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PREAMBLE

The purpose of this Agreement is the promotion of harmonious relations bet
City and the Chapter, the establishment of a prompt, equitable and peaceful procedure for the
resolution of differences, and the establishment of an agreement covering rates of pay, hours of
work and conditions of employment applicable to bargaining unit Record Specialists. Therefore,
in considetation of the mutual promises and agreements contained herein, the City and the

Chapter do mutually promise and agree as follows:

AGREEMENT

ween the

This Agrecment has been made and entered into by and between the CITY OF

NAPERVILLE, (hereinafter referred o as the “City", or the "Employer") and the
METROPOLITAN ALLIANCE OF POLICE — NAPERVILLE CIVILIANS CHAPTER #582

(hereinafter referred to as "Chapter") on behalf of certain employees described in Article 1
(hereinafter referred to as “Record Specialists”, “Bmployees”, or “Members™).
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ARTICLE 1
RECOGNITION

Seetion 1.1 Recognition

In accordance with the Illinois State Labor Relations Board's (ISLRB) Certification of

Representation dated January 28, 2010, as S-RC-~1 0-153, the City hereby recognizes the Chapter

as the sole and exclusive collective bargaining representative for all persons employed full-time
and probationary by the City of Naperville Police Department in the position or title of Records
Specialist, but excluding all managerial, confidential and supervisory employees as defined by the
[llinois Public Relations Act (hereinafter referred to as the “Act”), and all other employees of the

City of Naperville.

Scefion 1.2 Fair Representation

The Chapter recognizes its responsibility as a bargaining unit and agrees to fairly represent all
members in the bargaining unit, whether or not they are members of the Chapter. The Chapter
further agrees to indemnify, defend and hold harmless the City and its officials, representatives
and agents from any and all claims, demands, suits or other forms of liability (monetary or
otherwise) and for all legal costs resulting from any failure on the part of the Chapter to fulfill its duty

of fair representation.

Section 1.3 Probationary Period

Effective to any members hired afler the effective date of this Agreement, the probationary
period (hereinafter "Probationary Period") for Record Specialists shall be twelve (12) months
from the date of hire as Record Specialists. Except as otherwise provided herein, during the
Probationary Period the employee is entitled to all rights, privileges, and benefits under this
Agreement except that a Probationary Employee may be disciplined or discharged at any time
within the Probationary Period with or without just cause, and such action shall not be subject to

the Grievance Procedure or Arbitration,
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ARTICLE 2

NON-DISCRIMINATION

Seefion 2.1 Prohibition against Discrimination for Exercise of Rights under the 1LRA

y and the Union agree that neither will

In the application of the terms of this Agreement, the Cit
as defined under the

discriminate against any Records Specialists on the basis of her rights
Illinois Labor Relations Act.

Section 2.2 Prohibition Against Diseri mination Generally

In accordance with applicable law, neither the City nor the Chapter shall discriminate against any
employee covered by this Agreement on the basis of race, sex, creed, religion, color, sexual
preference, marital (including parental) status, age, national origin, membership or lack of
membership in the Chapter, or mental and/or physical disability unrelated to the member's ability
to perform the job. Any claim of discrimination on the bases set forth above shall not constitute a
Grievance under this Agreement and the parties agree thal any such claim shall be processed
through the appropriate Federal or State Agency or Cowt rather than through the Grievance
Procedure set forth in this Agreement. The parties agree thal failure to pursue such a complaint
of discrimination through the grievance procedure shall not be the basis of a bar lo proceed

before any State or Federal Agency or Court.

Secfion 2.3 Gender/Terms

The use of the feminine pronoun in this document is understood to be for clerical convenience
only, and it is further understood that the masculine and feminine pronouns are interchangeable.

When the term “Records Manager” is used, it shall be understood to mean “Records Manager or
her designee”.
When the term “Records Section” is used, it shall be understood to mean the Record Specialists

and Records management.

Seetion 2.4 Chapter Representation

f the Chapter shall be permitted, with reasonable notice and prior
which notice may be given by ¢-mail or by phone, and which
ly withheld, to visit the Police Department during working
er's covered by (his Agreement.

Authorized representatives o
approval of the Records Manager,
approval shall not be unreasonab
houts to talk with Records Specialists concerning matt
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Section 3.1

ARTICLE 3

MANAGEMENT RIGHTS

Manapgement Rights

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

1.

10.

11.

12,

13.

14.

15.

