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PREAMBLE

This Agreement entered into by the City of Naperville, Illinois (hereinafter referred to as
the “City”, or the “Employer”) and the International Union of Operating Engineers Local #150
(hereinafter referred to as the “Union”). The purpose of this Agreement is the promotion of
harmonious relations between the Employer and the Union; the establishment of an equitable and
peaceful procedure for the resolution of differences; and the establishment of 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 this
Agreement, the Employer and the Union do mutually promise and agree, as follows:

AGREEMENT

This Agreement has been made and entered into by and between the CITY OF
NAPERVILLE (hereinafter referred to as the “Employer”) and the INTERNATIONAL UNION
OF OPERATING ENGINEERS, LOCAL 150, PUBLIC EMPLOYEES DIVISION (hereinafter
referred to as the “Union™), on behalf of certain employees described in Article I.

ARTICLE 1
RECOGNITION
SECTION 1.1 Recognition

The Employer recognizes the Union as the sole and exclusive bargaining representative in
all matters establishing and pertaining to wages, salaries, hours, working conditions and other
conditions of employment for employees within the following collective bargaining unit within
the Department of Public Works, as certified by the Illinois Labor Relations Board:

Full-time and part-time employees within the City of Naperville Department of Public
Works in the following job classifications: Lead Equipment Technician, Equipment
Technician; Lead Automotive Technician; Automotive Technician; Senior Parts
Technician; Parts Technician; Shop Assistant.

Excluded; All other employees of the City of Naperville. All confidential, supervisory and
managerial employees as defined by the Illinois Public Labor Relations Act.



SECTION 1.2

The City may establish, modify or eliminate job classifications and the requirements of
those classifications. In the event the City establishes any new classifications pertaining to work
of a nature performed by employees within the bargaining unit as established in Section 1, it shall
provide the Union with at least fifteen (15) calendar days’ notice prior to the time the new
classification will be implemented, so that the Union can determine whether it claims the new
classification to be properly included in the bargaining unit. The Union may notify the City within
seven (7) calendar days of a desire to meet for the purposes of negotiating whether the new
classification is properly included in the bargaining unit and, if so, the salary rate of the
classification. If the parties are unable to agree on any issue related to the new classification, the
Union shall have the right to grieve the matter pursuant to the Grievance Procedure commencing

at Step Three of the Procedure.

ARTICLE 2
NON-DISCRIMINATION
SECTION 2.1 Prohibition Against Discrimination

In the application and implementation of the terms of this Agreement, the Employer and
the Union agree that neither will discriminate against any employee on the basis of his rights as
defined under the Illinois Labor Relations Act.

SECTION 2.2 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.

ARTICLE 3
MANAGEMENT RIGHTS

Except as specifically limited by the express provisions of the Agreement, the Employer
retains all traditional rights through its Manager and his agents and designees to manage and direct
the affairs of the Employer in all of their various aspects and to manage and direct employees,
including but not limited to the following:

To determine the mission of the Employer and its various Departments;

To determine the number and location of facilities and offices as well as the staffing and equipment
for such offices and facilities;



To determine whether and to what extent it will contract and/or subcontract for the provision of
any services and upon what terms and conditions such contracts will be entered into, pursuant to

this Agreement;

To plan, direct, control and determine all the operations and services of the Employer and its
various Departments;

To supervise and direct the working forces;

To assign and transfer employees;

To establish the qualifications of employment, determine the number of employees, and to employ
employees;

To schedule and assign work;
To assign overtime;

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

To make, alter and enforce various rules, regulations, safety rules, orders, procedures and policies;
to evaluate employees;

To discipline, demote, suspend and discharge employees for just cause (probationary employees
without just cause);

To change, alter, modify, substitute or eliminate existing methods, equipment, uniforms or
facilities; to hire employees and to promote employees;

To lay off employees when necessary;
To establish dress and appearance standards;

To determine the duties, responsibilities and work assignments of any position or job
classification;

To establish reasonable performance standards;

To assign merit raises;

To take any and all actions as may be necessary to carry out the mission of the City and the
Department in the event of civil emergency as may be declared by the Mayor or an 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); and



To take any and all actions as may be necessary to carry out the mission of the Employer.

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 and arbitration procedures contained herein provided, however,
that the exercise of any of the above rights shall not conflict with any of the express written
provisions of this Agreement. All grievances arising under the terms of this contract shall be
processed through the grievance procedure set forth in Article 5 of this Agreement and bargaining
unit employees are specifically excluded from use of the grievance procedure contained in the City
of Naperville’s Employee Policy Manual. All personnel matters not specified in this Agreement
shall be subject to the provisions of the City of Naperville Employee Policy Manual to the extent
that it is not inconsistent with this Agreement.

ARTICLE 4
NO STRIKE/NO LOCKOUT

SECTION 4.1 No Strike/Slowdown

During the term of this Agreement, neither the Union nor any officers, agents, designees
or employees of Employer shall instigate, promote, sponsor, engage in or condone any strike,
including sympathy strikes, slowdown, concerted stoppage of work, concerted refusal to work
overtime, picketing, or any other intentional interruption or disruption of the operation of the City,
regardless of the reasons of doing so.

Any or all of the employees who violate any of the provisions of this Article may be subject
to discipline or discharge based upon the circumstances by the City. Each employee who holds
the position of officer or steward of the Union occupies a position of special trust and responsibility
in maintaining and bringing about compliance with the provisions of this Article. In addition, in
the event of a violation of this Section of this Article, the Union 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 Union.

SECTION 4.3 Penalty

The only matter which may be made the subject of a grievance concetning disciplinary
action imposed for an alleged violation of Section 1 above is whether or not the employee actually
engaged in such prohibited conduct. The failure to confer a penalty in any instance is not a waiver
of such right in any other instance nor is it precedent.



SECTION 4.4 Judicial Restraint

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

ARTICLE 5
GRIEVANCE PROCEDURE

SECTION 5.1 Grievance and Business Days Defined

A grievance is defined as any meritorious difference, complaint or dispute, including
disciplinary action of an employee, between the Employer and the Union or any employee
regarding the application, meaning or interpretation of an express provision(s) of this Agreement.
Business days shall be defined as Monday through Friday, excluding contractual holidays.

SECTION 5.2 Processing of Grievance

Grievances shall be processed only by the Union on behalf of an employee or on behalf of
a group of employees or itself setting forth name(s) or group (s) of the employee (s). Either party
may have the grievant or one grievant representing a group of grievants present at any step of the
grievance procedure, and the employee is entitled to Union representation at each and every step
of the Grievance Procedure. The resolution of a grievance filed on behalf of a group of employees
shall be made applicable only to the appropriate employees within that group. Furthermore, the
parties may mutually agree to extend time limitations regarding processing of grievances.

SECTION 5.3 Employees Excluded from Grievance Procedures

Introductory employees are expressly excluded from the terms of this Article and shall not
be entitled to utilize the Grievance Procedure during their introductory term.

SECTION 5.4 Girievance Steps
STEP ONE: FLEET SERVICES MANAGER

The employee, with or without a Union representative, shall first attempt to resolve a
grievance with the Fleet Services Manager orally and, only after such attempt is made, upon its
failure, take up the matter as a formal grievance by taking it to the employee’s supervisor within
ten (10) business days of its occurrence. The formal grievance shall be submitted in writing
specifically indicating that the matter is a grievance under this Agreement. It shall contain a
complete statement of facts within reason, the provision or provisions of this Agreement which
are alleged to have been violated, and the relief being requested. The Fleet Services Manager shall
then meet with the employee and attempt to adjust the matter. If a resolution is reached it shall be
reduced to writing within five (5) business days after such resolution. Any resolution of a
grievance at this step shall not be of precedential value in resolving future grievances. If the



grievance is not resolved, the Fleet Services Manager shall issue a written Step One Response
within five (5) business days of the meeting.

STEP TWO: DEPARTMENT DIRECTOR

If not adjusted in Step One, the grievance shall be presented by the Union to the Department
Director. The grievance shall specifically state the basis upon which the grievant believes the
grievance was improperly denied at the previous step in the Grievance Procedure. The Department
Director shall investigate the grievance and, in the course of such investigation, shall offer to
discuss the grievance within five (5) business days with the grievant and a union representative, at
a time mutually agreeable to the parties. If a resolution is reached it shall be reduced to writing
within five (5) business days after such resolution. Any resolution of a grievance at this step shall
not be of precedential value in resolving future grievances. If no resolution of the grievance is
reached, the Department Director shall provide a written answer to the grievance within five (5)
business days following the meeting.

