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AGREEMENT

THIS AGREEMENT is entered into this day of , 2016 between the
CITY OF NAPERVILLE, ILLINOIS (hereinafter referred to as the “Employer”) and the
'INTERNATIONAL BROTHERHOOD OF ELECTRICAL WORKERS, LOCAL UNION #196
(hereinafter referred to as the “Union”).

PREAMBLE

Inasmuch as the Employer and the Union desire to establish a standard of conditions
under which the employees shall work for the Employer during the term of this Agreement and
desire to regulate the mutual relations between the parties with a view of securing harmonious
cooperation and for the prompt settling of any disputes without interruption of work, it is agreed
as follows:

ARTICLE 1
CONTRACT PERIOD

Section 1.1 This Agreemént shall apply from May 1, 2016 and shall remain in effect
through December 31, 2020. After December 31, 2020, this Agreemient shall continue in effect
from year to year thereafter unless notice of termination is given in writing by registered or
certified mail by either party not less than sixty (60) nor more than ninety (90) days beforé
nidnight December 31, 2020, or any subsequent annual expiration date. Notices of termination
or renegotiation required by this provision, if by the Employer, shall be addressed to the Union at
1829 Suncast Lane, Batavia IL 60510, and if by the Union, to the Employer at the office of the
City Manager, 400 S. Eagle Street, Naperville, Iilinois 60540. Either party may by a like written
notice change the address to which such notice shall be given. Termination notices or
renegotiation notices shall be considered to have been given as of the date shown on the
postmark.

ARTICLE 2
SCOPE OF AGREEMENT

Section 2.1 Pursuant to certification under the Illinois Public Labor Relations Act
(I.P.L.R.A.) Case No. S-RC-131, the Employer recognizes Local Union 196 of the International
Brotherhood of Electrical Workers as the exclusive bargaining ageni, for the purposes of
establishing wages, hours and other conditions of employment, for all employees in the Water
and Wastewater Utility Department of the City of Naperville, Illinois, including: Utility
Technician 1, Utility Technician I1, Utility Technician 11 - Lab, Utility Technician I, Utility
Technician IV), and excluding Chemists and other professionals, Clerical Personnel and
Confidential Personnel, Management and Supervisory employees and short term employees as
defined by the Act. Additionally, up to four (4) Interns who receive credit from colleges for
performing work in the Water and Wastewater Utility Department shall not be included within



the scope of this Agreement and shall not be entitled as a result of this Agreement to any benefits
of the employees herein.]

The classifications or job titles used above are for descriptive purposes only. Their use is
neither an indication nor a guarantee that these classifications or titles will continue to be utilized
by the Employer.

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

Section 2.3 No City of Naperville official, agent or employee shall in any way
discharge or refuse to employ any person otherwise qualified because of race, religion, sex,
color, creed, national origin, unfavorable discharge from military service, excluding
dishonorable, or discriminate for the same reason in regard to tenure, terms or conditions of
employment, promotional opportunities, training, or the like. Further, it is the policy that all
persons with a physical or mental disability shall be free from discrimination unrelated to ability
in the personnel practices of the City of Naperville. All applicants or employees shall be
considered only on the basis of qualifications as required by the position being sought or held
relative to the experience, training, physical fitness, ability, skills, knowledge and personal
characteristics and integrity as a proper representative of the City of Naperville.

Scetion 2.4 Changes mutually agreed to in writing by both the Employer and the
Union may be made at any time. However, the Employer may not make unilateral changes to
the express provisions of this Agreement.

Seetion 2.5 All the functions of the operations of the City and the direction of its
employees which are not limited by the express language of this Agreement, are exclusively
vested in and retained by the Employer, including but not limited to the right to determine the
mission, policies and standards of service; to determine the organizational structure and means,
methods, and place of operations, and to decide what work or services shall be performed by the
employees; to determine the budget; the right to hire, discipline or discharge employees for
causes; to establish the qualifications for employment; to transfer, promote or relieve from duty
because of lack of work or for other legitimate reasons, and to maintain discipline, order and
efficiency; to train employees; to schedule and assign work and overtime; to manage, supervise
and direct the working forces; the right to make and enforce reasonable shop rules; to introduce
new and improved methods, materials, equipment or facilities, or change or eliminate existing
methods, materials, equipment or facilities, and to take any and all actions necessary to carry out
the mission of the City, provided this will not be used for purposes of discrimination against any
employee for membership or non-membership in the Union or be inconsistent with the terms and
provisions of this Agreement. 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
ol inconsistent with this Agreement. Discipline imposed for violation of the City’s personnel
policies shall be subject to Article 4, the Grievance and Arbitration Procedure of this Agreement.

Section 2.6  This Agreement is the complete agreement between the parties and
cancels all prior practices and agreements unless expressly stated to the contrary herein.



ARTICLE 3
INTRODUCTORY PERIOD

Section 3.1 New employees to the bargaining unit shall serve a six (6) month
introductory period of employment with the Employer and shall immediately thereafter be
credited with seniority from the original date of employment. Periods of paid or unpaid leave
will extend the introductory period accordingly. The introductory period may be extended prior
to the start of the employee’s seventh (7'") month by up to six (6) additional months at the City’s
discretion so long as when the City notifies the employee of the extension, it shall
simultaneously notify the Lead Union Steward.

Section 3.2 During the introductory period, employees may be disciplined or
discharged by the Employer without the employees so affected having recourse to the Grievance
and Arbitration Procedure of this Agreement.

ARTICLE 4
GRIEVANCE & ARBITRATION PROCEDURE

Section 4.1 It is mutually desirable and hereby agreed that all grievances shall be
handled in accordance with the following steps. For the purpose of this Agreement, a grievance
is any dispute or difference of opinion raised by an employee of the Union against the Employer
involving the meaning, interpretation or application of the provisions of this Agreement. Any
time period provided for under the steps of the grievance procedure may be mutually extended
and agreement in this regard shall not be unreasonably withheld,

Step1:  The Union Steward, with or without the Employee, may take up the grievance
with the Field Supervisor and/or Supervisor within ten (10) working days of
its occurrence. The Field Supervisor and/or Supervisor shall then attempt to
adjust the matter with the Steward and shall respond within ten (10) working
days after such discussion.

Step2: If not adjusted in Step 1, the grievance shall be reduced to writing and
presented by the Union to the Division Manager and/or Director of the
Department (for employees under their supervision) within (10) days
following the Field Supervisor’s and/or Supervisor’s answer in Step 1. The
grievance shall contain a statement of facts, the provision or provisions of this
Agreement which are alleged to have been violated, and the relief requested.
The designated management representative shall attempt to adjust the
grievance as soon as possible, but shall give his answer in writing to the
Union within ten (10) working days after the receipt of the grievance.

Step3:  Ifnot adjusted in Step 2, the grievance shall be submitted to the City Manager
or his designee within ten (10) working days of the answer in Step 2. A
meeting shall be held at a mutually agreeable time and place with the City
Manager or his designee within fifteen (15) working days of the receipt of the



grievance. If the grievance is settled as a result of such meeting, the settlement
shall be reduced to writing and signed by the parties. If no settlement is
reached, the City Manager or his designated representative shall give the
Union the Employer’s written answer within ten (10) working days following
their meeting.

Step4: If the matter is not settled in Step 3, Local Union No. 196 or the City of
Naperville, but not an individual employee or employees, may submit this
dispute to arbitration within ten (10) calendar days after the answer is given at
Step 3. When arbitration is requested, the parties shall attempt to agree on the
selection of the arbitrator. If an agreement cannot be reached within ten (10)
working days from the date of which arbitration is requested, then the Federal
Mediation and Conciliation Service shall be requested to submit a list of seven
(7) Arbitrators, pursuant to the rules of the FMCS who are members of the

. National Academy of Arbitrators. From such list of arbitrators, the grieving
party shall strike a name first and the parties shall then alternatively strike
until the person whose name remains shall be the arbitrator; provided,
however, that either party shall have the right to reject one (1) list of
arbitrators ad ask for a new list from the Federal Mediation and Conciliation
Service. The decision of the arbitrators shall be final and binding upon the
parties. The arbitrator shall have no right to ignore, add to, take from, or
modify any of the provisions of this Agreement.

Section 42  Grievances not appealed within the time limits set forth above shall be
considered settled on the basis of the last answer given, unless the time therefore had been
previously extended under the provisions of Article 4.

Section 4.3  The expenses of the arbitrator shall be borne equally between the City of
Naperville and the IBEW Local No. 196, The cost of a transcript shall be borne by the party
requesting the transcript. If the other party requests a copy, then they shall pay half the fee.

ARTICLE 5
UNION BUSINESS

Section 5.1  General Union business shall not interfere with the Steward’s performance
of work during his regular working hours. The Union may appoint as many Stewards as it
desires so long as the City is informed in writing of their identity, only one Steward attends 10
any one matler (unless both parties mutually agree that it may be more efficient to have multiple
Stewards present), and so long as one Steward is identified as the Lead Union Steward. Any
request by employees in the bargaining unit for the services of the Steward shall be based on an
emergency that cannot be transacted hefore or after normal working hours. The Union Steward
will be permitted to leave work during regular working hours with prior permission from this

supervisor, which shall not be unreasonably withheld. Such business shall include dealing with
emergencies and attendance at scheduled meetings with management to adjust grievances,



Section 5.2 Non-employee officers and representatives of the Union shall have
reasonable access to the premises of the Employer during working hours with reasonable
advance notice. Such visitations shall be for the sole purpose of the administration of this
Agreement. The Union agrees that such activity shall not interfere with the work duties of
employees.