To plan, direct, control and determine the budget and all the operations, services and
missions of the City;

To supervise and direct the working forces;

To hire and pronote employees;

To establish the qualifications for employment and to employ employees;
To schedule and assign work;

To examine employees;

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

To establish work and productivity standards, and from time to time, to change those
standards;

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

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

To determine whether services are to be provided by employces covered by this
Agreement or by other employees or persons not covered by (his Agreement subject
to the subcontracting provisions contained herein;

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

To evaluate members;

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

To change or eliminate existing methods, equipment or facilities or introduce new ones,
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16. To establish and modify standards and/or criteria for employee training and
education and assign employees to training and education for job related duties;

17. To determine work hours (shift hours);

18. To change, combine or modify job duties within the framework provided for in the
Illinois Labor Relations Act;

19, To determine internal investigation procedurcs;

20. To take any and all actions as may be necessary (o carry oul the mission of the City and
the Police Department in the event of eivil emergency as may be declared by the mayor
or his authorized designee (who will have the sole discretion to determine that civil
emergency conditions exist which may include, but not be limited {o, riots, civil
disorders, tornado conditions, floods or other catastrophes), which actions may include
the suspension of the provisions of this Agreement provided that wage rafes shall not be
suspended and providing that all provisions of this Agreement shall be promptly removed
once a civil emergency condition ceases to exist, and to carry oul the missions of the
City. In the event of such emergency action, the provisions of this Agreement
pertaining to usage of accumulated leave time may be suspended, provided that all
the provisions of this Agreement shall be immediately reinstated once the local
disaster or emergency condition ceases to exist,

Inherent managerial functions, prerogatives and policy-making rights which the City has not
expressly restricted by a specific provision of this Agreement are not in any way, directly or
indirectly, subject to the grievance procedures contained herein, provided, however, that the
exercise of any of the above rights shall be subject to the Union's rights under Section 4 of the
Illinois Public Labor Relations Act and shall not conflict with any of the express written provisions of
this Agreement. All matters not specified in this Agreement shall be subject to the provisions of the
City of Naperville Employee Policy Manual as amended from time to time, and the rules,
regulations and general orders of the Police Department.
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ARTICLE 4

NO STRIKE

Seetion 4.1 No Strike

Neither the Chapter nor any members, agents or employces will instigate, promote, sponsor,
engage in, or condone any strike, sympathy strike, slowdown, sit-down, concerted stoppage of
work, concerted refusal 1o perform overtime, or work to the rule situation, mass absentecism,
picketing for or against the City of Naperville or any other intentional interruption or disruption of
the operations of the City, regardless of the reason for so doing. Any or all members who violate any
of the provisions of this article may be discharged or otherwise disciplined by the City. Each member
who holds the position of steward of the Chapter oceupics a position of special trust and responsibility
in attempting to bring about compliance with the provisions of this Article, In addition, in the
event of a violation of this Section of this Article, the Chapter agrees to inform its members of their
obligations under this Agreement and to direct them to return to work.

Seefion 4.2 No Lockoat
The City will not lock out any members dwing the term of this Agreement as a result of a labor
dispute with the Chapter.

Section 4.3 Penalty

The only matter which may be made the subject of a Grievance concerning disciplinary action

imposed for an alleged violation of Section 4.1 above is whether or not the Record Specialist
actually engaged in such prohibited conduct. The discipline imposed for such violations shall
not be subject lo the Grievance provisions. The failure to confer a penalty in any instance is not
a waiver of such right in any other instance nor is it a precedent. The Parties retain their
respective rights as set forth in the Illinois Public Labor Relations Act.

Section 4.4 Judicial Restraind

Nothing contained herein shall preclude the City or the Chapter from obfaining judicial restraint and
damages in the event the other party violates the no strike or no lockout provisions of this
Article. There shall be no obligation to exhaust the grievance procedure contained in this
Agreement before instituting court action seeking such judicial restraint or damages.
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ARTICLE 5

DUES DEDUCTION AND FAIR SITARE

Section 5.1 Dues Deduction

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

Scefion 5.2 Fair Share

(a) Pursuant to section 315/6 of the Illinois Public Labor Relations Act, the parties agree that as of
the date of the signing hereof, if a majority of the members of the bargaining unit recognized
hereby have voluntarily authorized a deduction under Section 5.1 of this Article, or if the

Chapter otherwise demonstrates and verifies to {he Employer that such majority of the members
Chapter members employed

of said unit are dues paying members of the Chapter at the time, non-
in positions in the bargaining unit, who choose, not to become members within sixty (60) days

after the day of their hire, shall be required to pay a [fair Share Fee not to exceed (he amount of
all be deducted from the member's

dues uniformly required of members. Such Fair Share Fee sh
paycheck. Such involuntary deduction shall temain in effect for the duration of this Labor

Agreement.