STEP THREE: CITY MANAGER

If the grievance is not settled at Step Two and the Union desires to appeal, it shall be
referred by the Union in writing to the City Manager within five (5) business days after receipt of
the City’s answer in Step Three. Thereatter, the City Manager or his designee and the Department
Director or other appropriate individual(s) as desired by the City Manager, shall meet with the
grievant, the Steward involved and a representative of the Union, if desired by the employee,
within fifteen (15) business days of receipt of the Union’s appeal, if at all possible. Ifa resolution
is reached it shall be reduced to writing within five (5) business days after such resolution. Any
resolution of a grievance at this Step shall not be of precedential value in resolving future
grievances. If no resolution of the grievance is reached, the City Manager shall provide a written
answer to the grievance within ten (10) business days following the meeting.

If the grievance is not settled in Step Three and the Union or the City desires to appeal the
grievance from Step Three, the Union or the City may refer the grievance to arbitration, as
described below within fifteen (15) business days of receipt of the City’s written answer as
provided to the Union at Step Three. A request for arbitration must be made in writing to the other
party. If no written request for arbitration is made within fifteen (15) business day of the City’s
Step Three answer, the grievance shall be considered resolved based upon the Step Three answer
and the matter shall be considered not arbitrable.

ARBITRATION PROCEDURE

When the grievance is appealed in writing to arbitration, the representatives of the Employer
and the Union shall meet to select an Arbitrator from a list of mutually agreed to arbitrators. If the
parties are unable to agree on an arbitrator within ten (10) business days after the written request
for arbitration, the parties shall request the Federal Mediation and Conciliations Service to submit
a list of seven (7) arbitrators who are members of the National Academy of Arbitrators. The parties
shall alternately strike the names of three (3) arbitrators, taking turns as to the first strike. The



person whose name remains shall be the arbitrator, provided that either party, before striking any
names shall have the right to reject one (1) panel of arbitrators. The arbitrator shall be notified of
his/her selection by a joint letter from the Employer and the Union, requesting that he/she set a
time and place for the hearing, subject to the availability of the Employer and Union
representatives and shall be notified of the issue where mutually agreed by the parties.

Both parties agree to attempt to arrive at a joint stipulation of the facts and issues as outlined
to be submitted to the arbitrator. Both parties shall have the right to request the arbitrator to require
the presence of witnesses and/or documents. Each party shall bear the costs of its own witnesses.

Questions of procedural arbitrability shall be decided by the arbitrator. Neither party shall
be required to submit a question of substantive arbitrability to an arbitrator for decision. The
arbitrator shall make a preliminary determination on the question of procedural arbitrability. Once
a determination is made that the matter is procedurally arbitrable or if such preliminary
determination cannot be reasonably made, the arbitrator shall then proceed to determine the merits
of the dispute. The arbitrator shall neither amend, modify, ignore, add to or subtract from the
provisions of this Agreement.

The expenses and fees of the arbitrator and the cost of the hearing room shall be shared
equally by the parties. Nothing in this Article shall preclude the parties from agreeing to the
appointment of a permanent arbitrator(s) during the term of this Agreement.

The decision and award of the arbitrator shall be final and binding on the Union,
employee(s) and Employer. Such decision shall be within the scope and terms of this Agreement
but shall not change any of its terms or conditions. The arbitrator shall have no authority to add
to the terms herein or impose on any party hereto limitations or obligations not specifically
provided for in this Agreement.

If either party desires a verbatim record of the proceedings, it may cause such to be made,
providing it pays for the record and makes a copy available without charge to the arbitrator. If the
other party desires a copy it shall equally pay for such expenses of the other party initially ordering
such record, minus the costs of copying such.

Section 5.5 Grievance Forms

The written grievance as required under this Article shall be on a form which shall be
provided by the Union. It shall contain a statement of the grievant’s complaint, the section(s) of
this Agreement that have been allegedly violated, if applicable, the date of the alleged violation(s)
and the relief being sought. The form shall be signed and dated by the grievant and/or the Union.



ARTICLE 6
LABOR/MANAGEMENT CONFERENCES

SECTION 6.1 Labor Management Conferences

The Union and the Employer mutually agree that in the interest of efficient management
and harmonious employee relations, it is desirable that meetings be held between the Union
representatives and responsible administrative representatives of the Employer. Such meetings
shall be held once per quarter. The parties may schedule additional meetings if mutually agreed.
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. Notifying the Union of changes in conditions of employment contemplated by the
Employer which may affect employees.

SECTION 6.2 Exempt Issues

It is expressly understood and agreed that such meetings shall be exclusive of the grievance
procedures. 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 carried on at such meeting.

SECTION 6.3 Attendance

Attendance at “labor-management conferences” shall be voluntary on the employee’s part.
Employees shall be compensated for attendance only if the meetings are held during their regular
working hours. Normally, two (2) persons from each side shall attend these meetings, schedules

permitting.

ARTICLE 7
SENIORITY

SECTION 7.1 Seniority Defined

An employee’s seniority for layoff/recall purposes shall be the period of the employee’s
most recent continuous regular employment in his respective job classification as follows: (1)
Lead Bquipment Technician/ Equipment Technician; (2) Lead  Automotive
Technician/Automotive Technician; (3) Senior Parts Technician/Parts Technician; and (4) Shop
Assistant. Seniority for all other benefits shall be calculated from the employee’s date of hire with
the Employer.



SECTION 7.2 Application of Seniority

On all applications of seniority under this Agreement, the employee must have the ability
to perform the required work and meet the qualifications of the position. Where ability and
qualifications to perform the required work are, among the employees concerned, relatively equal,
seniority as defined in Section 1 of this Article shall govern.

SECTION 7.3 Seniority List

The Employer shall prepare a list setting forth the present seniority dates for all employees
covered by this Agreement. Said list shall include job classification seniority and overall City
seniority. Such lists shall finally resolve all questions of seniority affecting employees covered
under this Agreement. Disputes as to seniority listing shall be resolved through the grievance

procedure,

SECTION 7.4 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 thirty
(30) months; or

4. accepts gainful employment while on an approved leave of absence from the
Department of Public Works, 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.

SECTION 7.5 Seniority Non-Aecrual

Employees will not continue to accrue seniority credit for all time spent on an authorized
unpaid leave of absence; except for cases of suspensions with/without pay.

SECTION 7.6 Introductory Period

Newly hired employees shall serve a six (6) month introductory period. The Employer in
its discretion shall have the right to extend the introductory period for an additional three months.

No matter concerning the discipline, layoff, or termination of an employee serving in the
introductory period shall be subject to the grievance or arbitration procedures.

Employees in the introductory period shall have no seniority, except as otherwise provided
for in this Agreement, until he has completed the required introductory period or extension thereof.
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Upon such completion, the employee’s seniority date shall be the date his employment
commenced.

SECTION 7.7 Return to Unit

An employee who is promoted or transferred outside of the bargaining unit within the City,
and thereafter returns to an open position in the bargaining unit at the employer’s approval within
90 days, shall be restored to his former bargaining unit seniority. Members of the bargaining unit,
who leave City employment and thereafter return to City employment, shall not be entitled to a
restoration of their former bargaining unit seniority. Nothing herein shall confer any rights under
this contract to a promoted or transferred employee who is disciplined by the Employer while in

the new position.

ARTICLE 8
LAYOFF AND RECALL
SECTION 8.1 Definition and Notice

A layoff is defined as a reduction in currently filled bargaining unit positions. The
employer shall have the right determine whether a layoff is implemented and in which job
classification(s) the layoff shall take place. The Employer shall give the Union at least twenty-
one (21) days’ notice of any layoffs except in emergency situations wherein such period of notice

may be reduced.

SECTION 8.2 Layvoff Process

In the event of a layoff, employees working under this Agreement shall be laid off in
inverse order of seniority within their respective job classification as defined in Article 7.1.

SECTION 8.3 Recall from Layoff

Employees who are laid off shall be placed on a recall list for a period of thirty (30) montbs.
If there is a recall, employees who are still on the recall list shall be recalled, in the inverse order
of their Jayoff within their respective job classification. The Employer retains the right to
determine the job category from which it institutes a recall.

Employees who are eligible for a recall shall be given ten (10) 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 Union. The employee must notify the Department Director or his designee of his intention
to return to work within five (5) 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 and responsibility of
the employee to provide the Department Director or his designee with his latest mailing address.
If an employee fails to timely respond to a recall notice, his name shall be removed from the recall
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list. Employces returning from layoff may be subject to a physical examination at the Employer’s
discretion.

ARTICLE 9
EMPLOYEE SECURITY
SECTION 9.1 Personnel Records

Employee personnel records are available during regular business hours for any employee
and/or his/her designee to review. However, the record shall not be removed from the Human
Resources Department. Each employee is encouraged to contribute documents to their record that
relates to his/her performance and accomplishments.

SECTION 9.2 Right of Inspection and Copies

Employees will be granted the right to inspect their personnel records and medical records
which are related to their employment. The following procedures must be followed in order for
the Employer to grant the employee such request:

1. Any employee who wishes to inspect their personnel record must make such request to the
Human Resources Generalist. An employee may designate another individual to review
his file, but must do so in writing.