The Employer reserves the right to designate a meeting place or 1o provide a
representative to accompany a Union officer, where operational requirements do not permit
unlimited access.

Seetion 5.3 The Employer agrees that the Union may install and maintain a bulletin
board, at cach division headquarters, at a location designated by the Employer. Said bulletin
board shall not exceed three (3) feet by three (3) feet in area.

The Union bulletin board shall be used for posting Union notices and shall be restricted
to the following:

(a) Notice of Union recreational and social activities;

(b)  Notice of Union elections and results of such elections;

(c) Notice of Union appointments;

(d)  Notice of Union meetings and reports and minutes thereof;
(e) Overtime list.

All costs incidental to preparing and posting of Union material will be borne by the
Union. The Union is responsible for posting and removing material on its bulletin board and for
maintaining same in an orderly and neat fashion. No defamatory, obscene, political or libelous
material shall be posted on any bulletin board. If the Employer determines that the posted
material is of a prohibited nature, it may remove the material but shall notify the Union in
writing as to the material removed and the reason for such removal.

ARTICLE 6
OVERTIME ALLOCATION

Section 6.1  Employees shall be required to perform overtime work and be available
for stand-by duty when requested to do so.

Section 6.2  Within the department, scheduled overtime opportunities shall be assigned
equally among employees whenever practical, in accordance with each division operating policy,
to such employees that regularly perform the work involved.

In the event that overtime is not offered by the City to an employee who should have been next
on a division overtime list (hereinafter referred to as “Missed Overtime”), and that employee
brings the matter to his supervisor in a timely manner, the City shall offer that employee the
next available overtime assignments for which the employee is qualified that equals or exceeds
the amount of Missed Overtime in his section for work that he regularly performs (hercinafter
referred to as “Make-Up Overtime”). In the event that the employee cannot be reached when the



make-up call is made, or turns down the Make-Up Overtime, the City shall have satisfied its
obligation under this paragraph. Make- Up overtime shall not affect the employee listing on the
Division rotation overtime list. Nothing herein shall entitle an employee to pay in lieu of a
missed overtime opportunity. Alternative resolution may be pursued through Article 4 of this
Agreement.

Section 6.3 Management may assign qualified employees (or with the ability to
become qualified depending on the circumstances) to work out of their normal classification,
whenever practical within departmental policies, and to be paid as outlined in Section 19.1.

Section 6.4 Whenever practical to do so, management will allow overtime
opportunities to be transferred to other qualified employees with prior approval by management
and within departmental operating policy.

Section 65 The employer may utilize any reasenable method of record keeping., The
Union will be furnished a list of overtime worked by ¢ach employee within the bargaining unit
on a monthly basis. -
ARTICLE 7
NO STRIKE - NO LOCKOUT

Section 7.1  During the term of this Agreement, there shall be no lockout, strike,.
sympathy strike, work stoppage, picketing, clowdown or other form of interference with
operations, regardless of the cause. All employees who hold a position of officer, steward, or
committeeman of the Union occupy a position of special trust and responsibility in maintaining
and bringing about the compliance with this provision, including the responsibility to remain at
work during any interruption which may be initiated by other employees and to encourage
employees violating this paragraph to return to work.

ARTICLE 8
SENIORITY

Section 8.1  Seniority shall be the length of service in continuous employment within
the bargaining unit from the date of last hire. Seniority can also mean the length of service in
continuous employment within a division or section, when so specified. Layoffs shall not
terminate the seniority of any employee except as provided below.

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

(a) When laid off for a period of more than three (3) years.
(b) When an employee resigns his employment with the Employer,
(c) When an employee fails to return to work within one (1) week after a written

notice is mailed by the City by registered mail, to his last known address,
requesting such return.



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

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

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

Scetion 83  An employee shall receive military leave and seniority in accordance with
applicable law as it may from time to time be amended.

Section 8.4 If any employee covered by this Agreement is injured while in the
performance of his duty as such, he shall be entitled to his former job title upon his recovery with
full seniority rights, provided he is physically qualified to return to work. In the case of his
return, other employees moved up because of his absence will consent to such demotions or
layoffs as may be necessary under the circumstances.

ARTICLE 9
VACANCIES AND BIDDING PROCEDURES

Section 9.1  Whenever a regular bargaining unit job vacancy or promotion develops or
is expected to develop, the job will be posted at each division in locations designated by the
Employer for seven (7) calendar days, for bid by an employee. A Union Steward may submit an
employee’s name for a job vacancy when the employee is absent from work. If more than one
qualified employee bids for the vacancy, the Employer shall select the successful applicant in
accordance with the principle set forth in paragraph 9.2 of this Agreement. Nothing contained in
this paragraph shall prevent the Employer from temporarily filling a posted vacancy until it is
determined whether there are applicants with the ability to perform satisfactorily the work
involved, or from offering the posted vacancy to a qualified employee who did not apply for the
job and where no qualified employee has bid on the job, as provided above, or from hiring a new
qualified employee for the vacancy if there are no applicants who have the ability to perform
satisfactorily the work involved. Employees shall not be permitted to make more than one
successful bid in any six-month period. Provided, however, that this period shall not be
applicable when an employee is applying for a higher paying position.

Any employee who is promoted shall be given a ninety (90) day introductory period to
prove that he/she is both fit and able to satisfactorily fill the position to which he/she has been
promoted. If any employee proves fo be unfit or ynable to perform the duties and responsibilities
of the position to which he/she has been promoted before the end of the ninety (90) day
introductory period, he/she shall return to his/her former position at the request of the City
without any loss of bargaining unit seniority or City seniority. At any time during the ninety (90)
day introductory period, the employee may also elect to return to his/her former position, again
without any loss of seniority. During the above described ninety (90) day introductory period, if



any such promoted employee returns to his/her former position, other employees hired, promoted
or transferred because of said promotion will be laid off or returned to their original position, as
may be necessary under the circumstances.

The City may extend the introductory period beyond the initial ninety (90) day period
and, if the employee Fails to successfully complete the designated extended introductory period,
he/she may be returned to his/her former position only if one is available, and with the loss of
bargaining unit seniority only, i.e., City seniority will be maintained.

Section 9.2 In making promotions or demotions, where fitness and ability are
substantially equal, division seniority shall have priority over bargaining unit seniority. Final
determination of qualifications shall be made by the Employer, except that any dispute which
may arise in connection with any such matter shall be handled in accordance with the provisions
of this Agreement for the settlement of disputes. In the event the employee with the most
seniority does not reccive the promotion, upon request of the employee, the Employer will
discuss with the employee the reasons why the employee was not promoted.

Scefion 93 In the event that an employee is promoted to a new job classification with
a higher pay range, the employee will be placed in that new range at the same step as their
former range, provided that the resulting increase is not greater than eight percent (8%) or
placement at Step 1 in the new range. If an employee is demoted or transferred to a position with
a lower rate of pay, then the employee shall be placed on the new pay range at the same step as
their former range.

ARTICLE 10
LAYOFF AND REHIRING

Section 10.1 There will be no layoffs when outside contractors are performing work
traditionally assigned to bargaining unit employees. If a layoff has ocecurred and bargaining unit
work is being contracted out, then all employees on layoff will be rehired and returned to their
original classification, when available.

It is the gencral 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 lawiul
authority under Illinois statutes.

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

Section 10.2  Employees in the introductory period who have not established seniority
shall be laid off first.



Section 10.3  Seniority shall prevail in layoffs and rehiring by divisions, subject to
fitness and ability of the employee to do the required work. Any employee who is required to
perform the duties of a lower paying position because of a layoff on account of reductions of
forces or lack of work shall be compensated at the rate of pay provided for the job being
performed.

Section 10.4  Employees laid off from any division may exercise general bargaining
unit seniority to bump employees in other divisions provided, 1) that the employee exercising the
right has worked in that division, 2) the employee’s bargaining unit seniority is greater than the
employee bumped, and 3) the employee possesses the skill and qualifications essential to
perform the work.

Section 10.5  In case of layoff, the Employer shall give the Union and employees at
least thirty (30) days notice unless unusual circumstances prevent such notice.

Section 10.6  Nothing in this Article shall prevent the Union and Employer from
meeting and mutually agreeing to an alternative to avoid scheduled layoft.

ARTICLE 11
LEAD ASSIGNMENTS
The Employer will designate certain employees for lead assignments. The Water Supply
and Reclamation (“WSR”) division, the Water Distribution and Collection (“WDC?) division
and the Civil-Environmental Engineering and Construction Management (“CEEC”) division will
assign a minimum of one (1) employee to a lead assignment in each division.

Other lead assignments may be assigned at the discretion of the employer.
Compensation for lead assignments shall be $1.00 per hour.

