Pringipal Health Care Provider (WPHCP) i addition
to her PGP, however your Pdmary Care Physician and your Woman's Princlpal Heallh Care Provider mus! be
sfiliated with or employed by vour Padicipating IPAPanticipating Modical Group. Alf care must be provided

Blue Advantage HMQs™

or coordinated by your PG, WPLCP or medical groupfindependent Practice Assoclation {IPA).

Annual Deductible o
Medlcal Out-of-Pocket Maximum (excludes drugs and vision) o - $150 0“ T —_ ea_
Individual P JESS
Medical Out-of-Pocket Maximum (excludes drugs and vision) $3000 per calendar yes
Family 2 ol
Lifetime Maximums

In the Hospital =~

Number of Days of Inpatient Care unlimiled days

Raom & Board private or semi-private raom $250 per admissfon Copay
Surgeon’s Fees, Doctor’s Visits, Medication, Other Miscellaneous Charges 100%
Emergency Care. = C
Emergency Services $150 copay
{Medical conditions with acute symptoms of sufficient severily suct that a prudent laypeeson could reasanably
expeat the absence of medicat altiention to resuft ifv sedous Jeopardy df the person’s higallh, sedous
impalment to bodily functians or seriaus dysfunction to any bodify organ or par)
. Cov%ﬁ servicas performed In a hospltal emergency room in or out of area. Copay, if any, walved if
adm i
‘Physician:Services -~ =" 0
Doctor's Office Vislt (copayment covers the visit and all covered services pravided)
« primary care physiclan $20 Copay
« specialist $40 Copay
Routine Physical Exams, Immunizations, Preventive Health Services 100%
Diagnostic Tests and X-rays, Allergy Treatment & Testing 100%
7 =

Medical Services i

$160 Copay then 100%

« Hospilal Care
«. Physlclan Care

Qutpatlent Surgery
hospital facllity
Matornity Care
$250/admission Copay then
100%

A $20 oflice visil copayman epplles 1o
first prenataf vist (per pregnancy).

$40 copay then 100%

infertility Services . -
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g8 (§) BlueCross BlueShield of Wlinois ,

il Effective 1/1/16

City of Naperville
B03195

BENEFIT HIGHLIGHTS™ ‘ ~_ Blue Advantage HMO

Mental Health & Chemical Dependency Treatment . }

« Oulpatent $20 Copay then 100%
$260fadmlssion, then 100%

« Inpatient

TS

Medical
Outpatlent Rehabilitation Services

(includes, but Is not imlted Lo, physical, occupational or speech therapy)
60 comblned isits for Occupalional Therapy, Physical Therapy and Speech Therspy based on your

group policy

mbutpatient Speech Therapy

(for Pervasive Developmental Disorder only)

Other Services

sthetic Devices, Ambulance Service, Hospice,

Durable Medical Equipment, Pro
Coordinated Home Care (excludes custodial care)

Prescription Drug — up (o 34 day supply per script
+ Gereric $10
« Formulary Brand $35
» Non-formulary Brand $50
« Selfinjectable (Insulin and Infertility Injeclables are subject fo the overall copayments} $50

Prescription Drug — ug to 90 day supply per script
» Genaric 120
« Formulary Brand $70
« Non-formulary Brand $100

Prescription Drug Out-of-Pockat Maximum
¢ Indlvidual maximum per calendar year $2500
s Famlly maximum per calendar year $5000

Vision Care
« Exams ! 100% for exam only, one overy 12

months
« Eyewsar (Discount Agplies) $75 material allowance every 24
. months
Sorvice Area
les of Boona, Chistian, Coak, DeKalb, DuPnae, Fullon, Greerie, Grendy, lroguols,

Must reside in HMO soivice arw. The BlueCross service area Includes the Hinols
Kano, Kankakee, Kendall, Knox, Lake, LaSalie, Lea, Livingsion, Legan, Matoupin, Mason, MeHenty, Menard, Morrae, Morgan, Ogle, Peoria, Songamon, Stark, 81, Clalr,
Stwphenzon, Tazewsl, Whiteskde, Wiltargon, Will, Wininebngo and Lake county In Indiana, Tho HMO Iilinaia service acea also Inciudes Kenosha County In Wisconsln,
Please naté: tha.sanice aroa ts subjest 1o chiange.