(b) The employer shall take such steps as may be required lo accomplish any wage withholding.
authorized or required by Sections 5.1 and 5.2 hereof and shall do such things as are necessary to
cause said withholding to be remitted to the collective bargaining agent within thirty (30)
calendar days after the date of withbolding, provided that nothing contained in this Agreement
shall require the Employer to make any withholding unless and until the Chapter has notified the
Employer of the address to which (he amount 50 withheld should be sent and has certified the
amount of the Fair Share Fee to be withheld, both within sufficient time to permit the Employer
to carry out its obligation to so withhold. The fair share/regular dues amount withheld shall not
change until the Chapter notifies the Employer that a different Fair Share amount should be
collected and such notification shall occur on an annual basis, and shall occur not less than
sixty (60) days prior to its effective date.

(c) Said Fair Share payment shall not exceed the dues paid voluntarily to the Chapter by
Members covered hereby.

(d) Fair Share payments shall be used in accordance with applicable law.

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

ARTICLE 6

MEMBER SECURITY

Seetion 6.1  Personnel Files

lists' personnel files (hereinafter referenced as “Personnel

The City shall maintain Record Specia
0 ILCS 40/1 et

File or Personnel Files”) in accordance with the Personnel Record Review Act, 82
seq. and other applicable law.

Seetion 6.2 Right of Inspection

Record Specialists' Personnel Files shall be available for inspection by a Record Specialist upon
inspect a Record

reasonable notification to the Records Manager. A Chapter Representative may 1
file if the Record Specialist provides the Record Manager with a written
Personne! Files may be inspected during business days between the
hours of 9 a.m. and 5 p.n1. unless another time is agreed upon. 1l one or more of the exceptions
set forth in Section 10 of the Personnel Record Review Act are applicable to materials in the
Personnel File, those materials shall not be made available for inspection.

No part of the Personnel File may be removed from the Police Department, and the Record
Manager, or her designee, may be present at all times the inspection takes place.

Specialist's
authorization to that effect.

Seetion 6.3 Rights to Copics

A Record Specialist shall be entitled to copies of any material in her Personnel File unless an
exception set forth in Section 10 of the Personnel Record Review Act is applicable.

Secfion 6.4  Right to Rebuital

In the event that a Record Specialist's Personnel File contains material which the Record
Specialist believes is adverse to the Record Specialist, said Record Specialist shall have the right
to have placed in her Personnel File a written rebuttal fo said material.

Page 8 of 40



ARTICLE 7

SENIORITY

Seefion 7.1 Definition of Seniority

As used herein the term "Seniority" shall refer to and be defined as the continuous full-
time length of service or employment with the Records Unit.

Section 7.2 Seniorily List

The Records Manager shall prepare a list seiting forth the current Seniority dates for all
Record Specialists covered by this Agreement (“Seniority List™). The Seniority List shall be
updated from time to time as changes oceur in Record Specialist Seniority. The Records
Manager shall provide the Record Specialists with up to date copies of the Seniority List prior to
the annual Selection Day described in Article 15.

Seetion 7.3 Termination of Seniovity
A Record Specialist’s Seniority shall be lost when she:
1) Resigns or transfers from her employment with the Police Department; or
2) Is discharged for just cause and not reinstated in accordance with this Agreement;
or
3) Is laid off pursuant for a period of twenty-four (24) months in accordance with

this Agreement; or

4) Accepts gainful employment while on an approved leave of absence unless
continuation of Seniority is approved in writing by the City Manager; or

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

report.

Section 7.4  Accrual of Seniorify

pecialists will not continue to accrue Seniority credit

Except as required by law, Record S
f absence in excess of thirty (30) days.

for all time spent on an authorized unpaid leave o
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ARTICLE 8

GRIEVANCE PROCEDURE

Seetion 8.1  Definitions

A “business day” is defined as a calendar day exclusive of Saturdays, Sundays or Holidays, A
“Grievance” is defined as a dispute raised by a Records Specialist or by the Chapter involving an

alleged violation of an express provision of this Agreement.

Section 8.2  Grievance Procedure

82.1 Grievance Form: A grievance (hereinafter “Grievance”) shall be processed on
the grievance form (hereinafter “Grievance Form) attached hereto as Appendix
A which may be supplemented by additional pages as needed,

8.2.2 Contents of Gricvances - All Grievances shall set forth the following:

(a)  The specific provision(s) of this Agreement, including the specific portion
of such provision, which are alleged to have been violated;

(b) A statement of facts which are the basis for each alleged violation(s); and

(¢)  The specific relief requested.

Grievances that do not contain each of these elements may be returned to the Grievant by the

Records Manager within three (3) calendar days of receipt with a note indicating what is missing.

The timeframe for response at Step 1 will be stayed until the Grievance form is submitted. The
he Grievance fo her Supervisor with g

Grievant shall have five (5) calendar days to resubmit 1
copy to the Records Manager. Upon resubmission, the Grievance shall be processed as is and

the timeframe for responding thereto shall be caleulated from the day following resubmission.