Any change of the three (3) designated lead assignments (one in each division) will be
with seven (7) days advance notice. Additional lead assignments may be added and/or removed
without the seven (7) day notice.

ARTICLE 12
SHORT-TERM EMPLOYMENT

Section 12.1 A short term employee is an employee who is employed for less than two
consecutive calendar quarters during the calendar year without a reasonable expectation of being
rehired in a subsequent calendar year. The Employer may rehire any short-term employee in a
subsequent year if the short-term employee performed satisfactorily in a previous year. Short-
term employees shall not be members of a bargaining unit and shall not be affected by this
agreement except as provided for in this paragraph. Short-term employees may perform any
assigned work except for the following exclusions:

(a) Electrical/mechanical work;



(b)  Process control adjustments;
(c) Collecting samples; except to assist in the collection of samples;
(d) Hands on operation of the centrifuge;

(e) Operates endloader and/or backhoes; except as related to landscaping
installation or maintenance,

® Perform work on main breaks, sewer digs, manhole adjustments, or
installations;

(g)  Jet flusher operations.

Section 12.2 There shall be no overtime for short-term employees unless all regular
employees are employed. Such overtime shall not cause the layoff of any regular employees.

ARTICLE 13
HOLIDAYS

Secfion 13.1  Eleven (11) paid holidays will be granted. to employees. For each
holiday, employees will receive eight (8) hours of pay at the employee’s straight time rate. The
holidays are as follows: New Years Day, Memorial Day, July 4, Labor Day, Veteran’s Day,
Thanksgiving, Day after Thanksgiving, Christmas Eve, Christmas Day and two (2) floating
holidays. Floating holidays must be used in one day increments and are subject to the prior
approval of the supervisor in accordance with division work rules. Employees hired after the
ratification date of this agreement shall be subject to the PTO 11 plan which does not include
floating holidays. The PTO 11 plan is attached hereto as Appendix A. If the PTO 11 plan is

modified by the City, the new terms shall be implemented for the Local 196 bargaining unit,

Section 13.2  Employees who are required to work on a holiday will receive double
their straight time hourly rate in addition to their holiday pay. Utility Technicians IV, WD & C
employees who work alternate work week schedules and Utility Technicians IIT - Lab who work
the holiday will be allowed to elect to receive 1) a vacation day in lieu of their holiday worked or
2) holiday pay. Utility Technicians 1V, WD & C employees who work alternate work week
schedules and Utility Technician 111 - Lab who do not work the holiday may select 1) regular
holiday pay (standard rate) or 2) a holiday exchange day in lieu of this holiday pay. Other
bargaining unit employees who do not work the holiday will receive standard holiday pay.

Section 13.3  When a holiday falls on a Saturday, it will be observed on the preceding
Friday. When a holiday falls on a Sunday, it will be observed on the following Monday. If you
are on an unpaid leave, you will not receive holiday pay. A suspension without pay will result in
the loss of holiday pay.
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Section 14.1
apreement and is attached hereto as Appendix B.
after June 9, 2001 up through the date of ratification of this agreement
June 9, 2001 were given an irrevocable op
stay with the current sick and vacation plan (“pre-2001 plan”) Employees hired after the date of
bject to the PTO 11 plan, Employees on the PTO 11

ratification of this agreement shall be su
) days off on an unpaid basis consistent with existing

plan shall be allowed to schedule five (5

ARTICLE 14
VACATION

rules governing the scheduling of time off.

Vacations with pay shall be gran
with the following schedule:

Service Time

Accrual Rate

portunity either to eleet TOP

The City of Naperville’s Time Off Plan (TOP) is incorporated into this
TOP shall apply to all employees hired on or
Employees hired prior to
as their leave plan, or 10

ted to all employees on the pre-2001 plan in accordance

Days/Weeks

0 - 6 months No vacation earned No vacation earned
7 - 12 months 40 hours + 6.666 hours per 2 weeks

month
Years | —4 6.66 Hours/Month 2 weeks
Start of 5th year 7.33 Hours/Month 2 weeks + 1 day
Start of 6th year 8 Hours/Month 2 weeks + 2 days
Start of 7th year 8.66 Hours/Month 2 weeks + 3 days
Start of 8th year 9.33 Hours/Month 2 weeks + 4 days
Start of 9th year 10 Hours/Month 3 weeks
through end of 14th year
Start of 15th year 13.33 Hours/Month 4 weeks
Start of 16th year 14 Hours/Month 4 weeks + 1 day
Start of 17th year 14.66 Hours/Month 4 weeks + 2 days
Start of 18th year 15.50 Hours/Month 4 weeks + 3 days
Start of 19th year 16 Hours/Month 4 weeks + 4 days
Start of 20th year 16.66 Hours/Month 5 weeks

Maximum total vacation time that can be earned is 5 weeks.

Section 14.2  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.

All employees shall be entitled to a maximum cartyover of up to one year accrual of vacation
time. When the maximum acerual allowed is reached, accruals are capped and no further
accruals are allowed until the acerued time is less than the maximum allowed. Employees who
currently have more than one year of acerued of vacation time or paid time off under TOP shall
be required to reduce theiraceruals through use of their vacation time/PTO to one year of earned
time per the timetables in Appendices C-1 and C-2 attached hereto. Any accrued time beyond
the accrual limit shall be forfeited on the date that a reduction takes effect.
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Section 14.3 Exceptions 1o vacation utilization may be permitted under extenuating
circumstances with prior supervisory approval. All vacation requests are subject to supervisory
approval and satisfaction of manpower requirements (staffing levels) as determined by the
department.

Employees may take their annual vacation all at one time or divide their total time into
separate periods. Any employee entitled to two (2) weeks vacation or more may take up to forty
(40) hours in not less than two (2) hour increments with twenty-four (24) hour minimum notice
to their supervisor. Vacation used in two (2) hour increments must be used at the beginning or
end of the employee’s shift, unless otherwise approved in advance by the supervisor. Remaining

hours may be taken in one or more day incremients (one day) with one week’s notice.
Shift employees may take a leave of absence on designated City holidays.

When three (3) or four (4) vacation days are taken during a calendar work week in which
a designated City holiday(s) occurs, this shall be considered as one (1) five (5) day increment for
calculation purposes under the provisions of the vacation leave.

Section 14.4 The Division Manager shall establish a vacation schedule for employees
sufficiently early each year so that all employees can plan their own schedules and so that
Departmental Supervisors can program the work of the Department. Vacation schedules’ shall
be arranged so as to provide as minimal a disruption to the work of the Department as can be
reasonably achieved. For like positions, divisional or sectional seniority, whichever is
applicable, shall govern the granting of priorities for vacation scheduling.

Section 14.5 When an employee’s service with the City is terminated, he shall receive
compensation for unused vacation leave accumulated

Any employee who leaves the City service before completing six (6) months of full and
continuous service will receive no vacation pay, Vacation credit will not be accumulated during
any type of leave of absence without pay.

ARTICLE 15
SICK LEAVE

Section 15,1 The City of Naperville’s Time Off Plan (TOP) is incorporated into this
agreement by referénce and shall apply to all employees hired on or after June 9, 2001.
Employees hired prior to June 9, 2001 were given an irrevocable opportunity either to elect TOP
as their leave plan, or to stay with the current sick and vacation plan. (“pre-2001 plan™)
Employees hired after the date of ratification of this agreement shall be subject to the PTO 11
plan and shall not be entitled to sick leave.

Seetion 15.2 Sick leave for employces on the pre-2001 plan (not on TOP or PTO 11)
shall be earned at the rate of one and one-quarter (1.25) days for each month employed by the
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City. Any employee who terminates employment and utilized unearned sick leave days shall be
required to repay the City for such days upon his fermination.

Sick leave with pay may be accumulated without limitation by employees on the pre-
2001 plan. When such an employee has accumulated sick leave in excess of one hundred twenty
(120) days, sick leave may be converted to vacation leave on the basis of (10) days sick leave for
each day of vacation leave,

Sick leave for employees who have this benefit (per-2001 and TOP) may be granted for
any of the following reasons:

1. Incapacitation due to illness, injury or disability.

2. Personal medical or dental appointments, which cannot be scheduled during
non-working hours.

3. Absence required by illness or disability of the employee’s spouse, children,
parents, parenis-in-law, sisters, brothers, and other persons living in the
employee’s household.

Any use of sick leave for purposes other than those outlined above or pursuant to the
TOP plan is not authorized. Misuse of sick leave may be grounds for disciplinary action.

Section 15.3 The department director will establish procedures for all employees to use
to notify supervisors of absence and intent to use sick leave. If sick leave is used for more than
two (2) consecutive days, or in conjunction with other leave, a supervisor may request a written
confirmation of illness or injury signed by a physician. If sick leave is used for more than three
(3) 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) contract year. 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. Employees will
be provided written results, if any, of physical examinations required by the City. If physical
examination is initiated by the City pursuant to a Worker’s Compensation Claim or injury, those
results shall not be provided to employee.

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.