Durable Madical Equipment (OME) Is a covered benefll. Please refer to Certificate for detalls.

Optomutrists, Orthotlcs, Prosthetic, Pedonihists, Reglstared Surglcal Assist Registered Nurse Flrst Assistants and Registered Suvglcal Technologlsts are

covared providers, Please refer to Cerificate for delalls on thase nnd other provider types.

ol ts on Eyo E Prescription Lonses, Eyawear and Other Devices
Members con prasont il 10 cords o recolve discounts on eya exome, prescrption lenses ond cyswear. To locate parilcipating vision providers, log Into Blua Access for

Mombers™ (AN} at bebsil.comimernber and click on the Blua366% Membar Discount Program fink.

Bluo Care Connection® (BCC)
Whan L ive covered Inpatlent hosphal sarvices, (outpatignt meatsl health and substonce shuse sordes [MIH5A]), coordinaled home care, skifled nursing facllity
or privale duty nursing from a padicipating provider, the member will bie responsible for piecelifying these sorvices, applicable.

Page 2o 3




1 §) BiueCross Blueshield of Minois ,
ik Effective 1/1/16

You musi call one day prior to any hospltal admisslon (andfar certaln oulpatient MH/SA services) or within 2 husingss days after an emergency medical or matecnity
admission. Please refer to your benefil booklel for Informalian regarding benefil reduclions bated on foilure to conlacl the applicatie premuihocizalion fine.

Residentisl Tregiment Génters (RTG) Update
Undeér the Mental Health Parity and Equity Addiction Act (MHFAEA), residantial (realment facliities are now Inctudied for the weatment of Mental Health and Substance Abuse
condilions. Thay will be covered at the Inpatient hospital faclfily benefit payment level, per Medicat Necegsily Crilerla, which provides guidefines far level of senvice,

appropriale selting, preautharizalion and concurrent review process.

Schedule of Maximuch Allewancas (SMA)

The Schedida of Masimum Alswances (SMA) Is nol the samo 25 a Usual and Customary feg (UAC). The Blue Cruss and Blua Shield of iinols SMA Is the moxinum
aliowable charge for professional services, including but not limited to, those listed under MedicaliSurglcal ond Gther Coveted Services above. The SMA Is the amount thal
professional PPO providers have agreed to accept ss payment in full, When merbers use PPO providers, they avald any balance biliing olber than applicable deductible,

colnsurance andlor copayment, Please refer 1o your certificate boaklel for the definition of Ellgltle Charge and Maximum Allowance regarding Providers who do nol
patticipate in the PPO Network.

To Locuta s Participuiing Provider: Visit our Wik slle al bebsll.com/pravilrs and use our Provider Findare lool.

Benefiis for covered Ingividuals who hve ido of Mlinois need to ment ol extilealional requirements of the siate thay are In, according to the group's funding
arrangamenls.

Benofits for caversd Individuals who live outside of llinals need lo meel all extraterdiodal requivements of the slale lhey ars in, acgording b the group's funding

arrsngements.

“ This Is a general summary of your bonefils, Ploase refer (o your Summary of Benellls and Coverage {SBC), or you may reguest @ copy ol ihe Benefil bookletPlan
document by conlacting your Employar. You may also log onlo BAM andfor contacl Cusiomer Service al the number on ihe back of your 10 card for additional
nformation. This plan does nol cover all health care exg Plrase fully raview (he plan's limlfatians and excluslons.

227921.0015
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‘ BlueEdge HCA Effective 1/1/16 BleCooss Blueshicld
N of Hlinois

City of Naperville CDHP PPO PCO0674

BENEFIT HIGHLIGHTS** . ] PPO Network |
This provides only highlights of the benciit plans(s). After enrofiment, membars will have (o a Certificate that morc fully descriies the terms of coverage.

o ntelbi

Core:Account (HCA) ==

Health:

Aunnual HCA Employer Contribution for Individual Coverage J - $500- every January 1 thereafter o I
" Annual HCA Emplayer Contributlon for Famity Coverage _ ) ) o ]_ $1.000- every Janvary 1 thersater . |
Maximum HCA Balance for Individual Coverage | $1.000 |

| $2,000 |

Maximum HCA Balance for Family Caverage

ProgromzBosics - -

Lifetime Benefit Maximum
_ Pt individust | . Mnlvifed |

Individus! Coverage Deductible pill
| $1.000 for individuol [

The firs! services applizd (o the deductitée each calandar year are pald from the HCA, provided thane ks any balance in
the acoounl. Remaining deductbla is pald from Uy members' own funds,