2. The inspection shall be granted to the employee within three (3) working days from the
receipt of the request.

3. The City shall make a copy of the personnel file or any portion thereof at the request of the
employee or designee, and at no cost to the employee, within three (3) business days of
such request.

SECTION 9.3 Employee Representative

An employee involved in a current grievance may designate in writing a representative to
inspect their personnel records in an attempt to resolve said grievance.

SECTION 9.4 Release of Disciplinary Records

Written notice will be mailed to the employee’s last reported address on or before the day a
disciplinary report, letter, reprimand or other documentation is released to an external third party.
This requirement will be waived if:

a) The disclosure is ordered in a Jegal action or FOIA request;
b) Information is requested by a government agency to substantiate an employee’s claim or

complaint; or
¢) The employee waives this right in writing,.
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ARTICLE 10
SUBCONTRACTING

SECTION 10.1 General Policy

It is the general policy of the City to continue to utilize its employees to perform work they
are qualified to perform. However, the City reserves the right to contract out any work it deems
necessary in the exercise of its best judgment and consistent with the City’s lawful authority under
the Illinois Statutes.

SECTION 10.2 Notice and Negotiate

Except where an emergency situation exists, before the City changes its policy involving
the overall subcontracting of work in a general area where such policy change will result in a
substantial loss of work to bargaining unit employees, the City will notify the Union and offer the
Union an opportunity to negotiate the City’s proposed subcontracting decision and its effect on
bargaining unit employees.

ARTICLE 11
UNION RIGHTS

SECTION 11.1 Union Activity During Working Hours

Employees shall, with approval of the Employer, after giving appropriate notice to their
supervisor, be allowed to attend grievance hearings and other activities of such nature if established
by this contract, if such employees are entitled or required to attend such meetings by virtue of
being Union representatives or participants in grievance hearings. Such incidents must relate to
disciplinary action of an employee and not be an unreasonable interference with the Employer

operations.

SECTION 11.2 Time Off for Union Activities

Local representatives shall be allowed time off without pay for legitimate Union business
such as Union meetings, State or International conventions, provided such representatives give
reasonable prior notice to his/her supervisor of such absence and shall be allowed such time off if
it does not substantially interfere with the operating needs of the Employer. The Employee may
utilize any accrued time-off (excepting sick leave time) in lieu of the employee taking such without

pay.
SECTION 11.3  Union Bulletin Boards

The Employer shall provide bulletin boards and/or space at the work location. The boards
or space shall be for the sole and exclusive use of the Union subject to Employer approval. The
items posted shall not be political, partisan, defamatory or inflammatory in nature.
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SECTION 11.4 Right to Access

Duly authorized Officials of the Union shall be permitted during normal working hours to
enter Employer facilities for purposes of handling grievances or administering the contract where
such access does not unreasonably interfere with the Employer operations. The Union Official
shall give advance notice to Department Director or his designee that he desires access to the City
facilities. The Union shall not abuse this privilege and shall at all times be conducted in a manner
so as not to interfere with normal operations.

SECTION 11.5 Union Representatives

The Employer agrees to recognize and deal solely with the International Union of
Operating Engineers, Local 150, by and through its Business Representatives or other duly
authorized representatives with respect to the administration of the terms and conditions of this
Agreement, except as otherwise provided for herein.

Furthermore, the Union shall notify the Employer, in writing, of the selection of its
representatives within the bargaining unit (Stewards), which shall not exceed two (2), one of whom
shall be designated as the Chief Steward. Said Stewards shall have the authority, along with the
Union, to process and investigate disputed matters under this Agreement.

ARTICLE 12
DISCIPLINE PROCEDURES

SECTION 12.1

The City has the right to discipline employees for just cause. Discipline will be imposed
as soon as reasonably possible within forty-five (45) days of discovery of the event giving rise to
the discipline. If the Employer requires beyond forty-five (45) days to complete any investigation
and impose discipline, it shall inform the Union in writing of the need for more time and the
approximate date when a disciplinary decision will be rendered. When just cause exists, the City
shall have the right to invoke one or more of the following disciplinary measures:

SECTION 12.2 Oral or Written Reprimand

This is a censure, expressing formal disapproval of the actions of an employee, but carries
no loss of privileges. Oral reprimands will be recorded in writing in the supervisor’s or
department’s file and will not be recorded in the employee’s official personnel file. When the
supervisor issues a written reprimand it should be countersigned by the Department Director. A
copy of the written reprimand must be given to the employee and another must be placed in the
employee’s personnel file.
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SECTION 12.3 Suspension Without Pay

This is the temporary removal from employment, accompanied by a concurrent and
temporary loss of wages. The Department Director has the authority to implement a suspension
of an employee up to a maximum of three (3) days. Any suspension greater than three (3) days
must be approved by the City Manager. In both cases, the appropriate “change of payroll” form
must be completed, as well as a complete report of the incident (“Suspension Report™). The
Suspension Report must be signed by the Department Director and indicate the days of suspension.

SECTION 12.4 Transfer/ Demotion

When an appropriate job opening exists in the Department, the Department Director, at his
discretion, can recommend that an employee be transferred to that open position as a means of
discipline. The open position may entail a reduction in wages and/or benefits consistent with the
terms governing the position. The City retains the sole right to determine whether an appropriate
job opening exists and whether to impose transfer or demotion as a disciplinary measure. An
employee shall have no right in arbitration to seek transfer/demotion as an appropriate alternative
disciplinary measure to the discipline that he received.

SECTION 12.5 Discharge from Employment

This is the permanent loss of all privileges of employment. The Department Director may
recommend to the City Manager that an employee be discharged from employment.

SECTION 12.6 Pre-disciplinary Meeting

Prior to the actual imposition of a suspension without pay (other than suspension without
pay pending investigation) or discharge, the City shall give the affected employee an opportunity
to discuss the circumstances underlying the disciplinary action, which shall take place as soon as
practicable and the employee shall be informed at that time of the basis for the disciplinary action.
The employee upon request shall be allowed to have a Union Representative present during the
discussion, although a discussion will not be inordinately delayed if a Representative is not
immediately available.

ARTICLE 13
HOLIDAYS

SECTION 13.1

Twelve (12) paid holidays are granted to full-time employees. For each holiday employees
will receive eight (8) hours of pay at the employee’s straight time hourly rate. The holidays are as
follows: New Year’s Day, Memorial Day, July 4" Labor Day, Veterans Day, Thanksgiving Day,
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Day after Thanksgiving, Christmas Eve, Christmas Day and three (3) floating holidays.
Employees will be allowed to select their floating holidays anytime between January 1% and
December 31%, subject to supervisory approval. Unused floating holidays expire December 31*
and do not carry over. Employees will receive eight (8) hours of pay at their straight time hourly
rate for the floating holiday. When an employee works on a City observed holiday he shall be
paid at two times his regular hourly rate of pay for each hour worked; in addition to receiving eight

hours of straight time for holiday pay.

When a holiday falls on a Saturday, it will be observed on the preceding Friday. When a
holiday falls on Sunday, it will be observed on the following Monday.

In order to qualify for holiday pay, an employee must have actually worked the last
workday immediately before the holiday and the workday immediately following the holiday,
unless absence is authorized for a scheduled vacation, verified illness, or other authorized leave.

Time to vote will be made available if a reasonable period of off-duty time is not available.

Employees hired after the date of the 2013-2015 Agreement shall be subject to the
Employer’s PTO 11 Time-Off plan, attached hereto as Appendix A. Employees under PTO 11
shall not be entitled to floating holidays.

SECTION 13.2

Employees who work a minimum of four hours on an observed holiday may elect to receive
either, 1) a vacation day in lieu of their holiday worked, or 2) holiday pay. If an employee elects
to take a vacation-day, this day must be taken as a full eight (8) hour period, and within 30 days of
the observed holiday worked. The holiday time or pay must be taken within the cutrent fiscal year.
If the vacation day is not taken within the 30-day period, holiday pay at the appropriate rate will
be given to the employee.

ARTICLE 14
LEAVES OF ABSENCE

SECTION 14.1  Short-Term Leave of Absence

Leave without pay may be granted for a period of up to one (1) month where the continued
absence of the employee does not adversely affect the ability of the City to adequately perform its
governmental function, (four (4) calendar weeks) during the calendar year, if all vacation time is
exhausted. A request for short-term leave shall be in writing to the Department Head and may be
granted with the approval of the City Manager. At the completion of a short-term leave an
employee will return to his or her previous position and status without change to seniority and
salary. Vacation, PTO, sick leave, and holiday pay shall not accrue nor be paid during this period.
If the employee does not return to work after a short-term leave, any other benefits paid by the
City during the leave shall be repaid at termination by the employee. Any employee who does not
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report back 1o work within five (5) days of the end of an unpaid absence shall be considered to
have terminated his or her employment with the City.