8.2.3 Scheduling: Grievance meetings provided for al each Step described below shall
be scheduled in a manner that does not interfere with the efficient operation of the

Records Section.

82.4 Timeframe for Filing a_Gricvance: All Grievances must be tendered to the
Records Specialist’s Supervisor, with a copy to the Records Manager, no later
than seven (7) calendar days from the date of the occurrence of the matter giving
rise 1o the Grievance, or within seven (7) calendar days after the Records
Specialist or the Chapter, through the use of reasonable diligence, could have
obtained knowledge of the occurrence or of the evenl giving rise to the Grievancc.
No Grievance shall be entertained or processed unless it is submitted within the
time-frames set forth above. If a Grievance is not timely presented, it shall be
considered waived and may not be further pursued,

82.5 Timeframe for Appeal: Any appeal from Step 1 to Step 2 or from Step 2 to Step
3 shall be made within seven (7) calendar days after a response at any Step has
been issued by the City, If a Grievance is not appealed within the time-frame
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8.2.6

827

8.2.8

8.2.9

specified, it shall be considered setiled on the basis of the City's response at the
last Step and any further appeal shall be deemed waived, If the City does not
respond to a Grievance within the specified timeframe at Step 1 or Step 2, the
Grievant and/or the Chapter may elect to treat the Grievance as denied at that Step
and appeal the Grievance to the next Step. The timeframes specified in this
Section 8 may be extended by mutual agreement of the parties.

Bypassing Steps: The parties may, by mutual written agreement in a specific
instance, agree to bypass one or more steps of the Grievance Procedure,

Chapter Representation

The Chapter shall have the right to designate up to three (3) employees as Chapter
Representatives, The names of the Records Specialists selected shall be certified
in writing to the Police Chief and the Records Manager by the Chapter in January
of each year. The Chapter may submit revised lists from time to time.

A Chapter Representative shall be allowed to represent a Records Specialist-
Grievant at a meeting held pursuant to Grievance Procedure Steps 1-3 if requested
by the Grievant to do so. If such meeting occurs during work hours, the Chapter
Records Specialist may attend without loss of pay. No more than one (1) Records
Specialist shall be present at any Step of the Grievance Procedure, The Grievant
is not included in this limitation. Records Specialists who are required witnesses
are not included in this limitation so long as their attendance is strictly limited to

the time period necessary for them to testify.

Step 1:

Any Records Specialist and/or Chapter Representative who has a Grievance shall
submit the Grievance in writing on the Grievance Form to the Records Manager,

in accord with the provisions of Section 8.2,1 - 8.2.5.

(a) The Records Manager, or her designee, shall investigate the Grievance, In
the course of such investigation the Records Manager shall offer to discuss
the Grievance with the Grievant and an authorized Chapter representative,
if one is requested by the Records Specialist, within seven (7) calendar
days of receipt at a time mutually agreeable to the parties.

(b)  The Records Manager, or her designee, shall provide a written summary

of her response, or the resolution if one iy agreed upon, within scven (7)
calendar days following said meeting.

Step 2:

A Grievance may be appealed to Step 2 of the Grievance Procedure if it is not
adjusted at Step 1 upon submission of a written appeal to the Police Chief on the
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Grievance Form within ten (10) calendar days of receipt of the decision rendered
at Step 2. The Grievance shall state the basis upon which the Grievant believes

the Grievance was impropetly denied at Step 1.

A meeting shall be held at a mutually agreeable time and place with the Grievant,
the Police Chief, or his designee, the Records Manager, or her designee, and a
Chapter Representative if one has been requested by the Grievant. Such meeting
shall occur within fourteen (14) calendar days of receipt of the appeal (o Step 2

unless otherwise agreed to by the partics,

If the Grievance is scitled as a result of such meeting, the settlement shall be
reduced to writing and signed by the parties unless both parties agree otherwise,

If no settlement is reached, the Police Chief, or his designee, shall submit a
wrilten response to the Chapter within fourteen (14) calendar days following the

meeting,.

8.2,10 Step 3:

If a Grievance is not settled at Step 2 and the Chapter desires to appeal, the appeal
shall be submitted in writing by the Chapter to the City Manager within {en (10)
calendar days of receipt of the decision rendered at Step 2. The grievance shall
specifically state the basis upon which the Grievant believes the Grievance was

improperly denied at Step 2.
A meeting shall be held at a mutually agreeable time and place with the Grievant,
the City Manager, or his designee, the Records Manager, or her designee, and a

Chapter Representative if one has been requested by the Grievant. Such meeting
shall occur within fourteen (14) calendar days of receipt of the appeal to Step 3

unless otherwise agreed to by the parties.