Sick leave may also be used, at the employee’s discretion, to supplement workers’
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
workers’ compensation payments, and may be paid -until the employee returns 1o work or his
accumulated sick leave credits are used up. The employee must inform Human Resources if
he/she wishes to supplement his/her workers” compensation payment with accrued sick leave.
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The employee so electing will receive two checks: one from the City and one from the City’s
outside administrator.

All absences with pay granted under this provision shall be based on the reason given by
the employee for the same as being 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 employee may be cause for loss of leave with pay or disciplinary action.

Section 15.4 Upon formal retirement from the City of Naperville, employees under this
collective bargaining agreement shall convert up to 720 hours (90 days), or a prorated amount for
part-time employees, of earned but unused sick leave to a Retirement Health Savings Plan
(RHSP) as a sick leave termination bonus, The sick leave termination bonus eligible for
contribution to the RHSP is made at the employee’s salary rate in effect on his/her last day of
work. The RHSP is used for the payment of health insurance premiums and other eligible health
care expenses in retirement. Formal retirement is defined as separated from employment with
the City and qualifying for a pension as defined by IMRF. The Union agrees that if, during the
term of the Agreement, the City offers the non-union employees of the City the opportunity to
contribute benefit time into a retiree health savings account, the City will make that benefit
available to bargaining unit employees on the same date and under the same terms and

conditions, as the same may be changed from time to time by the City.

ARTICLE 16
LEAVES OF ABSENCE

Section 16.1 Short-Term Leave of Absence. Short term leave without pay may be
granted for a period of up to one month (four calendar weeks) during the calendar year, where
the continued absence of the employee does not adversely affect the ability of the City to
adequately perform its governmental function. A request for short-term leave shall be in writing
to the Department Director and may be granted with the approval of the City Manager or his
designee. At the completion of a short-term leave, an employee will return to his previous
position and status without change to seniority or salary. Vacation, sick leave, and holiday pay
shall not accrue during this period. An employee’s medical/dental insurance remains intact
provided that the émployee makes-an arrangement with the ¢ity to pay his employee premium
contribution.. If the employee does not return to work after a short-term leave, any other benefits
paid by the City shall be repaid at termination by the employee. Any employee who does not
report back to work at the end of an unpaid absence shall be considered to have terminated his or
her employment with the City. This applies only to approved, requested short-term leave. This
does not apply to situations of exhausted sick leave. Short-term leave- of absence is not intended
as a substitute for sick leave.

Section 16.2 Family and Medical Leave. Employees eligible under the Family and
Medical Leave Act are entitled to leave as defined by the City’s FMLA policy found in the EPM.
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Section 16.3 Extended Leave of Absence. Employees who are exhausting a Short-
Term Leave ol Absence (See Section 16.1) may apply for an extended leave of absence.
Application for an extended leave must be made prior to the expiration of the Short-Term Leave
of Absence.

Extended leave without pay may be granted for a period in excess of one month, but not to
exceed one year. Consideration of this request will take into account whether the continued
absence of the employee will adversely affect the ability of the city to adequately perform its
governmental functions. The employee, however, is not guaranteed reinstatement to his or her
former position since circumstances may change during the leave. In such cases, the employee
may be replaced by a regular or temporary employee at the discretion of the City (upon
recommendation of the Department Director and the approvals of the Human Resources Team
Leader and City Manager).

Requests for extended leave must be submitted in writing to the employee’s Department Director
and may be granted with the approval of the Department Director and the City Manager. Sick
leave, vacation, PTO and/or holiday benefits will not accrue during the period of such a leave of
absence,

For the period of (unpaid) leave, employees who carry medical/dental insurance via the city will
be required to properly elect COBRA coverage, and pay the City the COBRA equivalent rate of
102% of the applicable premium(s). Failure to elect or pay will result in the cancelation of
applicable group medical and/or dental insurance.

Long-term (extended) leave of absence is specifically not intended as a substitute for sick leave.

Scction 16.4 Special Leave of Absence. The Employer agrees (o grant a special leave
of absence up to a maximum of ten (10) days per year without pay to the current chief steward
during the life of this contract for the purpose of attending state, regional, or national
conferences. If and when the current chief steward leaves that position, the next incumbent will
be entitled to utilize a maximum ‘of five (5) days of unpaid leave to attend state, regional or
national conferences. In addition, two (2) stewards will be granted a one-time two (2) day leave
of absence without pay to attend a union steward training program during the life of this
agreement. The Employer shall be consulted in advance to allow flexibility in scheduling work.
No contract rights shall be lost during such leave of absence.

Section 16.5 Absence Without Leave. Absence without leave is defined as any absence
in which the employee does not report for work and fails to properly notify his or her supervisor
that he or she will be utilizing accrued leave. In addition, the employee will be regarded as
absent without leave if he or she attempts to utilize leave to which he or she is not entitled. An
employee who is absent without leave for two days or more or is absent without leave on more
than one occasion during a year is subject to termination, Any attempt to use sick leave for any
purpose other than those determined as proper, as outlined in the sick leave language of the
contract, is considered absence without leave and is unauthorized.
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Section 16.6 Military Leave, Military leave shall be granted in accordance with the
law as it may from time to time be amended. An employee anticipating military leave must
register his military status with Human Resources, notify his/her immediate supervisor, and then
furnish Human Resources with a copy of the official orders as soon as available. An employee
going to and returning from military duty must submit his military earnings statement to Payroll
in order to receive any salary provided for whether adjusted or not by the amount of the military

pay.

Section 16.7 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 employce 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 (or 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 for jury duty received from the court.

Section 16.8 Witness Fees. Employees may be subpoenaed in the course of their City
employment to provide records, give depositions or testify in court or in administrative hearings.
Where the City is not a party to such proceedings, and where the subpoena is lawful and calls for
testimony or documents which the employee(s) possess as a result of the performance of the
employee(s) duties, time off with pay shall be granted for that time reasonably necessary to
respond to such subpoena. Such employees are also eligible for reimbursement for personal
expenses for responding to any such subpoena. Such employees should also be paid a witness
fee and travel expenses for these services by the party requesting the subpoena and any such
payment to employees must be endorsed to the City. Where the City is a party to such
proceeding, time off with pay shall be granted and employees shall be eligible for reimbursement
of such expenses only upon prior approval by the City Manager.

Seciion 16,9 Personal Days and Compensatory Time All regular full-time employees
shall be granted eight (8) hours per fiscal year of paid time for the purpose of transacting
unexpected personal business effective January 1 of each fiscal year. Employees must pass their
introductory period 1o be eligible to take their personal leave. During the first fiscal year of
employment, an employee will receive a proportionate amount of personal leave based upon time
employed during the fiscal year.. Employees hired under the PTO 11 plan shall not be entitled to
personal days. All regular full time employees shall have the right to accrue up to sixty (60)
hours of compensatory time.

Normally, employees must request personal leave at least 24 hours in advance and
approval from the Department Director or designee is required. Employees shall have the right
to take up to sixteen (16) hours of vacation/ PTO time, or compensatory time per year in one
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hour increments. Personal leave must be used by December 31 of each fiscal year or it will be
dropped from the employee’s record.

Section 16.10 Funeral Leave. When there is a death in the immediate family, an
employee shall be granted up to three (3) consecutive working days off between the date of
death and the date of the funeral with time for travel home. These days will 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 shall be chargeable to other accrued
leaves.

ARTICLE 17
INSURANCE

Section 17.1 Health Insurance. The City shall provide group health insurance
benefits to full-time employees subject to premium payments as set forth in Section 17.5 below.
Nothing in this Agreement restricts the City’s right: to change insurance carriers, 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 17.2  Dental Benefits. Full-time employees will be allowed to participate in
dental benefit programs offered by the City subject to premium payments as set forth in Section
17.5 below.

Section 17.3  Life Insurance. The City also provides life insurance (in an amount
equal to 1-1/2 times the employee’s base salary) for all covered employees.

Section 17.4 Flexible Spending Accounts. Employees may elect to participate in a
Medical Expense Reimbursement Account and/or a Dependent Care Reimbursement Account
which the City offers, as the same may be changed from time to time by the City.

Section 17.5 Premium Contributions. 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 this contract on
May 1*. Medical and dental insurance employee premium contribution levels effective January
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1, 2017 are appended to this Agreement as Appendix D. 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. This language does not permit the City to change the current 20% employee premium
contribution without first bargaining the issue with the Union.

ARTICLE 18
WORKDAY AND SHIFT SCHEDULES

Section 18.1 The normal work week for the Water Distribution and Collection
Division and the Civil-Environmental Engincering and Construction Management
Division shall consist of forty (40) hours of five (5) consecutive days: Monday - Friday or
Tuesday — Saturday. The Employer may establish the following shifts and determine the
minimum staffing required on each shift:

1. First Shift - 7:00 a.m. to 3:30 p.m.

2. Second Shift - 1:00 p.m. to 9:30 p.m, ($1.00 shift differential)

3 The City will assign employees (other than in CEEC) to the alternate work week
of Tuesday through Saturday based upon the following selection process:

a. Employees who volunteer.
b. Selection based upon the bidding procedures of Article 9.