Famfly Coverage Deductible
Solizfied when fa dolel of expances sippSed talhe drductbin toacties the Taiolly deduciids sveunt o o8 oveed fuly $2.000
mamders, Mo indrdust tandy membes may moet aiy more thian 1 Individia! dediciitle amount, The Bl servees spphed
Jo thee deductivie each calonder yest aee pad froen he HCA, piovided Uore fs aay balance In thi secomt. Remalning

_Geductitds s povd iom the nembere! o finfs. ; —

Individeal Coveraga Out-of-Pocket Expense (OPX] Limit
Thedereunt of monay tht uny bidiidual wil hava o pay towond covered hasith care axpanses durlng any oae $3,000 $6.000
calendar yoar, The loliowing flems wil not be applied to the otil-of-pockal expenze ki

+  Reductions n beaclits dee lo non complance with ufdzation managemen] progeam reguicements
«  Chargoes lal excoed the oligible charge or the Sdedule of Moxkmum Allowsnces (SiAA)

Family Coverage Out-of-Pocket Expense (OPX] Limit
Satisfied when the total axpenses of all coveced femily members meot the Famly Coverage OPX imit amount. Each $46.000 $12.000 [

famiy member may ol meet more than e fndiidual Covaraga OPX.

Outpatlent Prescription Drugs
Applies 1 1 drugs &t relall and mall _ | 60% ofterdoductibie | 75% atter deductivle |

hysicign:§ervices -

i . P b B b et 0 Bt i B0

P

Physician Office Visits
fricludes covernge for offics chaxge, mental hezith, substance abse, diegnustic fab lsts and x-ray services other [ 80% offer deducible ' 60% affer deduclibie
than for routing cae. Fof routine sendoes, pleasa tader lo raventive Caro below, —
Preventive Care
Indudes benedis for routice physical examinations, immunlzations ahd routine diagnostic tosts. - N 100% | 60% |
Matornfty Services
Firat preaatal visR {per pregagncy) and s other malemiy physklan covered senvices. | 80% afterdeducfiie | 60% ofter deductitte |
Madical # Surgical Services .

Covomga for sugglent procedures, Inpatient vists, thecaples, aliery injections o breabments, and certaln diagnostic I 80% alfer dedyctible ] 60% ofter deductible I
__ procedwes as will as other physician services.

Hospltal Admission Deductile
Per pdmisshin, per indiddunt
Inpatient Hospltal Services

Coverage i l 80% after deductibie l GO% affer deductibie ‘

| 30 | £900 |

g inchates servicas recahved bn 4 haspital, skited nurslng locivly, coondinnlod home care and hospice,
incliding mental lealll and substance abuso services, Room elawancers based on tho hospilal's most porman

__semi-private room tales. .

A Division of Health Caro Senvice Corparation, a Mutual Legal Reserve Company, an independent Licenses of the Blve Cross and Biue Shiefd Assoclation
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BlueEdge HCA Effective 1/1/16 eCross Blue
_BIueE ge HCA —l ective @ DiueCross BlusShicld

BENEFIT HIGHLIGHTS
Hospltal:Seryices feon

Qutpatient Hospital Services
' 80% offer deduciible 60% offer deductible

Coverago for sewvices includes, but s not linted to otpatient o ambulatory surgical procedines, diagnpstio y-1vs,
lab lests, emotharapy, radiation lhenapy, rena| dlalysts, and mammograms performad In & hosplial or ambulatory
surgica comler, nckuding mental hoal and substance sbuse senvices, For rauline services such as mammograms,
tab lests and x-4ays perdoimed [ an olipatient hospial selfing, se2 P five Care benefils. )

Quitpatieit Fmergency Care {Acciden( or Mness)
The deductible and colnsuranca appiies Lo both In- 2nd oul-o-netwark emergency foom visits. _‘ 80% ofier deduclible J

Additonol:Seryice:

Muscle Manipulation Services

Coverage for sginal and muscle manipulation services provided by a physiclan ar chiropractor. | 80% ofler deductible | 60% affer deductible
Mer;b;Services — Speach, Occupational and Physical - o

Caverage for services provided by a phiysician or therapk, 80% ofter deducilble | 60% ofter deductible
Temporomandibular Joint (TMJ} Dysfunction and Related Disorders

- ~ |__80Batterdecuctite | 60% ofter deductivie |
Other Covered Services
o Private duty nursing - {Please refer (o corlificale for detalls) ¢ Ambulance sewvlices
80% after deductible

«  Naprapathic seivioes - 15 visit maxhmum per calender year «  Medical supples

e Blood and blood compenents
_ Sce parsgraph bl regancing Schaduls of Mainwm Aowances (SUA). T

Durable Medical Equipment (DME) Is a covered benefil. Please refer to Cerlificate for detalls.

Optomelrists, Orthotic, Prosthetic, Pedorthists, Registared Surgical Assisfants, Reglstered Nurse First Asslstants and Registered Surglcal Technologists
are covered providers. Please refer lo Certificale for detalls.

Discaunts on Eye Exams, Prescription Lenses and Eyewear .
Members can present thelr 15 cards to rocelve discounts on eyo exams, prestriplion lenses and eyewear. To locate participaling vislon providers, kag Into Blue Access® for Members

(BAM) at wwtbebsll comvinember and dlick on the BlueExdras Discount Program link.

Blue Care Connection (BCT) )
When members recelve covered inpatent hosplial services, outpaliant menlal health and substance abuse senvices {MHSA) from a parlicipating providey, the member will be responsible
far confacling cither the BCC or MHSA preauthorlzation fine, as applicabla. You musi call one day priaf lo any hospital admbssion andlor oulpatienl MH/SA servica or within 2 business
days aflar an ememjency medical or tustemity admissian, Please tefer 10 your bonafil booklet for infemation regarding benefl reductions based on (allure fo conict fie applicabl
preauthonization line, Note: Oulpationt MHSA preauthorlzallon Is effective forservices on or afier January 1, 2012 and thereaftor.

Schedule of Muximum Allowances (SHA)

The Schedule of Maxlmum Allowancas (SMA) ks not the sam as a Usual and Customary fee (L&C). Biue Cross nd Bluo Shield of lifneis’ SMA Is The maximum allowable charge for

professionsl sendees, Including but nol fimited to iase isiad under MedicaliSurgical and Other Coverd Sewvices above, The SMA s the smount that professional PPO providers have
any balance btling othor than spplicable deductible, cafnsurance andfos copayment. “Flease roler (o

samed o acoept as payment in full, When members use PPO providers, they avold
your cerificato booklef for the delinition of Efgibl: Mmdm:knumﬂmm:mmﬁmddmwﬂodomfpar%dehlﬂePPOchmk.‘.

To Locate a Parficipatlng Provider: Visllour Web sits at wiwwtbichsilcomiproviders and use our Provider Finger® {uol
In addition, benefils for covered Individuals who five outsldo (Tinols will meat all extratenitorial requirements of those slales, if any, according to the group's funding amangements.

Aftordable Caro Act (ACA)
The benefis shown comply with the Afiarclable Care Act (ACA), Including the accommeadation for the wonen's preventive services. Also, as part of ACA, clients wi be recelving a
Summiary of Benefits and Covarago {SBC) for enullments with effectiva dales beginning on or afier Saplambier 23, 2012.

plans, cortaln woman's proventive sevices may be covered with no member cast-slhiaring when such sarvices are fumished by an in-nelwork provider.

For non-grendfathered hiealth
ns andlor services, please contadt the Customer Sarvice number on your 1) cand.

For a full fist of tinse prescriptio

**This is a general summary of your benefits. Please refer to your Summary of Benefits and Coverage (SEBC), or
you may request a copy of the policy or plan document by calling Customer Service, for additional details and a
description of the plan requirements and benefit design. This plan does not cover all health care expenses. Please
carefully review the plan’s limitations and exclusions.