If the Grievance is settled as a result of such meeting, the settlement shall be
reduced to writing and signed by the parties unless both parties agree otherwise,

If no settlement is reached, the City Manager, or bis designee, shall submit a
written response to the Chapter within fourteen (14) calendar days following the

meeting,

Scetion 8.3 Arbitration

If the grievance is not settled in Step 3, and the Chapter wishes to appeal the Grievance from
Step 3, the Chapter may refer the matter to arbitration (hereinafler “Arbitration”), as described
below, within fourteen (14) calendar days of receipt of the City's written answer as provided to
the Chapter at Step 3. If a Grievance is not referred to Arbitration within the timeframe
specified, it shall be considered settled on the basis of the City’s response at Step 3 and no

referral to Arbitration may be made,
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)

2)

3)

4

5)

6)

7

8)

9

The City and the Chapter shall attempt to agree upon an arbitrator (hereinafier
“Arbitrator”) within seven (7) calendar days after receipt of the notice of referral.
In the event the parties are unable to agree upon the arbitrator within said seven
(7) day period, the parties shall jointly request the Federal Mediation and
Conciliation Service to submit a panel of seven (7) atbitrators, pursuant to its
Labor Arbitration Rules from the “Metropolitan” Area (125 mile radius). The parties
agree that {hey can mutually reject an entire panel and request that a new pancl be
submitted before the siriking process begins. The parties shall determine by the
toss of a coin who shall strike first, then alternately strike names one at a time until
one Arbitrator is selected, If the Arbitrator selected is unavailable for hearing for
more than six (6) months a new Arbitrator will be selected from either the current

panel or a new panel if requested by either party.

The Arbitrator shall be notified of his/her selection and shall be requested to set a
time and place for the hearing, subject to the availability of Chapter and City

representatives.

More than one Grievance may be submitied to the same Arbitrator only if both
parties mutually agree to do so in writing.

Both parties shall attempt to arrive at a joint stipulation of the facts and issues to be
submitted to the Arbitrator. Those facts and issues agreed upon shall be designated
as “Agreed”. Those facts and issues not agreed upon shall be designated as
“Disputed — Grievant’s Disputed Statement of Facts & Issues” or “Disputed — City

Disputed Statement of Facts & Issues”.

The City and Chapter shall have the right to request the Arbitrator to require the
presence of witnesses or documents. Each party shall bear the costs of its own

witnesses and for the production of documents.

The City and the Chapter retain the right to employ legal counsel at their own
expense,

The Chapter and the City may request that, if possible, the Arbitrator submit
his/her decision in writing within thirty (30) calendar days following the close of
the hearing or the submission of briefs by the parties, whichever is later,

The fees and expenses of the Arbitrator shall be divided equally between the City
and the Chapter,

If either party desires a verbatim record of the proceedings, it may cause such to
be made, providing it pays for the record and makes a copy available without
charge to the Arbitrator. If the other party also desires a copy of the record, it
shall share equally in the cost of the record. In the event that the Arbitrator
requests a copy of the transcript, the parties shall share equally in the cost of the

record,
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Scetion 8.4 Limitations on Authority of Arbitrator

The Arbitrator shall have no right to amend, modify, nullify, ignore, add to, or subtract from the
provisions of this Agreement, The Arbitrator shall consider and decide only the question of fact
as to whether there has been violation, misinterpretation or misapplication of the specific
provisions of this Agreement. The Arbitrator shall be empowered to determine the issue raised
by the Grievant as submitted in writing at Step 1. The Arbitrator shall have no authority to make a
decision on any issue not so submitted or raised by the Grievant.

The Arbitrator shall be without power to make any decision or award, which is contrary to or
inconsistent with, in any way, applicable laws, or of rulcs and regulations of administrative bodies

that have the force and effect of law.
The Arbitrator shall not in any way limit or interfere with the powers, duties and responsibilities
of the City under the Constitution of the State of Illinois, state statutes, and applicable court

decisions. Any decision or award of the Arbitrator rendered within the limitations of this Section
shall be final and binding upon the City, the Chapter and the Records Specialists covered by this

Agreement,
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ARTICLE 9

DISCIPLINE

Section 9.1 Discipline for Just Cause

In general, the City will practice progressive discipline. Record Specialists shall not be
disciplined except for just cause. When just cause exists, the City shall have the right to invoke
one or more of the following disciplinary measures set forth below.

Seetion 9.2 Oral or Written Reprimand

This is a censure, expressing formal disapproval of the action or actions of a Record Specialist,
i1l be recorded in writing in the Record's

but carries no loss of privileges. Oral reptimands wi
Manager File and will not be recorded in the employee's official personnel file.  An oral
reprimand shall not be subject to the Grievance or Arbitration procedures provided for in this

Agreement,
e issued by the Records Manager or by a supervisor in the Records

visor issues a written reprimand, it should be countersigned by the
to the Record Specialist and

A written reprimand may b
Department.  When a super
Records Manager. A copy of the written reprimand shall be given
another shall be placed in the Record Specialist's personnel file,

Section 9.3 Suspension Without Pay

Specialist from employment accompanicd by a
concurrent and temporary loss of wages. The Police Chief, or his designee, has the authority to
implement a suspension of a Record Specialist up to a maximum of three (3) days. Any
suspension greater than three (3) days must be approved by the City Manager.