¢. Department assignment of no more than four (4) employees from the Water
Distribution and Collection Division by least senior of the job classification in
the Section needed, with no more than two (2) employees per Section.
Employees required to work said shifts shall be given a 30 day calendar
notice, unless the employee concurs with a shorter notice.

4, The City will assign employees in the Civil-Environmental Engineering and
Construction Management (CEEC) Division to the alternative work week of
Tuesday through Saturday as follows:

a. no more than one (1) qualified employee, to be determined by the Division
Manager, will be assigned at any one time;

b. employees will be assigned no more than a maximum of ten (10) weeks in
two-five week blocks;

c. assignment will occur only between May 1 and September 30; and

e. employees will be given a thirty (30) calendar day notice, unless the

employee concurs with a shorter notice.
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Scetion 18.2  The normal work week for the Water Supply and Reclamation Division
shift personnel shall consist of forty (40) hours of five (5) consecutive days: Monday - Friday,
Tuesday - Saturday, or Sunday - Thursday. The Employer may establish the following shifts and
determine the minimum staffing required for each shift:

a. First Shift - 7:00 a.m. to 3:00 p.m.
b. Second Shift - 3:00 p.m. to 11:00 p.m. ($.1.00 shift differential)

C. Third Shift - 11:00 p.m. to 7:00 a.m. ($1.00 shift differential)

Employees shall select shifts on a quarterly basis based on seniority. Likewise, seniority
shall determine the selection of the work week, including when temporarily transferred because
of illness, absence, Sunday - Thursday, Monday - Friday, or Tuesday - Saturday within a given
shift.

Regular division shift employees may be temporarily assigned to any shift due to
employee absences or illnesses. The following procedure will be followed by the City for these

transfers:
1. For the first to the fifth day, no employee will be temporarily assigned.

2. After the fifth day, a regular shift employee may be temporarily reassigned to a
different shift due to employee absences or illnesses, without the necessity of any
overtime payment. When a shift employee is reassigned, seniority will also
control whether other Utility Technicians IV will be “bumped” to accommodate
the required reassignment.

Bz It is understood that management, in making a temporary assignment, will select
the employee with the lowest seniority from the first shift, except for introductory

employees.

The normal work week for Water Supply Utility Technicians IV shall consist of three (3)
split work weeks of five (5) consecutive days, (Sunday - Thursday, Monday - Friday, and
Tuesday - Saturday) of eight (8) hours. The duty hours for each day shall be 7:00a.m. to 3:30
p.m. Employees shall select work weeks on a quarterly basis, based upon division seniority.
When a position is vacant for more than five (5) consecutive work days, a temporary schedule
change to cover the position shall be based upon seniority.

Minimum staffing levels in the Water Supply Section on holidays shall be determined by
management based on operational requirements. Utility Technician IV employees in Water
Supply shall not be considered shift workers relative to other contract stipulations.

Utility Technicians IV required to work on a holiday will receive double their straight
time hourly rate in addition to their holiday pay. Those who work the holiday will be allowed to

19



clect to receive a vacation day in lieu of their holiday pay (not exceeding eight (8) hours) and
those employees who do not work the holiday will receive regular holiday pay.

The normal hours for those assigned to the WSR Wastewater Maintenance Section will
work 7:00 a.m. to 3:30 p.m., Monday through Friday.

The position of Utility Technician III - Lab may be assigned a work week of Monday -
Friday or Tuesday - Saturday. If the latter is assigned, management may allow Saturday or
holiday 7:00 a.m. to 3:30 p.m, work hours. The Employer, under normal conditions, will give a
minimum of thirty (30) calendar days’ notice and such adjustments may not be made more
frequently than six (6) calendar months from the previous change.

Scetion 18.3 Lunch periods shall be scheduled as nearly as possible during the period
between 11:00 a.m. and 1:00 p.m. Employees who are in the field will have a forty-five (45)
minute lunch period consisting of a thirty (30) minute unpaid and a fifteen (15) minute paid
period with no afternoon break. Employees working at designated City facilities which have
lunch rooms will have a thirty (30) minute unpaid lunch period. Utility Technicians 1V
(Wastewater Operations) will receive a thirty (30) minute paid lunch period and shall not leave
their work place. All lunch time is from the time a person stops working until they start working
again. Stopping to pick up meals, personal phone calls, and mingling with co-workers are all
part of the lunch time. Employees who must leave their work site in the field to wash up for
Junch shall be granted up to ten (10) minutes for clean up at the closest available facility.

ARTICLE 19
OVERTIME AND INCONVENIENCE PAY

Section 19.1 The Employer will endeavor to assign work to employees in their
appropriate classifications, however, where the needs of the business require, employees may be
assigned temporarily, to work out of classification. When an employee is temporarily assigned
by his supervisor to a classification with a higher pay range, the employee shall receive the
higher rate of pay of that classification from the beginning of the assignment. Payments shall
reflect a one-quarter (1/4) hour minimum period. When an employee is temporarily assigned to
a lower rated classification, he/she shall receive the rate of pay of his/her regular classification.
Such temporary assignments shall not exceed ninety (90) days unless by mutual agreement
between the Employer and Union Steward for the employee who is temporarily assigned.

Section 19.2 A minimum of two (2) hours at time and one-half (1-1/2) as set forth
in the Wage Schedule shall be paid to any employee who reports 1o work on a scheduled
overtime workday and is unable to work due to inclement weather or unforeseen circumstances.
The employees reporting under this paragraph may be assigned appropriate duties during said
minimum period.

Section 19.3 Time and one-half (1-1/2) the straight time regular hourly rate of pay
shall be paid for all hours worked in excess of eight (8) hours in one day, or forty (40) hours in
one week. There shall be no pyramiding of overtime. An employee scheduled to work overtime
on Sunday with more than eight (8) hours of notice shall be paid at double his regular straight
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time hourly rate for all hours worked, except that this provision shall not apply to normal shift
operations at the treatment plant. When an employee is required to work overtime on Sunday
with less than eight (8) hours notice, then the employee shall be paid at double his straight time
hourly rate for all hours worked.

Section 19.4 The Employer will offer all eligible employees on the call out list, if
applicable, at least one (1) opportunity to respond to a call out. If the employee(s) fail to respond
to the call out, the Employer may take whatever action it deems necessary to fulfill its service
obligations.

An employee called back to work after his regularly scheduled work day, 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. When more than eight (8) hours notice is provided to the employee, he shall only
receive compensation for actual time worked at applicable rates.

Employees on designated stand-by or where an employee is required to work
immediately after his 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).

Employees who are not offered overtime in accordance with their position on the
overtime list shall be offered the the next available overtime opportunity.

Section 19.5 Except for employees who are eligible for a forty-five (45) minute
lunch, a fifteen (15) minute relief period shall be given in each morning and afternoon unless an
emergency or urgent business would intervene. The relief period shall be given as near the
middle of the session as circumstances will permit. These fifteen (15) minute periods will be
considered and paid for as time worked. Employees shall not leave the job site during their
break periods. One (1) employee working in the field may be allowed to leave the work site to
obtain refreshments.

Section 19.6 After sixteen (16) consecutive hours of work, with intermission of meals
included, or sixteen (16) hours in a twenty-four (24) hour period, employees shall be paid at
twice the current straight time rate for all hours worked until released, and if the employee is
called back to work before having eight (8) consecutive hours off duty, shall continue to receive
pay at double the current straight time rate. If the eight (8) hours off duty runs into an
employees’ regular shift he shall not lose any time.
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ARTICLE 20
STANDBY

Seetion 20.1 The Employer shall have the right to require employees to accept stand-by
assignments at each division on the following basis:

1. A stand-by list will be posted thirty (30) days in advance at each division setting
forth the division’s stand-by schedule. The scheduled stand-by hours may be
added to without notice or subtracted from with a minimum of seven (7) days
notice, depending upon the short-term operational requirements of the division.
Non-scheduled stand-by assignments will be made as far in advance as possible.

o The Employer shall endeavor to distribute stand-by assignments equally and
impartially. Employees may trade stand-by assignments with the Employer’s
approval, not less than three (3) days before the duty assignment. The
responsibility to provide a replacement is that of the employee and if he/she
cannot secure any such replacement, then the assigned employee must perform
the duty.

3. If no employee is available or qualified to perform the required service, then the
Employer may utilize whatever means is necessary o perform the work,

4. Stand-by assignments shall consist of a five (5) hour minimum period with
additional hours added based on operational needs. Compensation for stand-by
assignments shall be paid on the basis of one (1) hour straight time for the initial
five (5) hour period at the employee’s straight time rate of pay. Additional hours
shall be paid on the ratio of 1 to 5 and rounded to the nearest quarter hour.

Section 20.2 Employees on stand-by must be fit for duty (in accordance with all
applicable City and Union Drug-Free Workplace policies). They must verify proper operation of
their pager or other employer-furnished communications device before leaving the work
premises. If they will not be at home, they must leave a phone number where they can be
reached with the specified department representative as designated by departmental work rules or
advise the Department that they will be available by pager or other communications device. The
Department should also be advised when they return home. If circumstances make it impossible
for them to respond as required, they must immediately notify the Department. They must not
extend their travel distance to the City beyond their residential area and they must be able to
respond within a fifteen (15) minute period of time and report within a reasonable time under
normal conditions. Employees failing to promptly respond while on stand-by shall be subject to
discipline.