A Divislon of Health Care Service Corporation, 8 Mutuat Legal Reserve Company, an Independent Licensee of the Blue Cross and Blue Shleld Assaclatlon
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EiueEdge HSA - Effective 1/1/16 ‘ BlueCross BlueShield
i @ of Hlinois

City of Naperville PC0714
BENEFIT HIGHLIGHTS** "~ PPO Network |

This provides anly highlights of the benefit plens{s). After enrolfmeant, members will recaive a Certificate that more fully dascriies the terms of coverage.

TR B

Lifatime Banalit Maximum
Ferindividual L ) [ Unlimited |

Individual Coverage Deductible*
$2,500

Family Coverage Deductible *
_ Entire daducible must be mel. : ] | 35000 |
(ndividual Coverage Out-of-Pocket Expense (OPX) Limit
The maimum smount of money that sy individual will have (o pay toward covared health care uxpenses during any $5.000
ane calendar year, Including (he program deductible. The foflowing llems will not Le applied fo fhe oul:of-pocket
e  Reductlans In batiefits dua to non-compliancs with viifzation managamer progrem requements
Charges that exceed thd offgthle cliarge or the Schedule of Mextmurm Atiowances (SMA)

Family Coversge Out-of-Packet Expense (OPX} Limit .
Famlly Deductible is Agaregate i | $10.000 1
Outpatient frascription Drugs
Enlire deduclible must be met | 80% aller deductible
-Ouf of Natwork - Daygs covered 75% eflor dedustible

Preventiva Cate
Routine annual physicals, well-baby exam, annual vislon and hearing exams, immunizations, and other preveniive J 100% 0%,
heatth services as delemmined by the USPSTF, ; S

Maternity Services
| 80% ofier deductitie | 60% ofter deductivie |

Coverage for surglcal procedures, inpalient vislts, theraplas, aliergy Infeckions or trealments, and cariain diagnostic
procadures as wall a5 olher physician senvices. ao

‘Hospital -Services =
Hospital Admission Deductibile
~ Pev admisslon, per ndidual ) | 30 | ss0 |

Inpatient Hospital Services
Coveraga kcludes pre-admission leatlng and services recelved in e hospital, skifed nursing facliity, coordinated 80% after deductible S0% alter dedyclible
home cane 40 visit imit and hospice, ncluding ments! health and substance abuse services. Room allowances

hased on the hospilal's mos| common semlxivale foum fakes.

Ouipatient Hosplital Services
Coveraga for sevices Includes, but ks nol imlied to autpallent or ambutalory surgical procedures, diagnostic x-rays, 80% affer deduciible 60% afler deductible
lab fests, chemothewpy, radlation therapy, renal dlafysis, and mammograms parfonned in a hospilal or ambulatory
surgkcal center, Including mental hoallh and substanca abuse senvices, For rouline sarvices such as mammograms,
la: (asts and x-rays performed b an oulpaliant hospital satting. see Praventiva Care bonefits,

Outpatlent Emergency Care {Accident or liness)
Each calendar year, e program deductbie must be met before banefits wil begln under this pakcy. The 80% affer deductible J

colnstrancs appfes 1o both in- and oul-of-network emanyoncy toom visits,

Physiclan Offica Visits / Medical / Surgical Services
| 80% after deductible | G0% affer deductible ]
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Muscle Manipulation Services
Coverage for spinal and muscle manipulation services provided by a physician or chiropractor, Rolated office vislts I 80% ofter deductible I 60% ofier deduclible '

are pald the same as ofher Physiclan Office Vists,

Therspy Services — Speech, Ocoupational and Physical
Covarge for services provided by a physician or therapist I 80% offer deductible I- 40% alter deductible I

Temporomandibular Joint (TMJ) Dysfunction and Related Disorders
| 80% ofter dectuctiie. | 60% otter deductiie |

Other Coverod Services
80% atter deduclible

«  Privale duly nursing - (Please refer to cerlificate (or detsils)  «  Ambulance services
o Naprapathic service - 15 visil maximum percalendacyear  «  Medical supplies

«  Blood and blood components
_ See paragraph bofov rooanding Scheduiz of Maximum Alfowancos {SMa). B L

Ducble Medical Equipment (OME) is a covered benefil. Please refer lo Celficate for delalls.

Discounts on Eye Exams, Preocription Leases and Eyavsiar
Warmisers prasant e 10 cands fos discounts on eye axans, prezedplion lanses and eyewear al participaling vision cenlers. Cal (866) 273-0813 lo locale 3 provider.