SECTION 14.2 Extended Leave of Absence

Extended leave without pay may be granted for a period not to exceed one (1) year where
the continued absence of the employee does not adversely affect the ability of the City to
adequately perform its governmental function. Requests for extended leave shall be in writing to
the Department Director and may be granted with the approval of the Department Director and
City Manager. Sick leave, vacation, and holiday benefits will not accrue during the period of leave
of absence. The employee shall have the right to assume health and life insurance payments and
remain a part of the group medical coverage during the leave. If the employee is granted a leave
of absence of more than one (1) month, the employee is not guaranteed reinstatement to his or her
former position. The Employee may be replaced at the discretion of the Department Director and
approval of the City Manager.

At the expiration of the leave period, the Department Director shall attempt to place the
employee in his or her former position or one that is similar, if possible, depending on the
employee’s qualifications and positions available. Ifthe period of leave is one (1) month or longer,
the employee’s benefit accruals and appointment date shall be adjusted according to the period of
absence.

During a period of approved short or long-term leave for purposes other than illness or
accident, the employee shall not accept any other employment for remuneration. Employees on
approved short or long-term leave due to illness or accident may accept other employment for
remuneration so long as the required duties do not aggravate the illness or injury.

The City will provide a written notice of termination to an employee who has not returned
to work within five (5) days after the end of the approved leave period. After the five (5) day
period, the City shall terminate employment, including all City benefits, if the employee has not
returned to work.

17



SECTION 14.3 Jury Duty Leave

Employees called upon for jury duty should notify their Department Director as soon as
possible. Time off with pay shall be granted to individuals serving on jury duty when adequate
documentation is provided. Straight time pay for eight (8) hours per day will be paid for the period
served if the employee provides a copy of the notice or other evidence of actual days served. The
employee should submit proof of service with his or her time sheet to receive a regular paycheck.
An employee’s time served on jury duty shall not be charged against sick time or vacation time
and shall be considered as time worked. Employees may keep any payment for jury duty served.

SECTION 14.4 Funeral Leave

When there is a death in the immediate family, an employee will be granted up to three (3)
working days off. (A working day is defined as eight (8) hours for an employee who normally
works 40 hours per week. Part-time employees’ time is pro-rated.) These days shall be granted
without loss of pay and without charge to accrued leave. Immediate family is defined as spouse,
parents, parents-in-law, children, brothers and sisters, brothers- and sisters-in-law, grandchildren,
grandparents, grandparents of 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.”) Time
taken in addition to three days funeral leave may be taken at the discretion of the employee with
approval of the Department Director and will be chargeable to other accrued leaves excluding sick
leave. This provision does not prohibit an employee from using available time off under other
provisions of this Agreement.

SECTION 14.5 Military Ieave

An employee shall receive military leave and seniority in accordance with applicable law
as it may be amended from time to time.

ARTICLE 15

DUES DEDUCTION AND FAIR SHARE

SECTION 15.1 Dues Deduction

While this Agreement is in effect, the City will deduct from each employee’s paycheck
once each pay period the regular monthly Union dues assessed by Local Union #150 for each
employee in the bargaining unit who has filed with the City a voluntary, effective check-off
authorization. If a conflict exists between that form and this Article, the terms of this Article and

Agreement control.
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A Union member desiring to revoke the dues check-off may do so by written notice to the
Employer at any time during the thirty (30) day period prior to the annual anniversary date of the
contract in each year during the life of the contract.

If the employee has no earnings due for the period, the Union shall be responsible for
collection of dues. Local Union #150 agrees to refund to the employee any amounts paid to the
Union in error on account of this dues deduction provision. Local Union #150 may change the
fixed uniform dollar amount, which will be considered the regular monthly fees once each year
during the life of this Agreement. Local Union #150 will give the City thirty (30) days’ notice of
any such change in the amount of uniform dues to be deducted.

SECTION 15.2 Fair Share

Any present employee who is not a member of Local Union #150 shall, as a condition of
employment, be required to pay a Fair Share (not to exceed the amount of Union dues) of the cost
of the collective bargaining process, contract administration in pursuing matters affecting wages,
hours, and other conditions of employment, but not to exceed the amount of dues uniformly
required by members. All employees hired on or after the effective date of this Agreement and
who have not made application for membership shall, on or after the thirtieth (30™) day of their
employment, also be required to pay a Fair Share as defined above.

With respect to any employee on whose behalf the City has not received a written
authorization as provided for above, the City shall deduct from the wages of the employee the Fair
Share financial obligation, including any retroactive amount due and owing and shall forward said
amount to Local Union #150 on the tenth (10") day of the month following the month in which
the deduction is made, subject only to the following:

a) Local Union #150 has certified to the City that the affected employee has been
delinquent in his obligations for at least thirty (30) days;

b) Local Union #150 has certified to the City that the affected employee has been notified
in writing of the obligation and the requirement for each provision of this Article and
that the employee has been advised by Local Union #150 of his obligation pursuant to
this Article and of the manner in which Local Union #150 has calculated the Fair Share

fee;

¢) Local Union #150 has certified to the City that the affected employee has been given a
reasonable opportunity to prepare and submit any objections to the payment and has
been afforded an opportunity to have said objections adjudicated before an impartial
arbitrator selected from a panel of five (5) arbitrators from the F.M.C.S. Arbitration
Service for the purpose of determining and resolving any objections the employee may
have to the Fair Share fee. The employee shall have the right to strike first on panel
selection.
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SECTION 15.3 Objections on Other Grounds

Any non-member making a Fair Share payment may object to the amount of his Fair Share
payments on the grounds that all or part of such payments have been expended by Local Union
#150 for political activities or causes not germane to the collective bargaining process, contract
administration and matters affecting employee wages, hours and conditions of employment.

Any such employee with any such objection shall process his objection in accordance with
the notice and obligation procedure established by Local Union #150 which procedure shall be
consistent with the requirements of law.

SECTION 15.4 Religious Objections

The objections to pay a Fair Share fee to Local Union #150 shall not apply to any employee,
who on the basis of a bona fide religious tenet, teaching of a church or religious body of which
such employee is a member objects to the payment of a Fair Share fee to Local Union #150. Upon
proper substantiation and collection of the entire fee, Local Union #150 will make payment on
behalf of the employee to a non-religious charitable organization mutually agreed to by the
objecting employee and the Union. If the employee and Local Union #150 are unable to agree
upon a non-religious charitable organization, the organization shall be determined in accordance
with the procedures established by the Illinois State Labor Relations Board and shall not be
inconsistent with Section 6 G of the Act.

SECTION 15.5 Indemnification

Local Union #150 and the City agree to indemnify and save the City harmless against any
claims, demands, suits or other forms of liability which may arise by reason of action taken or
omitted by Local Union #150 or the City acting in good faith, in complying with the provisions of
this Article.

ARTICLE 16
HOURS OF WORK AND OVERTIME

SECTION 16.1 Application of Article

This Article is intended only as a basis for calculating overtime payments, and nothing in
(b) Employee(s) shall be paid at their overtime rate for all hours worked in excess of eight (8)
hours within a twenty-four (24) consecutive hour period or more than forty (40) hours in one (1)
week. this Agreement shall be construed as a guarantee of hours of work per day or per week.
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SECTION 16.2 Workweek

(a) The workweek for full-time employees covered herein will consist of forty (40) hours
of five (5) consecutive days, Monday through Friday. Shift times shall be as follow:

6:30 - 3:00: Technician (Day Shift)
2:30-11:00 Technician (Afternoon Shift)

7:00 —3:30 Early Parts Tech

8:00-4:30 Late Parts Tech
6:30-11:30 Part-Time Parts Tech

The City reserves the right to discontinue an employee’s workday any time after the Employee has
worked eight (8) hours.

(b) All hours worked on holidays and Sundays will be paid at double time, and all hours
worked on Saturdays will be paid at the time and one-half. For the purpose of
calculating overtime compensation, “hours worked” shall include all compensable
hours, inclusive of any form of paid leave of absence periods.

(c) A second shift may be established with hours from 2:30 p.m. to 11:00 p.m. Employees
assigned to this second shift will be paid a shift differential of ten percent (10%) above the current
houtly wage rate for all hours actually worked contiguous with their shift. This shift differential

does not apply to any paid benefit time.