Scetion 20.3 Employees covered by this Agreement shall be allowed to transfer stand-
by duty to another qualified employee within their Section for up to 50% of their scheduled
stand-by opportunities within a calendar year. The employee transferring the stand-by
opportunity shall be solely responsible for finding a replacement and shall notify their supervisor
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who the stand-by time will be transferred to not less than seven (7) days in advance of when the
stand-by starts.

ARTICLE 21
MEAL ALLOWANCE

Section 21.1 When an employee works three (3) hours of unscheduled overtime (with
less than cight (8) hours notice), he shall receive a meal allowance. A second meal allowance
shall be paid when the employee works a subsequent five (5) hours of overtime.

If an employee can be temporarily released for a meal, he shall be given an allowance of
ten dollars ($10.00) and shall eat on the Employer’s time. If he cannot be temporarily released,
the Employer will either give the employee the meal money allowance or will furnish a meal
which shall be eaten on the Employer’s time at the job site, within a maximum of one-half (1/2)
hour. If the employee cannot be released, he shall receive an additional one-half (1/2) hour of

pay.

ARTICLE 22
REST PERIOD

Section 22.1 When an employee works a minimum of sixteen (16) consecutive hours
(scheduled or non-scheduled extended work) or is required to work five (5) or more consecutive
hours immediately prior to their normal shift and totaling a minimum of twelve (12) consecutive
hours (due to the City’s unscheduled call-out), the employee shall be allowed at least eight (8)
consecutive hours of rest. If the rest period occurs during the employee’s regularly scheduled
work day, he will be compensated for the unworked hours of the rest period at straight time
wages. The eight (8) consecutive hours of rest shall be computed from the time he leaves work
until the time he reports back to work or when the shift normally ends. If the employee is called
back to work during his rest period, the employee shall be compensated at the double time rate of
pay for his allowed rest period.

ARTICLE 23
INCLEMENT WEATHER

Section 23.1 It is the intent of this provision that employees shall not be exposed to
inclement weather conditions that would present a hazard to their health or safety, while still
maintaining 24 hour per day operations of the Department.

Accordingly, the employees shall not be required to work outside of vehicles or buildings
on an extended basis. Outside work shall not be required when temperatures are below 0° F as
designated by the approved thermometer at each division location. Exceptions to this shall
include normal process control monitoring, distribution and collection, essential operations and
adjustment changes which are able to be done in a minimal time frame, as well as emergency

operations.
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Employees working under the provisions of this Article shall perform such duties as are
assigned while indoors.

ARTICLE 24
TOOLS & EQUIPMENT

Section 24.1 As required by the job, the following shall be made available to the employee when

necessary:

1.

2.

10.

11.

12,

13.

14,

All tools to perform assigned job.

Rain gear - pants and jacket.

One pair insulated coveralls, (full bodied or bib overalls with full jacket).
Two pair light-weight coveralls.

One pair steel-toed safety shoes, safety chains for shoes as needed.
Cloth gloves as needed - 3 weights, light, medium and heavy.

Rubber gloves as needed.

One hard hat.

Prescription or non-prescription safety glasses replace as needed - no payment for
eye examinations and no payment for frames in excess of standard frames.

One set of ear plugs or earmuffs.
One pair of rubber hip boots.
First aid and general supplies Kit.
Traffic safety vests as needed.

Lab equipment including safety goggles, lab aprons, lab coats, safety gloves,

sampling gloves, rain suits, heat resistant gloves as needed, pullover or buckle boots as
needed.

ARTICLE 25
SUPERVISORY WORK

Section 25.1 Management personnel shall devote no more than three (3) hours of their
time during a regular work day to work generally assigned to bargaining unit employees and
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shall not perform work which will directly cause loss of existing bargaining unit jobs.
Management personnel will not be scheduled on a regular basis to operate or maintain the auger
{ractor or other heavy equipment and/or to provide shift coverage, except for training purposes or
during emergency situations.

Section 25.2 Union/Management meetings shall be held twice a year (once in May and
once in November) to discuss, as necessary, any concerns or clarifications regarding the type of
work performed by management personnel. The Director of DPU-W and the Lead Union
Steward shall schedule the date, time, and location for each meeting.

ARTICLE 26
DUES DEDUCTION AND FAIR SHARE

Section 26.1 Dues Deduction. While this Agreement is in effect, the City will
deduct from each employee’s paychecks the regular union dues assessed by Local Union 196 for
cach employee in the bargaining unit who has filed with the City a voluntary, effective checkoff
authorization. 1f a conflict exists between that form and this Article, the terms of this Article and
Agreement control.

A Union member desiring to revoke the dues checkoff 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 that period, the Union shall be responsible for
collection of dues. Local Union 196 agrees to refund to the employee any amounts paid to the
Union in error on account of this dues deduction provision. Local Union 196 may change the
fixed uniform percentage or dollar amount which will be considered the regular union dues no
more than two times each year during the life of this Agreement. Local Union 196 will give the
City thirty (30) days notice of any such change in the amount of union dues to be deducted.

Section 26.2 Fair Share. Any present employee who is not a member of Local Union
196 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 of members. All employees hired on or afier the effective
date of this Agreement and who have not made application for membership shall, on or after the

thirticth (30th) 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 196 on the tenth (10th) day of the month following the
month in which the deduction is made, subject only to the following.
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A. Local Union 196 has certified to the City that the affected employee has been
delinquent in his obligations for at least thirty (30) days;

B. Local Union 196 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 196 of his
obligation pursuant to this Article and of the manner in which Local Union 196
has calculated the Fair Share fee,

C. Local Union 196 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 pancl of five 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.

Section 26.3 Objections on Other Grounds. Any nonmember 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 196 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 objection procedure established by Local Union 196, which procedure shall
be consistent with the requirements of the law.

Section 26.4 Religious Objections. The objections to pay a Fair Share fee to Local
Union 196 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 196, Upon proper substantiation and collection of
the entire fee, Local Union 196 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 196 are unable to agree upon a non-religious charitable organization,
the organization shall be determined in accordance with the procedures established by the Iilinois
State Labor Relations Board and shall not be inconsistent with Section 6G of The Act.

Section 26.5 Indemnification. Local Union 196 and the City agree to indemnify and
hold the City harmless against any claims, demands, suits or other forms of liability which may
arise by reason of any action taken or omitted by Local Union 196 or the City acting in good
faith, in complying with the provisions of this Article.
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ARTICLE 27
SAVINGS CLAUSE

Section 27.1  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 or any
Federal or State boards or agencies, the remaining provision 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 28
SAFETY COMMITTEE

Section 28.1 The Employer and the Union agree 10 establish a joint safety committee
composed of two (2) representatives appointed by each party for the purpose of studying safety
issues, and making recommendations concerning rules governing safe work practices and a
safety program. The safety committee shall meet at least six (6) times per year on a bi-monthly
basis. Any safety rules or safety program recommended by the joint safety committee shall be
referred to the Department Director for study and review.

ARTICLE 29
WAGES

Section 29.1 Wages. The hourly rate of pay effective May 1, 2016 6 for all
classifications and steps is published in Appendix E attached hereto. All wage increases shall
be retroactive to May 1, 2016 for the term of the instant agreement only.

Seetion 29.2 Certification Bonus. The City shall pay an annual lump sum bonus of
$250.00 to any employee who attains and/or maintains a Class “D” Certified Water Operator
License, a Class “C” Certified Water Operator License, and/or a Class “17, “27, “3” and/or “4”
Certified Wastewater Operators License. Payment for any or all of these license certifications
shall be cumulative but in no case shall the City pay a bonus in any year to an employee in
excess of $1500. The bonus will be paid on the first payroll of December each year. To be paid
for a certification in a given year the employee must attain the certification by June 30. For
purposes of this first time implementation, employees who held their certification(s) by June 30,
2013 shall be paid a retroactive certification bonus.
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ARTICLE 30
ENTIRE AGREEMENT

Section 30.1 Entire Agreement. This Agreement, upon ratification, supersedes and
cancels all prior practices, policies, procedures and agreements, whether written or oral, unless
expressly stated to the contrary herein, and constitutes the complete and entire agreement
between the parties, and concludes collective bargaining for its term. If a past practice is not
addressed in the Agreement, it may be changed by the City as provided in the management ri ghts

clause.

The parties acknowledge that during the negotiations which resulted in this Agreement
each had the unlimited right and opportunity to make demands and proposals with respect to any
subject matter not removed by law from the area of collective bargaining and that the
understandings and agreements reached by the parties after the exercise of that right and
opportunity are set forth in this Agreement. Therefore, the City of Naperville and Local Union
No. 196, for the duration of this Agreement, each voluntarily and unqualifiedly waives the right,
and each agrees that the other shall not be obligated to bargain collectively with respect to any
subject or matter, referred to or covered in the agreement, even though such subjects or matters
may not have been within the knowledge or contemplation of the parties at the time they
negotiated or signed this Agreement. Said waiver includes a waiver of any obligation to bargain
over the impact of the City’s exercise of its rights specified herein, on wages, hours or terms and

conditions of employment.