Blua Care Conneciion (BCC)
Whien members (eceive covered inpatient hospital sorvices, oufpationt imenlal healih and substance abuse soivices (MHSA), coondinated home care, skilled nursing faciity or private duty
nursing from & paricipating provider, he menber will be tesponsible for contaating eltier e BOC or MHSA preauthorization fine, as spicable. You musl call one day prior to any hospiial
admission andlor pulgationt MIUSA servica or within 2 businass days afier an emeigency medical or matemily adimisslon, Please refer (o your benefil bookdol for information regarding benalit
(educlions hased on fallure to contael the appiicable preauthodzation lino. Nole: Outgationt MHSA preaulhiorfzation Is effective for services on or after January 1, 2011 of ppon your
group plan renevql date in 2011 and (hereaffer,
*More qa Individual Coversge ond Family Coverage Deducliives...
- If & membar it Individual coveraga, eash calendar yeer tickshe mist salisfy an tudividusl coverage deductible before receiving benafis undder this policy. Tho smaunt of Ihe individual deducible &
Tndicated abavo on lits benefil highlight sheal. Once a members elaims for covered services in @ calendar year axcesd s deduclize amount, bunafils wid begin.
o If & member and histher depoadents heve family covorage, each ciondar yaat ey nuist sataly the family covetage deductible befoto receivitey bnetts undes this policy. Tha anvunt of e mzy
cothuctibly b indicplsd oo on s Dol Nghiighl sheet, Ongo tho famly deductiold hes beea satised It wil no! ba necesspry for sapone elss o e farly L et i cieduciiblo Infhol calongder yess, Thet
I, for Dty reonwinds of e calondar yean, 1o L Tonifly imambies wif bo oquited fo mtel (ho ded Eble Bofote tecerving beneGis. M onk is elgitic for Linefite undor lamily coversge il e endiog tamdy
Saductlds has bovn satisfied
. Pleace note: The deduciible amount may be adjusled based on Ihe cosl-ofliving edfustments determined under the Inlernat Revenus Code and rounded (a be neares( $50,
. Also note; Should the Federal Governmsnl adjirs! tho deduclible for high deductibie fans 33 defined by the Inlerel Revenue Service, the deduciibie amoual in the Certificale will be adjusled accordingly.
Schedulo of Maximun Afl (SHA)
The Scheduts of Maximum Allowancas (SMA) s nol the soms as a Usual and Customary fee (UEC). Blue Cross and Blup Shicld of lingls” SkAA i the maxdinom allowalie chage o
professional savices, including but not fimited to those fsted under MedicalSugical and Ofiter Govered Sevices above. The SMA is te amounl fhal professiondl PPO peovidess Have sgieed
1o pocept a5 payment In full. Wnen members use PPO providers, thoy avoid any balsnee biling ofher han appbcatile deductible, colasuranoa andior copuyment, "Please rfer (o your
corfificate bookiad far the defindion of Eligible Charpe aim) Maxdmum Aliswonca regaiding Providers who do el pacdicipate In e PPO Network.*
To Lacate & Particlpating Provider: Visitour Web site al wwwbicbsil.coniprovidess and use our Provider Findar® ool
In addition, benefits for covered Individuals who live outskte liinols will meet Nl extraterritorial requirements of thosa stetes, if any, according fo the group's funding arrangements,

Affordable Care Acl (ACA)
Tha beneflts shown comply wilh the Affordable Care Act (ACA), Including the accommodation for the women's preveniive services. Also, as part of ACA, clients will be receiving a
Summary of Benefits and Coverage (SBC} lor enroliments wilh effective dates beginnirig on orafter Saplembar 23, 2012,

Fer pon-grandlithered health plans, cerdain Womea's praventive services may be covored wlth no manshinr cost-sharing when such services ace fumished by an n-network provider. For a
{ull ist of thezsa preseriplions andior servieas, plesse contact the Custommer Service number on your 1D ez1d,

*%This is a general summary of your benefits. Please refer to your Summary of Benefits and Coverage (SBC), or you
may request a copy of the policy or plan document by calling Customer Setvice, for additional details and a description of the
plan requirements and benefit design, This plan does not cover all health care expenses. Please carefully review the plan's
fimitations and exclusions,
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