/" (d) Beginning on the Tuesday following Memorial Day and continuing until the start of the
Winter Operations season as defined in the Local 150 Equipment Operators Agreement, the normal
hours of work for first and second shift employees shall start and end one-half (1/2) hour eatlier
than the hours set forth in sections (a) and (c) above. If at any time during this period the
Equipment Operators hours should revert back to the normal 7:00 a.m. starting time, the hours of
work for employees under this agreement shall also revert back to 7:00 a.m./3:30 p.m. (first shift)
and 3:00 p.m./11:30 p.m. (second shift)

(e) Employees may be allowed one (1) fifteen minute break period, during the first half of
the normal work day and another fifteen minute break during the second half of the workday. The
fifteen-minute break shall be considered and paid as time worked. A one-half (1/2) hour unpaid
lunch period shall be granted approximately mid-way through the normal work day. Employees
shall be allowed reasonable access to restroom facilities and may acquire or eat their lunch within
a reasonable vicinity of their work site so long as there is no unreasonable interference with the

Employer’s operations.
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SECTION 16.3 Standby Assignment

The Employer reserves the right to make standby assignments whenever it deems necessary
to meet the operational requirements of the Department. Stand-by pay will be paid as follows:

a) Eight (8) hours at straight time for weekends from the end of the regularly scheduled
workday on Friday until the beginning of the regularly scheduled workday on Monday
morning.

b) Three (3) hours at straight time on City holidays.

¢) Two (2) hours at straight time on normal workday evenings, from the end of work to the start
of work the next morning.

Employees on standby must remain sober (as defined by the Commercial Drivers License
requirements) and readily available to report. If they will not be at home, they must advise the
dispatcher of the phone number where they can be reached. Standby employees must respond to
the call within fifteen (15) minutes of the time the call is received. Under normal conditions, an
employee on standby must be able 1o reach his reporting location within a reasonable period of
time afier being notified of the need to respond to the problem.

SECTION 164  Call-Out Pay

Call-out pay is defined as compensation received for non-scheduled or non-prearranged
work during off duty periods which is not an extension of the regular work day. When an employee
is called-out for duty, he or she shall receive three (3) hours inconvenience pay, at the straight time
rate of pay, plus payment at applicable rates for actual time worked (with a one (1) hour minimum)
when less than eight (8) hours’ notice is given (double-time for Sundays and holidays).

Employees on designated stand-by or where an employee is required to work immediately
after his or her regular work period are exempt from inconvenience pay. Stand-by employees
when called in will only be paid for actual time worked (with a one (1) hour minimum at applicable
rates) and on call employees (Winter Operations) will be compensated according to Section 16.8.

SECTION 16.5 Required Overtime

The Department Head or his designee shall have the right to require overtime work and
employees may not refuse overtime assignments. The Department Head or his designee, as a
general rule, shall take reasonable steps to obtain volunteers for overtime assignments before
assigning required overtime work. The Department Head or his designee will make overtime
assignments on a sectional basis. Also, specific employees may be selected for special assignments
based upon specific skills, ability and experience they may possess. If there are no volunteers for
overtime, the Department Head or his designee shall assign mandatory overtime on a reverse
seniority basis within the section.
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SECTION 16.6  No Pyramiding and Compensatory Time

Compensation shall not be paid more than once for the same hours under any provision of
this Article or Agreement. Employees shall be allowed to accrue a maximum of sixty (60) hours
of compensatory time. This term modifies Appendices A and B.

SECTION 16.7 Workday Return Home

If the City ends any call-out or the required overtime period ends during the employee’s
normal workday, then the employee may utilize accrued vacation or personal time to complete the
remainder of the workday with compensation.

SECTION 16.8 Overtime Assignments

See Appendix B.
ARTICLE 17 VACATION
SECTION 17.1 Paid Vacation Benefit

Employees hired after the date of the 2013-2015 Agreement shall be subject to the
Employer’s PTO 11 Time-Off plan. The City Time Off Plan (“TOP”) policy is attached hereto as
Appendix C and shall govern the vacation benefit for all employees on TOP.- All employees on
the TOP on the effective date of this agreement shall remain on the TOP. Current City employees
who are on the TOP and are transferred or promoted into the bargaining unit shall remain on the
TOP. All other employees who are not on the TOP shall receive the following paid vacation

benefit (“Vacation Plan™).

 City Service Time Accrual Per Pay Period | Annual Accrual
S B | Pay Periods 26th Pay |
— 1-25 _Period

O6months | 0.00hrs | 0.00 hrs (Ohrs

7-12 months 3.08 hrs 3.00 hrs 80 hrs or 10 days

Years 1 -3 3.08 hrs 3.00 hrs 80 hrs or 10 days

Start of 4" year 3.39 hrs 3.25 hrs 88 hrs or 11 days

Start of 5" year 3.69 hrs 3.75 hrs 96 hrs or 12 days

23



Start of 6" year | 4.00 hrs 4.00 hrs 104 hrs or 13 days

Start of 7" year 4.31 hrs 4.25 hrs 112 hrs or 14 days
Start of 8" through
End of 14" yr. 4.62 hrs 4.50 hrs | 120 hrsor 15 days
Start of 15" year 6.15 hrs 6.25 hrs 160 hrs or 20 days
Startof 16" year | 6.46hrs | 6.50 hrs 168 hrs or 21 days
Startof 17" year [ 6.77hrs | 6.75 hrs 176 hrs or 22 days

Start of 18" year 7.08hrs | 7.00 hrs 184 hrs or 23 days
Start of 19" year 738hrs | 7.50 hrs 192 hrs or 24 days
Start of 20" year | 7.69 hrs 7.75 hrs 200 hrs or 25 days

Maximum total vacation time that can be earned is 5 weeks (25 days).

SECTION 17.2 Use of Holiday Time

Vacation pay as herein provided shall be in addition to any holiday pay to which an
employee may be entitled. Allowances for vacation pay shall be in addition to any recognized
holidays which may fall during an employee’s vacation period.

SECTION 17.3 Vaeation Carryover

Effective May 1, 2015, employees on the TOP plan and the Vacation Plan cannot accumulate
more than one hundred and fifty percent (150%) of their annual vacation accrual. Employees who
reach the 150% limit shall not accrue paid time off or vacation time until they fall below the limit.
This term supetsedes the vacation carryover term in Appendix A.

SECTION 17.4 Vacation Schedule

The Department Director shall establish a vacation schedule for employees sufficiently
early each year so that all employees can plan their own schedules and so that Fleet Services
Manager can program the work of the Department. Vacation schedules shall be arranged so as to
provide as minimal a disruption to the work of the Department as can be reasonably achieved. For
like positions, departmental seniority shall govern the granting of priorities for vacation
scheduling.

SECTION 17.5 Payout Upon Termination

When an employee’s service with the Employer is terminated, he shall receive
compensation for unused vacation leave accumulated. Any employee who leaves the Employer’s
service before completing six (6) months of full and continuous service will receive no vacation

pay.
SECTION 17.6 No Accrual During Unpaid Leave
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Vacation credit will not be accumulated during any type of leave of absence without pay.

ARTICLE 18
SICK LEAVE

SECTION 18.1  Sick Leave

Employees hired after the date of the 2013-2015 Agreement shall be subject 1o the
Employer’s PTO 11 Time-Off plan and are not entitled to sick leave. The City Time Off Plan
(“TOP”) policy shall govern the sick leave benefit for all employees on TOP. All employees on
TOP on the effective date of this agreement shall remain on the TOP. Current City employees
who are on the TOP and are transferred or promoted into the bargaining unit shall remain on the
TOP. All other employees who are not on the TOP shall receive paid sick leave at the rate of
one and one-quarter (1.25) days for each month employed by the City.

SECTION 18.2 Accumulation

Sick leave for non-Top employees may be accumulated without limitation.

SECTION 18.3 Permissible Uses

Sick leave may be granted for employees for any of the following reasons:
a) Incapacitation due to illness, injury or disability;

b) Personal medical or dental appointments which cannot be scheduled during non-
working hours (all reasonable effort will be made to schedule routine appointments

during non-working hours).
¢) Absence required by illness or disability of the employee’s spouse, children,
parents, parent-in-law, sister, and brothers, other persons living in the employee’s

household are also included. An employee may request additional time for
extenuating circumstances from the Department Head.

d) Fathers may use up to five (5) sick days for the birth of his child.

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.
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SECTION 18.4 Sick Leave Notification and Documentation

The Department Director will establish reasonable procedures for employees to notify their
supervisors of absence and intent to use sick leave. If the sick leave is used for more than five (5)
consecutive days, or in conjunction with a day off, a supervisor may request a written confirmation
of illness or injury signed by a physician. If sick leave is used for more than five (5) consecutive
days, a statement from a physician may be required indicating that the employee’s physical or
mental ability will allow a return to normal duty. A supervisor may also require a statement from
a physician confirming illness when there have been more than five (5) instances of absence for
sick leave in any one (1) year (contract year period). Employees are responsible for obtaining a
physician’s statement when required. The City reserves the right to require an employee to be
examined by a City appointed physician at the City’s expense.

SECTION 18.5 Advance Sick Leave

Employees are expected to use sick leave only when they are ill. Judicious use of sick
leave will help provide the employee with continuing income in the event of a serious illness.
However, if an employee not in the TOP plan incurs a serious illness that requires a lengthy
absence, physician care or hospitalization and all accumulated sick leave is exhausted,
arrangements can be made to receive advance sick leave.