This is the temporary removal of a Record

Seefion 9.4 Termination of Employment

Termination of employment is the act of discharge from et nployment and the permanent loss of
all privileges of employment. The Records Manager may recommend to the Police Chief, or his
designee, that a Record Specialist be terminated from her employment. This provision does not
waive any right an employee may have under the Grievance Procedure set forth in Article 8.

Section 9.5 Conduct

The parties agree that they shall treat each other with respect and courtesy.

Section 9.6  Disciplinary Questioning

erein shall be construed as a waiver of Record Specialists’ rights under the Illinois
tion during disciplinary questioning if requested.

Nothing h
Public Labor Relations Act 1o union representa
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ARTICLE 10

DRUG FREE WORKPLACKE

Section 10,1 Drug Free Workplace

The provisions set forth below and the provisions of Chapter 11 of the City’s Employee Policy
Manual (as revised and initialed and is attached hereto and made part hercof as Appendix B,
shall govern drug and alcohol testing and promote a drug free workplace, To the extent there are
any conflicts between the provisions set forth in Appendix B and Subsections 10.2 and 10.3

below, Subsections 10.2 and 10.3 shall control.

Seetion 10,2 Right to Consult

If a Records Specialist is ordered to submit to testing authorized by this Agreement, she shall be
permitted to consult with a Member representative of the Union within a reasonable time, not to
exceed thirty (30) minutes from the time the order is given, as long as such consultation does not

interfere with the timely execution of the order,

Section 10,3 Right 1o Conlest

with or without the Chapter, shall have the right to file a
by this Article contesting the basis for the order to
submit to the tests, the administration of the tests, the significance and accuracy of the tests, or results
or any other alleged violation of this Article. Such grievances shall be commenced at Step 2 of the
grievance procedure. It is agreed that the parties in no way intend or have in any manner
restricted, diminished or otherwise impaired any legal rights that members may have with regard
to such testing. Membets retain any such rights as may exist and may pursue the same in their
own discretion, with or without the assistance of the Chapter.

The Chapter and/or the member,
grievance concerning any testing permitted

Any Last Chance agreement subject to this policy shall permit the Grievant to challenge whether
the violation occurred, but not the level of discipline.

Section 10.4 Employee Email

Employees acting as bargaining team members and/or stewards shall be authorized to utilize the
Employer’s email system to communicate with the Union and bargaining unit members,

provided that such communication is limited {o Union business.
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ARTICLE 11

LAYOFF AND RECALL

Seetion 11,1 Layoff

The City, in its discretion, shall determine whether layoffs are necessary. If the City determines
that layoffs are necessary, members covered by this Agreement will be laid off in accordance
with their length of service as a Regords Specialist within the Records Unit. Ixcept in an
emergency, no layoff will occur without at least fiftcen (15) calendar day notification to the
Chapter, in order to afford the Chapter the opportunity to provide advisory input through a labor
management meeting, provided this process will not be used to delay the layoffs.

Section 11.2  Recall

Members who are laid off shall be placed on a recall list for a period of two (2) years. If there is
a recall, members who are still on the recall list shall be recalled, in the inverse order of their
layoff, provided they are fully qualified to perform the work to which they are recalled.
However, members recalled to duty shall be subject to a reasonable amount of retraining at the
discretion of the Chicf of Police, members who are eligible for a recall shall be given fourteen
(14) calendar days’ notice of recall, and notice of recall shall be sent to the member by certified
or registered mail with a copy to the Chapter, provided that the member must notify the Police
Chief or his designee of his intention to return to work within seven (7) days after receiving
notice of recall, The City shall be deemed to have fulfilled its obligations by mailing the recall
notice by certified mail, return receipt requested, to the mailing address last provided by the
member, it being the obligation and responsibility of the member to provide the Police Chief or
his designee with his latest mailing address. 1f a member fails to timely respond to a recall
notice, his name shall be placed at the bottom of the recall list for the first failure, and shall be
climinated for any subsequent failure to respond, provided the recall requests are over ninety

(90) days apart,
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ARTICLE 12

LABOR-MANAGEMENT CONFERENCES

Seefion 12.1  Purpose of Labor Management Mectings

In the interest of harmonious employee relations and to promote a unified interpretation and
application of the terms of this Agreement, the parties agree that it is desirable that meetings be
held from time to time between Record Specialists and Records Section management (hereinafter
“Labor Management Meetings”). Such meetings may be initiated at any time by either the
Records Manager or a Chapter Representative. The date, time, place, and agenda for such

meetings shall be mutually agreed upon.