The foregoing does not limit any right the union otherwise possesses to file a grievance
pursuant to Article 4 of the Agrecment.

IN WITNESS WHEREOF, the parties hereto have affixed their signatures.

CITY OF NAPERVILLE IBEW LOCAL NO. 196
//-- . ™
Mo X 7V L
V 229 / v,/z AL Vi
Douglas /‘f/ Krieger Eric Patrick
City Manager Business Manager

DATE: /—ZZ -17

ATTES;

| Ol

Pam Gallahue,([/h.D.

DATE: o~/ 07/ 7
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APPENDIX A

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

43 PTO-11

Paid Time Off (PTO-11)
The Paid Time Off - 2011 Plan hereafter referred to as PTO-11 was approved by the City
Councl! 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 vacatlon. PTO-111san
accrual of time which an employee can use for any purpose (such as vacation, other lelsure
time, personal illness, to care for another person who is I, etc.). PTO-11 encompasses all time
off, Including floating holidays, exempt benefit days, etc. It does not inciude
bereavement/funeral leave, Jury duty or mblitary leave.

Employees earn a total of 120 hours of PTO-11 in the flrst 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 thelr first 12 months {up to
the annual maximum accrual allowed}. -
additional 8 hours of PTO-11

Thereafter, every year on the employee’s anniversary date, an
f 240 hours {see the accrual

time will be added to their annual accrual, up to a maximum o
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 unpald leave.

11 time may be accumulated at any one time.
d, PTO-11 accruals are capped and no further
” to less than the maximum allowed.

A maximum 1-year's worth of accrual of PTO-
When thls maximum accrual allowed is reache
accruals occur untif the accrued time is “used down
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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 A
Accrual (hours) Period (hours} Accrual
! 120 3.08%* 120
2 128 4,92 128
3 136 523 136 |
4 144 ' 5.53 144
5 152 5.84 152
6 160 6.15 160
7 7168 6.46 168
B 176 6.76 176
9 184 7.07 184
10 192 738 192 '
11 200 7.69 200
12 208 8.00 208
13 216 8.30 216
14 224 8.61 224
15 232 8.92 T232
16+ 240 9,23 - 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 perlods. After 30 days of
employment, the employee willl reallze these accruals, plus an initial deposit of 40 hours
of PTO in his/her PTO-11 accrual hank.
should a pald holiday fall within an employee’s scheduled pald 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 pald out at the time an employee separates from employment.
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4, PAID AND UNPAID TIME OFF

Compensatory Time (PTO-11)

Compensatory time may or may not be permitted depending on
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
pald 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 pald out on any subsequent paycheck. Alf accrued
compensatory time will be paid out at the time an employee separates from employment,

departmental work rules. For

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.

e, as a member of the PTO-11 pald time off program (and

Should a City of Naperville employe
lsl

eligible for IMRF Disability) fail to possess sufficient paid time off accruals to reach this 3
calendar day, the City, then, will provide additional pald leave to that employee In _order to
* untll that 31¢t calendar day out {when the IMRF Disabliity benefit would

“hbridge the gap
| paperwork is recelved by IMRF).

normally engage assuming proper medica
This paid “Bridge to IMRF Disability” w!ll 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 {pald) “Bridge to MRF Disability” will be limited to the number of paid hours required for
the employee to reach the IMRF disabllity benefit {i.e,, @ maximum of 20 work days to reach the
31% calendar day out}. The pald time off bridge benefit will be limited to once In any 12-month

period, per employee.
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4.2 Time Off Plan (TOP)

Paid Time Off (PTO) — (TOP)

TOP was Implemented on June 9, 2001, All employees hired on of after June 9, 2001 untll June
30, 2011 automatlcally have TOP as thelr leave plan unless their Collective Bargaining
Agreements have other provisions

PTO s earned each pay period, effective with the first pay period of employment, Employees
who regularly work less than a 40-hour workweek will have thelr 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 otiglnally budgeted 20 hour work week,

PTO time will not be earned during any period of unpald leave, pTO for full-time employees is
earned according to the following schedule after June 9, 2002

Start of Hours * Hours Accrued *k pMaximum ** Maximum
Service Accrued Per Per Pay Period Accrual Allowed Accrual Allowed
Year Year 5/1/2016 5/1/2017
1-4 120 4,62 144 120
5-10 160 6.15 192 160
11-15 200 7.69 240 200
16 208 8.00 249.6 208
17 216 831 259.2 216
18 224 8.62 268.8 224
19 232 8.92 278.4 232
20+ 240 9,23 288 2400

*pcerual Is rounded on the last pay perlod of the calendar year to balance the accrual as ‘
required.

**\hen 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.
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PTO for employees working 30 hours a week:

Start of Hours * Hours Accrued * paximum ** pMaximum
Service Accrued Per Per Pay Perlod Accrual Allowed Accrual Allowed
Year Year 5/1/2016 5/1/2017
1-4 90 3.46 108 T 90
5-10 120 4,62 144 120
11-15 150 5.77 180 150
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+ e 180 6.92 216 o 180

PTO for employees working 25 hours 2 week:

Start of Hours * Hours Accrued 17 ** maximum ** 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
192 145 5.58 174 145
20+ 150 577 . 180 o 150

*Accrual 1s rounded on the last pay period of the calendar year to balance the accrual as
required.

**When the maximum accrual allowed s reached, accruals are capped and no further accruals
are allowed until the accrued time is less than the maxlmum allowed.
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PTO for employees working 20 hours a week:

Start of Hours ¥ Hours Accrued *# Maximum ** Maximum
Service Accrued Per Per Pay Perlod Accrual Allowed Accrual Allowed
Year Year 5/1/2016 5/1/2017
1-2 60 231 72 60
5-10 80 3.08 96 80
11-15 100 3.85 120 100
16 104 4,00 1248 104
17 108 4,15 129.6 108
18 112 4,31 134.4 112
19 116 4,46 139.2 116
_20+ 120 4.62 144 ) 120

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

accrue as follows:

" Start of Hours % Yours Accrued | «* Maximum ** Maximum
Service Accrued Per Per Pay Petiod 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 3264 272
20+ 280 10.77 33&_ 280

* accrual is rounded on the last pay perlod of the calendar year to balance the atcrual as

required.
*#\When the maximum accrual allowed s 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 ma
at least 640 hours of sick leave accrued.

ximum of 48 PTC hourson a fiscal year basls if they have

Sick Leave (TOP) — Accumulation & Use
e hours per year (3.08 hours each pay periodjuptoa

Employees will accrue 80 sick leav
Joyees scheduled less than

maximum of 960 hours {accrual and limitation Is prorated for emp
40 hours per week).

n excess of 960 hours will not earn sick leave untli
below the 860 hour maximum. Sick leave will be
loyee's sick leave drops below 960 hours,

Employees who converted to TOP with a
thair balance 15 reduced by utilization to
earned In the same pay perlod as the emp

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 incapacltation due to illness, injuty or disability.
o Personal medical or dental appolntments, which cannot be scheduled durlng non-working

hours (atthough every attempt should be made to schedule these appointments outside
of working hours).

« Absence required to care for seriously 1l or disabled member of the employee's
immediate family. Immedilate family is defined as the employee's spouse, chlldren,
parents, parents—in—law, sisters, and brothers. Other persons who are members of the
employee’s household are also (ncluded.

» 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
consldered 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 thls

chapter,
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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 iliness, indicating the need for time off,
and stating that the employee's physical or mental abllity will allow return to normal duty. A
supervisor will also require a statement from a physician confirming lliness when there have
been more than five instances of absence for sick leave in any one year, An filness 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 continulng ilness or condition, one annual
statement from a doctor will suffice for all sick |eave usage arlsing out of the illness or

candition for that year.

An iflness 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 norm al duty,

All employees are responsible for obtaining a physician’s statement when required, unless
otherwise provided for by an applicable collective bargalning agreement. if determined
necessary, the Clty reserves the right to require an employee to be examined by a Clty
appointed physician at the Clty's expense.

Sick Leave {(TOP) — Elimination Period
An employee may only utilize sick leave after 2 2-day Elimination Period. The first full two days
of any instance of absence due to an employee’s own itlness or the need to care for an
immedlate 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 serlously ll
or disabled will be drawn from paid leave accruals other than sick leave.

An amployee 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 wiil have a 20-hour efimination perlod {2, 10-hour days).
Employees who work 5, 4-hour days, will have an 8-hour elimination perlod {2, 4-hour days).
Unpald leave may not be utilized to satisfy a 2-day elimination period until all paid leaves have

been exhausted.
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For each intermittent FMLA claim for chronlc condltions, employees will have to exhaust only
one ellmlnation period per 12-month FMLA claim, so fong as the illness or disability Is cerified
by a Physician under the FMLA, or it meets the FMLA deflnition of a serlous 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 perlod 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:

s Anemployee’s own-non-job related, serlous iliness, until the employee is eliglble to
draw disability payments from his/her pension fund.