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

(b)  This benefit is not intended to be a substitute for benefits that may be
available from a pension fund. Consequently, at the expiration of regular
sick leave benefits, the employee must apply to the appropriate pension fund
for coverage if he is to become indebted to the City for sick leave. After
applying to the appropriate pension fund for coverage, the employee may
borrow sick leave until the pension fund approves the employee’s
application, subject to the maximum of thirty (30) days.

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

leave is paid.

(d)  When the employee returns to work, the Finance Department will advise
the employee how much sick leave is owed. Repayment will involve
crediting one-half (1/2) of all sick leave earned to the debt until it is repaid.
The employee may also repay the debt or a portion of it with cash or
vacation time credit. If employment with the City is terminated, the
employee will be required to pay the debt. Repayment is required whether
termination is voluntary or involuntary. Employees may repay any unpaid

26



portion of the additional sick leave time by cash, vacation time credit or
unused sick leave credit. Refunds from the pension contributions may also
be used. If a debt remains after all available credits and payments have been
applied at the time of termination the employee will repay the debt within a
period of time agreed to by the City. If an employee dies while still in
service to the City and is indebted to the City for borrowed sick leave, then
the debt still due shall be cancelled by the City.

SECTION 18.6 Workers Compensation Supplementation

Sick leave may also be used, at the employee’s discretion, to supplement Worker’s
Compensation payments provided by the City or its insurance carrier in accordance with the
provisions of the Illinois Statutes for “in lieu” salary purposes. Said sick leave payments shall not
exceed an amount equal to the difference between the employee’s regular pay and said Worker’s
Compensation payments, and may be paid until the employee’s return to work or his accumulated
sick leave credits are used up. The employee must inform Human Resources if he/she wishes to
supplement his/her Worker’s Compensation payment with
accrued sick leave.

SECTION 18.7 Stated Reason for Sick leave

All absences with pay granted under this provision shall be based on the basis that the
reason given by the employee for same is valid and that the request is in conformance to the
policies herein stated, and shall be subject to investigation by the City. Errors of fact or omission
on the part of the employees may be cause for loss of leave with pay or disciplinary action.

SECTION 18.8 RHSP

Accumulated sick leave up to ninety (90) days total as of the final day of actual work shall,
upon formal retirement from the City’s service, be converted to earned vacation as a retirement
“bonus” and the employee shall receive said amount in the form of pay. Within sixty (60) days of
the signing of this agreement, instead of a cash bonus, the retirement bonus will be placed in the
employee’s (1) Section 457 plan account, up to the plan maximum, with any excess funds placed
into the employee’s 401 (a) account; or (2) based upon the demonstrated need of the employee,
into the employee’s retiree health savings account. The City Retirement Health Savings Plan
(RHSP) also applies to employees on the TOP.
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ARTICLE 19
EQUIPMENT, TOOL ALLOWANCE AND CERTIFICATION BONUS

SECTION 19.1 Equipment

The Employer shall reimburse the employee up to an amount of $165.00 for the cost of

protective work boots on an as needed basis. Employees must receive prior approval from the
Employer before purchasing new boots to receive the reimbursement. The employer shall
provide uniforms, rain gear, Carhartt coat and bibs, and all required Personal Protective
Equipment to employees on an as-needed basis.

SECTION 19.2 Tool Allowance

The Tool Allowance Program (“TAP”) is available for each Equipment and Automotive

Technician. TAP rules are as follows:

a. TAP purchases are specifically for small hand tools and special tools necessary for the

improvement of productivity and efficiency of job performance. Broken, worn out or
stolen tools may also be replaced through TAP. Duplicate tools (those already possessed
by the Technician) are not eligible for purchase through TAP.

Tools purchased through TAP must remain in the respective Technician’s tool inventory
and on City premises for daily use. The Lead Technician will inventory each Technician’s
TAP purchased tools annually.

Each technician shall receive a maximum annual TAP budget of $750. This amount shall be
increased on January 1 of each subsequent year starting on January 1, 2017 based upon the
CPI-Chicago for the prior twelve month period of January through December..

C.

The Lead Technician will track the budgeted tool allowance purchases for each Technician.
Upon request, each Technician will be given a balance sheet listing purchases and

remaining funds available.

Technicians must make TAP purchase requests through their Lead Technician. Such
requests must be based exclusively upon demonstrated need. Technicians shall have no
right to purchase tools with any remaining TAP budget absent a demonstrated need. TAP
purchase requests must be approved by the Lead Technician and the Fleet Services

Manager.

Once a TAP purchase is approved, the Lead Technician will contact a Parts Technician to
make the purchase following standard City purchasing guidelines.
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f. A Technician must remain employed in Fleet Services for a two-year period from his initial
date of employment in Fleet Services in order to keep his TAP-purchased tools upon
leaving the employ of Fleet Services. Should a Technician leave employment with Fleet
Services prior to two years, he must return all tools purchased under TAP or pay for the
tools. If the employee does not have the tool receipts, Parts will obtain quotes for each tool
and the employee must purchase the tools at the quoted price.

g. Expendable tools, including but not limited to drill bits, burrs, and hack saw blades shall
be purchased by the Employer and shall not be part of the tool allowance program.

SECTION 19.3 Tool Insurance

The City recognizes and appreciates the substantial investment made by bargaining unit
employees in their tools. In the event of loss of or damage to an employee’s tool(s), including
their tool box, caused by fire, theft or natural disaster, the City agrees to replace the lost or
damaged tool(s) with the same or substantially equivalent tool(s). Each bargaining unit
employee shall be required to maintain an inventory listing of his tools updated and provided to
the employer on an annual basis.

SECTION 19.3 Certification Bonus

The City shall maintain a certification bonus program for all Lead Technicians and
Technicians, who shall receive a bonus of $50 for each new certification and re-certification that

they earn.

ARTICLE 20
MEAL ALLOWANCE

SECTION 20.1 An employee who is required to work unscheduled overtime (with less
than eight (8) hours’ notice), shall be eligible for a fifteen dollar ($15.00) meal or meal allowance
if the employee works past a mealtime. A mealtime is defined as 6:00 a.m., 12:00 p.m., 6:00 p.m.
and 12 a.m. Employees must work a minimum of two hours (2) to qualify for the meal allowance.

Scheduled overtime, with eight (8) or more hours of notification, shall be exempt from a
meal allowance.

SECTION 20.2 If an employee can be temporarily released for a meal, he shall be given
a meal allowance in accordance with Section 20.1 and shall eat on the Employer’s time. If he
cannot be temporarily released, the Employer either will give the employee the meal money
allowance or will furnish a meal, which shall be eaten on the Employer’s time at the job site within
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a maximum of thirty (30) minutes. If the employee cannot be released, he shall receive an
additional one-half hour of pay at the appropriate rate.

ARTICLE 21
INSURANCE

SECTION 21.1  Health and Dental Insurance

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

SECTION 21.2  Employee Health and Dental Insurance Premium Contributions

Employees participating in the Employer sponsored group health and dental insurance plans shall
pay a monthly premium contribution of twenty percent (20%) of the monthly premium amounts
established by the Employer for each plan and plan option. The Employer shall r adjust the
premium amounts for each plan and plan option effective on January 1 of each year. The Employer
shall have the right to adjust premium contribution amounts on January 1 regardless of whether
the contract has expired. This provision shall not restrict the right of the union to bargain medical
insurance terms. , Employee premium contributions for January 1, 2017 are appended hereto as

Appendix D.

SECTION 21.3 Terms of Policies to Govern

The extent of coverage under the insurance policies or programs referred to in this Article
shall be resolved in accordance with the terms and conditions in said policies, rules, and guidelines
(including provisions governing self-insurance) and shall not be subject to the grievance

procedure.
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ARTICLE 22
WAGES

SECTION 22.1 Wage Scale

The wage scale attached hereto as Appendix E shall govern the wage rates for bargaining unit
employees for the term of this agreement. Employees in the Automotive Technician, Equipment
Technician and Lead Technician classifications shall be slotted into the wage scale at the rate
nearest to but not less than their current wage rate. Employees shall have a maximum of twelve
months after expiration of a certification to renew it without it affecting placement in the wage

scale.

Employees earning more than the highest rate in their classification shall receive annual
percentage wage increases as set forth in Section 22.2.

Automotive and Equipment Technicians temporarily assigned to the Lead Technician position
shall be paid at the respective entry level Lead Technician wage rate for hours worked in the

Lead Technician position.

SECTION 22.2 Wage Increases

Employees not covered under the wage scale in Section 22.1 shall receive the following
percentage wage increases to their current hourly rate of pay:

1/1/16 -2.00%
1/1/17 -2.25%
1/1/18 -2.25%
1/1/19 -2.50%
1/1/20- 2.50%

All employee wage increases agreed to shall be retroactive to January 1 1, 2016 on all hours
paid. Said retroactivity shall be applicable only for the term of the instant agreement.