Staff meetings scheduled by the Records Manager shall not be considered Labor Management
Meetings.

Labor Management Meeting topics may include, but are not limited:

1) discussion on the implementation and general administration of this Agreement;

2) a sharing of general information of interest to the parties;
3) notifying the Chapter of changes in conditions of employment contemplated by the

Employer which may affect members;
4) safety issues.

Section 12.2  Scope of Labor Management Conferences

sive of the gricvance procedure.

It is expressly understood and agreed that such meetings shall be exclu
“labor-

Grievances being processed under the grievance procedure shall not be considered at
management conferences”, nor shall negotiations for the purpose of altering any or all of the

terms of this Agreement be carried on at such meetings.

Section 12,3 Attendance

Attendance at Labor Management Meetings shall be voluntary on the Record Specialists’ part.
On duty Record Specialists may atiend such meetings without loss of compensation so long as
the Record Manager determines that there is sufficient coverage of the Records Section,
Employees attending Labor Management Meetings while off duty shall not be compensated for

their time.
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ARTICLE 13

SICK LEAVE PAY OUT

Seefion 13.1  Sick Leave Pay Out at Termination

Upon termination, an employee may be eligible to receive a portion of his/her accumulated sick

leave. Bligibility is determined by the employee’s years of service.

\ the form of a cash payout equivalent to 50% of

his/her accumulated sick leave, up to a maximum of 360 hours provided the employee (erminales
from employment in good standing after completing ten years of full time service, during which
(liey were accruing benefits. This term shall expire and the benefit shall be eliminated effective

on December 31, 2018,

An employee will receive a termination bonus it

Section 13.2  Sick Leave Bonus upon Separation if Bligible for Retirement

On his/her final day of work, am IMRF retirement-cligible employee may convert up to 720
hours (90 days) of earned but unused sick leave as provided herein, Payment will be made at the
salary rate in effect as of the last day worked, minus applicable deductions. Subject to Plan
requirements, the City shall contribute the amount payable as the sick leave bonus into the
employee's Sec. 457 Deferred Compensation plan account, up to the plan limits or into a Retiree
[Health Savings Plan (RHSP). If the payment is made to the Section 457 Plan, any amount over
the Section 457 plan limits will be placed by the City into the employee’s 401(a) account at

retirement,

Effective July 19, 2005, the City Council adopted a Retiree Health Savings Plan (RHSP). Non-
union employees covered by the IMRF Pension Fund who retire on or after July 22, 2005, will
participate in the RHSP if they meet the plan criteria. Rather than having the sick leave bonus
placed into the employee’s Sec. 457 or 401 (a) plans, the City shall contribute the sick leave
bonus to the RHSP (minus applicable deductions, if any) if the employee meets the plan eriteria.
The RUSP entitles eligible employces, as defined in the plan document of the RHSP, to have the
City contribute on their behalf the cash equivalent of their sick leave bonus (up to 90 days, or
720 hours, of earned but unused, unpaid sick leave) to the RHSP to be used for the payment of
health insurance premiums and other eligible health care expenses. The sick leave bonus eligible
for contribution to the RHSP is made at the employee’s salary raie in effect on his/her last day of
work. To qualify for the termination bonus, an employee must:

- Be at least 55 years of age on his/her 1ast work day, and
- Be vested with eight years of service creditable to IMRF, and
- Be separated from employment

¢ Earned, unused sick leave/hours between 720 and 960 can only be used to purchase
IMRF Service Credit.
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o FEarned, unused sick leave over 960 hours can be used to purchase IMRF service
credit as described in the following paragraph; or it may be converted, on a 10to 1
basis, to vacation/PT0 time (i.e. 10 sick days converts to one vacation/PTO day) and

cashed in at retirement,

pension can apply accrued but unpaid sick leave their
used, sick leave for one month
additional scryice

o Employees retiring with an IMRF
pension service credit, at a rate of twenty (20) days of un
of service credit, An employee can purchase a maximum of one year of
credit with 240 sick days. This extension may not be used to qualify for a pension.
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ARTICLE 14

BENEFITS APPLICABLE T(Q RECORD SPECIALISTS
HIRED ON OR AFTER JULY 1, 2011 [Tier 2 Employees]

Section 14.1  Benefits Applicable to Records Specialists Hired on July 1, 2011 or Later

Cily employees hired before July 1, 2011 are referred to in the City as “Tier 1 Employees”. City
employees hired on or after July 1, 2011 are referred to in the City as “Tier 2 Employees”.