« 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 thelr em ployment with
the Clty, To withdraw time from the Sick Leave Donatlon 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 maxlmum
of 40 hours of sick {eave to the Bank In any calendar year. Dorvations to the Sick Leave Bank
are irrevocable,

To withdraw from the Bank, an employee must have depieted all other accrued leaves and
have submitted all necessary documentation required under FMLA, IMRE 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.
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Sick Leave Incentive: 401(a) (TOP)
Each year, empioyees 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 eliglble for a slck
Jeave incentive, The Incentive is calculated by multiplying the employee’s current wage rate

by the muitiplier 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 yeats 1,75 days (14 hours)
30+ years 2.00 days {16 hours)

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

5am Is a full-time, 13-year employee who works 8-hour days at an hourly wage rate of $20.00
pet hour. Sam utilizes only 10 slck hours In a year. 5am is eligible for a sick leave incentive of
$216.00 which Is calculated as follows: B hours x $20.00 per hour x 1,35 days = $216.00

ployee who works 20 hours per week (five days a week, 4
$15,00 per hour, George utllizes 12 sick hours in a year.
ive as follows: 4 hours x $15.00 per hour x 1 day

George |s a 2-year, part-time em
hours a day) at an hourly wage rate of
George Is eliglble for a 560.00 sick leave incent
=$60.00

The sick leave Incentive wlll be pald 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
avallable in the 401(a) plan. All fundsinan 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.
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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. Forexample, 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. Utillzation 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 collectlve bargaining agreement. An employee may elect to have
compensatory time pald 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
promotlon date, or cash it out prior to the start of thelr new exempt position.



Appendix C{1)

TOP PLAN 140 hrs/wk)
PTO Cap Reduction Schedule
Annual
startof | Vacetion | Accrusl | 5/1/2014| 5/1/2015 5/1/2016| 5/1/2017
Acorval | per Pay Max viak Max Max

Year {hrs) period | Accrual | Accruat | Acerval | Accrual
1 120 4.62 192 168 144 120
2 120 4.62 192 168 144 120
3 120 462 192 168 144 120
4 120 4.62 192 168 144 120
5 160 6,15 256 224 152 160
() 160 6,15 256 224 192 160
7 160 5.15 256 224 192 150
8 160 6,15 256 224 152 160
9 160 6,15 256 224 192 160
10 160 6.15 256 224 192 160}
11 200 7.69 320 280 240 200
12 200 7.69 3z2¢ 280 240 200
13 200 7.69 320 280 240 200
14 200 7.69 320 280 240 200
15 200 7.69 320 280 240 200
16 208 8.00 332.8] 2912 249.6 208
17 216 8.31 345,6 3024 259.2 216
18 224 8,62 35B.4 313.6 268.8 224
19 232 8,92 371.2 324.8 2784 232
20+ 240 9.23 384 336 288 240




Appendix C (2)

TRADITIONAL VACATION PLAN
Vacation Cap Reduction Schedule

{40 hrs/wk}

Annual

Startof | Vacation | Accrual | 5/1/2014 5/1/2015| 5/1/2016| 5/1/2017
Accrual | per Pay Max Max WVax Max
Year {hrs) perlad | Accrual | Accrual | Accrual Accrual
Q-6 mo. 0 0.00
7-12 mo* 80O 3,08 128 112 96 80
2 80 3,08 128 112 96 80
3 80 3.08 128 112 96 80
4 80 3.08 128 112 96 80
5 88 3.38 1408 123.2 105.6 838
6 56 3.69 1536 1344 115.2 96
7 104 4,00 166.4 145.6 124,8 104
B 112 4,31 179.2 1568 134.4 112
9 120 4.62 192 168 144 120
10 120 4.62 192 168 144 120
11 120 4,62 192 158 144 120
12 120 4,62 192 1e8 144 120
13 120 4.62 192 168 144 120
14 120 4,62 192 168 144 120
15 160 6.15 256 224 192 160
16 168 6.46 268.B 235.2 201.6 168
17 176 6.77 2816 2464 211.2 176
18 184 7.08 294.4 257.6 220.8 184
19 192 71.38 307.2 268.8 230.4 192
20 200 7.69 320 2B0 240 200
21+ 200 7.69 320 280 240 200

+4r stort of 7th month, employee

recelves 40 hr block of pald vocetion, then begins to accrue,



APPENDIX D

City of Naperville
Monthly Contribution Rates

2017
2017 Monthly Rates
20%
Group Totul Lmployee Per.
Number| Premium Contibution 80% City | Paycheek
BCBS Medical

Blue Advantage HMO B03195
Employee ¢ 57917 § 11583 $ 463348 5792
Employee + Spouse $1,14584 § 229.17 ¢ 51667 |$ 11458
Employes + Child(ren) $1,003.60 § 22072 § 882,88 | § 11036
Employee + Spouse and Child{ren) $1,728.22 § 345.64 $ 1,382.581§ 172.82

Traditional PPO Plan PCO713
Employee § 64838 § 12968 § 5187013 6484
Employee + Spotise $1,360.03 $ 27201 % 1,088.02 | $ 136,00
Employee + Child(ren) $1,341.48 § 268,30 § 1,073.18 $ 13415
Employee + Spouse and Child(ren) $2,05881 § 411.76 $ 1,647.05]% 205.88

Blue¢ Edge PPO Pian - CDHP/HCA | PC0674
Employee § 48642 § 9728 § 3B9.14|$ 4864
Employee + Spouse $ 102400 $ 20480 8 81920 $ 10240
Employee + Child(ren) s ogo21 § 19784 § 7913718 9892
Employee + Spouse and Child(ren) $ 153206 § 30641 § 1,225.65 | § 153.21

Blue Edge FPPO Plan - HDHP/HSA PCo714
Employee $ 41342 §  82.68 ¢ 33074|% 4134
Employee + Spouse $ 87032 § 17406 3 69626 | § 87.03
Employee + Child(ren) $ 84075 § 16815 § 67260]8 84.08
Employec + Spouse and Child{ren) $1,302.11 $ 26042 $ 1,041,698 13021

IDelta Dental 11408

Employee $4224 3§ 845 3% 337918 422
Employee + One $79.66 $ 1593 5 63.73|% 197
Employee + Family $10591 § 2118 3§ 8473 [ § 10,59

EyeMed Vision 9864489
Employee b 632 % 632 3 $ 316
Employee + One g 1236 $ 1236 % - |3 648
Employee + Family $ 1852 $ 1852 § $ 926

January 2017




APPENDIX E

LOCAL 196 WAGE SCALE

April 30, 2016
3060 3061 3062 3063
£Y¥15-16 uTl Tipd UT3 U4
Step 1 20%| $22.85| $23.79] $24.70 $26.78
Step 2 2o%|  $24.28| $25.27]  $26.25 528.44
Step3 o0%|  s25.70] $26.76]  $27.79 $30.11
Step 4 ggsa|  $2713 ¢z2824]  $29.33] $31.80
Step 5 T00%|  $2856| $20.72] $30.87 $33.46
1-May-16
2.50% 3060 3061 3062 3063
Y2016 UTL uT2 ut3 uT4
Step 1 Ro%l  $23.42] $2438| $25.32 $27.45
Step 2 a5%l  $24.89] 525.90{ 52691 $29.15
Step 3 90%|  S26.34] $27.43] 52848| $30.86
Step 4 95%]  S27.81| $28.95| $30.06) 532.60
Step 5 100%| $29.27| 5$3046] $3164 $34.30
I1-Jan-17
2.25% 3060 3061 3062 3063
Y2017 uTl um2 uT3 uTa
Step 1 20%] $23.95| S$24.93] $25.89 $28.07
Step 2 25%| $25.45| $26.48] $27.51| $29.81
Step 3 go%| $26.94| $2805| $23.13 $31.56
Step 4 o5%|  o28.43| $206D)  $30.74) $33.33
Step 5 T00%|  $20.93| $31.15]  $32.35] $3507

1-Jan-18
2.25% 3060 3061 3062 3063
CY2018 uTl um2 uT3 uT4
Step 1 20%|  524.49] $25.49] $26.47] 52870
Step 2 acw| 52602 $27.08] $28.13] $3048
Step 3 o0%|  S27.54] $2868) $29.78) $32.27
Step 4 o5%| $29.07| 53026 53143 $34.08
Steg 5 100%|  $30.61] §31.85| $33.08) $35.86
1-Jan-19
2.00% 3060 3061 3062 3063
CY2019 Ut uT2 uT3 uT4
Step 1 20%| sza.98] $26.00] $27.00  $29.27
Step 2 a5u|  $26.54] $27.62| 52868 $31.09
Step 3 o0%| $28.09 $29.25| $30.38] 53291
Step 4 95%| $20.66| $30.87] $3206| 53476
Step 5 100%| $31.22) $32.49( $33.74 $36.57
1-Jan-20
2.00% 3060 3061 3062 3063
Y2020 uTl uT2 Ut UT4
Step1 20%| 62548 $2652] $2754| 52986
Step 2 85%| 627.07] $28.17| $2827] $3L71
Step 3 90%| 52865 529.84 530.98] $3357
Step 4 95%| $30.25] $31.49 $32.70] $35.46
Step 5 T00%|  S3184] $33.14| $3442] $37.31