ARTICLE 23
SAVINGS CLAUSE

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
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enacted Federal or State legislation or by Executive Order or 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 cither 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 AGREEEMNT AND DURATION

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,
Article 3. 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 or with respect to any subject or matter not specifically referred to or covered in
this Agreement, even though such subjects or matters may not have been within the knowledge or
contemplation of either or both of the parties at the time they negotiated and signed this Agreement.
The Union specifically waives any right it might have to impact or effects bargaining for the life
of this Agreement.

SECTION 24.2 This Agreement shall be effective from January 1, 2016, and shall remain
in effect until December 31, 2020, except as hereinafter provided. After December 31, 2020, this
Agreement shall continue in effect from year to year, except that no wage increase of any nature
will be granted beyond the expiration of this Agreement, hereafter unless notice of termination or
renegotiation is given in writing by registered or certified mail by either party not less than sixty
(60) nor more than ninety (90) days before midnight, December 31, 2015, or any subsequent annual
expiration date. Notices of termination or renegotiation required by this provision, if by Employer,
shall be addressed to International Union of Operating Engineers, Local No. 150, 6200J oliet Road,
Countryside, Tllinois 60525, and if by Local No. 150, at the Office of the City Manager, 400 South
Eagle Street, Naperville, Illinois 60540. Either party may, by a like written notice, change the
address to which such notice shall be given. Termination notices or renegotiation notice shall be
considered to have been given as of the date shown on the postmark.
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IN WITNESS WHEREOF, the parties hereto have affixed their signatures this day of

. 2016

Cig OF NAPERVILLE

oo A Moyl

Douglas 4/ Krieger
City Mapager

Pam Gallahue
City Clerk /
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APPENDIX A

PTO-11 Policy

Introduction

The Paid Time Off — 2011 Plan hereafter referred to a8 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 1,201 I, automatically have PTO-11 as their leave plan with the following exception:

o Employees whose Collectjve Bargaining Agreements have other provisions

s subject to supervisory approval,

Utilization of PTO-11 during a new hire probationary period i

Paid Time O (PTO-11)

| gick and vacation, PTO-11 15 an
ueh ns vacation, other leisure tme,
PTO-11 encompasses all (ime ofl,
ete, 1t does not inelude

Paid Time Off (PTO-11) eliminates the distinetion betweer
aoerual of time which nn employee ean use for any purpose (s
personal illness, to care for another person who is i, ele.).
including Noating holidays, personul days, exempl benefit doys,
bereavement/funeral leave, Jury duty or military leave.

PTO-11 in the first year of employment,
me during their first 30 duys of
PIO-11 time will he pliced in the
crue he uther 80 honrs pver 26 pay
m acerunl allowed),

s enrn o total of 120 hours of

New cmployees will not be cligible o mke PTO-TI
employment,  After 30 days, however, 3§ duys (40 hours) of
Separtitely, new employees ac
he annual maximu

New full-time employee

new employee’s necrunl hank.
periods during their Airst 12 months (up to 1
an additional 8 hours of PTO-1 | time

ee’s anniversary date,
{ 240 hours (see the acerual

Thereafter, every year on the em ploy
up to a maximum ©

will be added to their annual acorual rate,
schedule below).
workweek will have thelr PTO-11 accrual prorated

Employees who work less than & 40-hour
during any period of unpaid leave,

accordingly. PTO-11 time will not be earned
| of PTO-11 time may be aecumulated at any one time,
hed, further PTO-11 aceruals nee capped; no further
‘1o less than the maximum allowed,

A maximun 1-yeur's worth of acerua
When (e maximum accrual allowed Is reac
goeruals aceur until the accrual balance is “used down’



PTO-11 is earned according to the following schedule effective August 1,2013:

Start of Annual PTO-11 [ *Accrual | Maximum
Year Acerual (hours) Per Pay Accrual
Period
| —. . |(hours) |
S 20 | 308 | 120
T S DR | SRS— S 4.92 128
S I 138 I 23 1 Vs
B MO RS 353 144
R i VBN AT 152
il W[ X _ 615 160
S A D 646 | 168
8 o 176 676 176
Pl TR S 184 17,07 184
10 192 138 192 .
1 200 769 200
12 208 8,00 208
I 1 [ T L 216
4| e 1 8@ |24
— s | e | 822 L. 232
T yer | 20 | 9B 1. 240

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

required.
26 pay periods, After 30 days of

x¢ 3,08 hours will accrue cach pay period for
plus the initia! deposit of 40 hours

employment, the employec will renlize these accruals,
of PTO in his/her PTO-11 accrual bank.

When a holiday falls 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, excepl inn the case of illness or emergency. All acerued
PTO will be pald out at the time an employee separates from employment.

After all paid time off is exhausted, 5 (five) unpaid days off per year may be used by employee

per the leave guidelines above,



Bridge to IMRF Disability

sessing at Jeas 1 year of [IMRI service credit ave eligible for IMRF Short-Term

Limployees pos
% of salary ufter a medically disabled

[isability, IMRE Disability is the program that pays 0%
employee hus been oul of work for 30 culendar days,
Should a City of Naperville employee, as a member ofthe PTO-1 T paid time ofl progeim (and
eligible for IMRIT Disability) fall 1o pogsess sufficient paid tdme ol acerunls to reach this ) b
culenduar day, the City, then, will provide additional paid leave te i pimployee in arder w
“hridge the gap” unti] that 31" calendar day ot (when the IMRE Disubilily benelit would
porully etgage assuming proper medicul paperwork is received and approved by 1M RF).

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

|. The employee him/hersell has 8 medical condition eligible for [MRF temporary

disnbility benefits, and
2, The employee has app
3, The employee has exhausted all PTO-

lied for IMRF Disability leave, and
11 leave.

ber of paid hours required for
ays Lo reach the 3
[ 2oyt

“will be limied to the num
benefit (i maximum of 20 wurk d
fit will be limited to onee inuiy

Fhe (paid) *Bridge to IMRT Disability
the employee lo reach the IMRE disability
eatendar day out). The paid time of T hridye bepe

period, per employee.



APPENDIX B

ADMINISTRATIVE PROCEDURE

DEPARTMENT OF PUBLIC WORKS
Overtime Assignments for Fleet Services Team (August 2016)

POLICY

It is the policy of the Department of Public Works (“DPW”) to follow the labor contract with
Local 150 for overtime assignments, The Department of Public Works has developed overtime
assignment policies and procedures in order to provide employees with equitable overtime
opportunities. It is expected that employees working an overtime assignment will fully
participate in that assignment and perform all work as directed by supervision, Nothing herein
shall change or diminish Article 16.5 of the parties’ collective bargaining agreement including
the right of DPW management to make overtime assignments based upon the relative specific
skills, ability and experience of the employees involved.

DEFINITIONS

Scheduled Overtime: Scheduled overtime shall be defined as overtime opportunities with at
Jeast 8 hours notice.

Non-Scheduled Overtime: Non-scheduled overtime shall be defined as overtime opportunities
with less than 8 hours notice.

ELIGIBILITY

This procedure applies to all Automotive and Equipment Technicians in the Department of
Public Works.

PROCEDURES

SECTION

For purposes of this procedure, the sections are defined as:
e Automotive Section
e Equipment Section
e Parts Section

PROCEDURES

Scheduled Overtime — Section Specific

Page 1



The section Supervisor will decide when an assignment is section specific based on the needed
skill set of the task.

1. The appropriate section will be offered the overtime opportunity first. Overtime
assignments will be made to employees qualified to perform the work needed on a

seniority basis.

2. If the overtime cannot be filled from within the section, employees from other sections
will be permitted to sign up for the overtime. These remaining overtime spots will be
posted on the bulletin board next to the lunch room. Overtime assignments will be made
to employees qualified to perform the work needed on a seniority basis,

If all of the needed overtime spots are not filled, the overtime will become mandatory,
and the assignments will be made by reverse seniority by section and/or by the required
skill level needed for the particular job task.

»

Non-Scheduled Overtime — Section Specific
1. Employees qualified to perform the work needed that are on stand-by may be used first.
2. The appropriate section will be offered the overtime opportunity on a seniority basis.

3. If the overtime cannot be filled from within the section, employees from other sections
will be used. Overtime assignments will be made to employees qualified to perform the

work needed on a seniority basis.

Scheduled Overtime — Non-Section Specific
1. The overtime opportunity will be posted on the bulletin board next to the lunch room for

employees to volunteer.  The overtime list will include a date that the posting will be
removed, how the volunteers will be chosen, and when the final list will be posted.

2. If more employees volunteer than are needed, overtime assignments will be made to
employees qualified to perform the work needed on a seniority basis.

Non-Scheduled Overtime — Non-Section Specific

1. Employees qualified to perform the work needed will be offered the overtime opportunity
based on seniority.

2. Employees on Stand-by will be used when appropriate.

Page 2



APPENDIX C

TOP POLICY

All employees hited afler June 9, 2001 and belore Burguining Unit ratification of the 2013
as their leave plan, Certain members hired prior to

successor contract, aulomatically hiave TOP
6/9/01 muty also have vohmtarily eleeted participation in the Time Off Plan (TOP).

TOP has several components:

[T Paid Time Off (PTO)
CTJroP Sick Leave
[T Elimination Period

PAID TIME OFF
All employees hired onora
Ulilization of PTO during a new hire

nd sick time immediately.

fer June 9, 2001 began aceruing PTO a
0 supervisory approval.

Introduclory period is subject t

on between sick and vacation, PTO is an accrual of
uch gy vacation, ether leisure thue, persoriul
P does not ¢liminate the benefit of personal

Paid Time QT (PTO) eliminates the distineti
time, which an employee can use far any purpose s
illness, or ta care for anather person who isill, TO
days, holiduys, und fouting halidays (as applicable),

riod of emplayment. Accruals are

offective with the first pay pe
vill not be earned during any period

PTO is earned each pay period,
¢ach pay period. PTO time v

posted to the employee’s record
of unpaid leave,

PTO is earned according to the following schedule after June 9, 2001,
Start Annual PTO *Acerunl Per Maximum
of Yew Accerunl (hry) Puy Period (hrs) Agerual
] 120 4.62 240
2 120 4.62 240
3 120 4,62 240
4 120 4,62 240
5 160 6.13 320
6 160 6.15 320
7 160 6.15 320
8 160 6.15 320
9 160 6.15 320
10 160 6.15 320
I 200 7.69 400
12 200 7.69 400
13 200 7.69 400
14 200 7.69 400



200 7.69 400

15

16 208 8.00 416
17 216 8.31 432
18 224 8.02 448
19 232 8.92 464
20+ 240 9,23 480

¥Accrual is rounded on the last pay period of the calendar year fo balance the accrual as

required.

When the maximum acerual allowed is reached, accruals are capped and no farther accruals are
allowed until the acerued time is less than the maximum allowed. Beginning May 1, 2014, the
maximum accrual allowed will be reduced by 20% per year through May 1, 2018, when the
maximum accrual allowed will equal 100% o an employee's annual acerval. See attached chart

for cxamples,
All acerued PTO will be paid out at the time an employee separates from employment.

TOP SICK LEAVE
Employees will acorue 8
maximum of 960 hours.

0 sick leave hours per year (3,08 hours each pay period) up fo &

not earn sick leave unti) their

[smployees who converted 1o TOP with an excess of 960 hours will
Qick leave will be earned in

balanee is reduced by utilizution o below the 960 hour maximum,

the sume pay period as the employee’s sick leave drops below 960 hours.
Employees may transfer unused PTO time into their sick leave aecount if they have less than 960

hours accrued.

ELIMINATION PERIOD
An employee may only utilize sick leave
ol any instance of ubyence due to an employ

uler a 2-day Elimination Period. The first full two days
ee's own itlness or the need to eare Tor an immedialy

family member (defined as an employee's Spouse, children, parents, purents-in-lawy, sisters and
brothers nnd other members of the employee's houselold) who it seriousty i1 or disabled will be

drawn from paid leave accruals other than sick leave.

ave, NMoating holidays, supes visory days or

compensatory tme 1o sulisly u 2«clay elimination period, Employees will huve different
climination periods depending upon (he number of hows in their seheduled workdiy.
Fmplayees who work 4, 10-hour days will have a 20-hauy elimination period (2, 10=howur days),
Fmployees who work 5, 4-hour days, will have an 8-hour eliminution pm'ind (2, d-hour duys),
Linpaid leave muy not be ulilized to satisly o 2-day climination period until all paid leaves have

been exhausted.

An employee nury draw from PO, personal le



Qr Pe=oCerTing
rs, us delimed by the
A or il

Employces will have to exhaust only ong elimination period for i on-puing
serlous HHiness or disability (for themselves o their immedlaie family membe
FMLA) so long as the lingss or disability Is certified by a Physician under the FMIL

meels the FMLA definition of a serious medical condition.

Fathers and adoptive mothers may utilize up to § sick days for the birth or adoption of their child

after satisfying an ellmination period,
Employees may not switch their planned P10 time to sick leave unless they are admitted to the
hospltal and u 2-day slimination period has been satisfied first.

All other benefits related to TOP policy can be found in the employee policy manual,



APPENDIX D

City of Naperville
Monthly Contribution Rates

2017
2017 Monthly Rates
20%,
Group Total Employee Per
Number| Premium Contibution  80% City | Puyeheck
BCBS Medical
Blue Advantage HMO B03195
Employee $ 579,17 $ 11583 $ 46334 % 5792
Employee + Spouse $1,14584 $§ 22917 $ 91667 |$ 11458
Employee + Child(ren) $1,103.60 $ 22072 $ 88288 | 11036
Employee + Spouse and Child(ren) $1,72822 $ 34564 $ 1,382.58 % 172.82
Traditional PPO Plan PC0713
Employee $ 64838 $ 129.68 $ 5187035 64.84
Employee + Spouse $1,360.03 $ 27201 $ 1,088.02 |8 136.00
Employee + Child(ren) $1,341.48 § 26830 § 1,073.18 $ 134,15
Employee + Spouse and Child(ren) $2,058.81 $ 411,76 $ 1,647.05 |3 205.88
Blue Edge PPO Plan - CDHP/HCA PC0674
Employee $ 48642 $ 9728 $ 389.14 1§ 48.64
Employee + Spouse $1,02400 $ 20480 $ 8192085 102,40
Employee + Child(ren) $ 098921 $ 197.84 § 791.37|§ 9892
Employee + Spouse and Child(ren) $1,532.06 $ 30641 $ 1225.65]5F 153.21
Blue Edge PPO Plan - HDHP/HSA PC0714
Employee $ 41342 $ 8268 $ 33074 | 3% 41.34
Employee + Spouse $ 87032 $ 17406 $ 696268 87.03
Employee + Child(ren) $ 84075 $ 168,15 $ 67260|$ 84.08
Employee + Spouse and Child(ren) $1,302.11 § 26042 $ 1,041.69]8§ 130.21
Delta Dental 11408
Employee $4224 § g45 §  3379|§ 422
Employee + One $79.66 $ 1593 § 637318 797
Employee + Family $10591 $ 2118 $  8473|$ 1059
EyeMed Vision 9864489
Employee $ 632 § 632 $ $ 316
Employee + One $ 1236 § 1236 $ $ 618
Employee + Family $ 1852 $ 1852 § $ 926

January 2017




APPENDIX E

Fleet Merit Schedule - Automotive Technicians, Equipment Technidians, Parts Technicians and Shop Assistant

2.00% 225% | 2.25% | 250% | 2.50%
[Auto Technidan CY16 cvi7 cv1s or19 o120
Level | Minimum 2 ASE Certs 27.00 2761 2823 28.93 29.65
Level 1} Minimum 7 Certs from the following: A1-9, E1-£3, F1, G1,X1, T1-8, L1-3 28.35 2893 29.64 30.38 31.14
Minimum 14 Certs from the following: Low Enforcement Vehidls
{Instoliotion Technicion {A1,4,5.6,7.8 ond EVT, L-1) und any combinaticn I
Level Ili lof A2, A3 AS, E1-E3, F1, GI, X1, T1-5,123 2977 30.44 31.12 3190, 3270
{Lead Auto Technician [Minimum Level i; Level il reguirzments preferred 3425]  3502] 3581 3670|3762
2.00% 225% | 225% | 2.50% | 250%
Equipment Technidan orie €17 | o8 cv19 cv20
Level I Minimurm 2 ASE Certs 2835 28.99 23.64 3338 3L14
tevel | ond Level I Fire Apparasys ond Ambulance Technician Certified
via EVT Certificotion Carmmission {i.e. ASE A4, A%, #9. T2, 13, 74, 75, 76; m
Level It EVTEQ, E1, E2, E3, F1, 72, F3, F4) 29.77 3044 3132 31.90 32.70
| Level I}i Fire Apparatus snd Ambulence Technicion Certified vin EVT m
! Certification Commission {i.e. City of Naperville Level il plus ASET1, T7 7
_p@mn n end EVT £4, £S5, £5) 3126 3196, 3268 23.50 34.33
[Lead Equipment Technidian | Minimum Level 1i; Level Jif requirements preferred 3596] 3677]  3780] 3854] as.30|
2.00% 2.25% | 225% | 2.50% | 250%
Parts Technicgan CY16 oy Cr18 (e L] 20
_ 1
| |
20.40 20.86 2133, NH.mL 22.41)
2.00% 225% | 225% | 2.50% | 2.50%
Shop Assistant | [ 17 | o8 | cvig cyzo
4 | 1480|  3513] 1547] 1586 1626