Tier 2 Employees are entitled to certain benefits which are different from Tier 1 Employees. The
following provisions in this Agreement apply to Tier 2 Employees only:

Holidays: Notwithstanding any other provision of Article 16 (“Holidays”), Tier 2 Employees are
entitled to the same holidays as Tier 1 Employees except that they are not eligible for floating

holidays,

Paid Time Off: Notwithstanding any other provision of Article 18 (“Time Off under TOP”), Tier 2
Employees are not eligible to participate in the City’s “TOP” (Time Off Program”). Tier 2
Employees shall instead be governed by the City’s Paid Time Off -2011 Plan (“PTO-11 Plan) which
shall govern all matters related to paid time off and utilization and all other topics included in the

Plan. PTO-11 is appended hereto as Appendix C.

Insurance: Notwithstanding any other provision of Article 22 (“Medical, Dental and Lifc
Insurance”), Tier 2 Employees are eligible for the same types of medical insurance coverage as
Tier 1 Employees except that they are not eligible for the Traditional PPO Plan.
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ARTICLE 15

HOURS OF WORK AND OVERTIME

Section 15.1  Application of Arficle

The normal work week shall consist of forly (40) hours Monday through Friday. The Employer
shall defermine the minimum staffing required for each shift schedule slot. The provigions of this
Article shall be used to calculate overtime payments. Nothing in this Agreement shall be construed

as a guarantee of hours of work per day or per week.

Scetion 15,2 Normal Werk Shifts

The parties understand and agree that the Employer has the need to staff its weekday operations on a
flexible basis 1o ensure maximum efficiency and to cover the hours of 6:00 a.m. through 9:00 p.m,
The parties also understand and agree that flexible starting times may be beneficial for employees to
enhance their work/life balance. With these understandings, the parties agrec to the following:

1. The Employer shall create eight (8) hour shift schedule or ten (10) hour shift schedule slots
with varied starting times based upon its operational needs, although no shift shall start
before 6:00 am. or after 1:00 p.m. Imployees shall have the right to select their shifi
schedule slot consistent with the process in Section 15.5 below.

2. The starting times and number of slots for each starting time shall be determined by the
Employer in consultation with local union representatives, The Employer will give
consideration to the Union’s input on the starting times and number of slots for each starting
time but the Employer retains the right to make the final decision based upon its operational
needs. The parties agree that they shall meet and discuss the starting time/number of slots
issue prior to each shift and time off selection period referenced in Section 15.5.

3, Employees upon twenty-four (24) notice can request (o temporarily change their work hours
if needed for personal reasons, for a specific day or days provided the Employer agrees to

the temporary change.

4, In the event that a project or other non-regular work duty needs to be accomplished, and the
Employer determines that working outside of the regular hours of service would be
heneficial .(E.g. FOIA responses on Saturday) employces may, by agreement, adjust their
work schedule so that it includes hours outside of their normal work schedule. The
Employer will provide as much notice as practicable if such hours are requested.

Section 15.3 Court Time
Record Specialists who are required to appear in court pursuant to subpoena for an issue related
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to their employment while on their off-duty time shall receive a minimum of two (2) hours pay at

their overtime rate of pay.

Section 15.4  Time-Keeping

Record Specialists shall swipe in and out of the timekeeping system provided by the City on a
timely basis, Record Specialists who inadvertently swipe in early or late shall promptly notify
their Supervisor to that effect by e-mail so that their time record may be correcled.

Secfion 15.5  Shift and Time Off Selection

15.5.1 Shift Selection Day. During the first or second week of October in each year, one
day shall be designated by the Employer as «Qhift Seleetion Day”. Between the hours of
3 pam. and 5 pan., all Specialists and the Employer shall convene in an Employer
designated location. Al that time each Speeialist, in Seniority order, shall submit their
first choice for shift schedule slot assignment and for time off (including holidays,
vacation and personal days). Afler every Specialist has made their first choice, the
process shall begin again with a second choice, and so on until each shift schedule slot
and all time off has been designated. Attendance in person is preferred to complete this
process. However, if a Specialist is unable to be present due to an emergency or a
preapproved day off, they may attend by telephone or may email their preferred Shift and
days off to the Records Manager who shall act on their behalf during selection. New
shift schedule slot assignments shall take effect on January 1 of each year.

Section 15.6 Overtime

Record Specialists shall have any hours exceeding forty (40) in a week paid at the rate of one-and-

onc-half (1-1/2) times their regular rate of pay. Overtime pay will be in fifteen (15) minute
increments.

Overtime may be authorized by the Records Manager or his/her designee. Overtime may be
verbally approved, but shall be followed up with written confirmation which may be by e-mail.
Except

whete overtime is assigned based upon the most senior person on a Shift as set forth in 15.8 below, the

overtime posting or schedule adjustment may specify that employees will be selected based
on ongoing involvement in a specific matter, possession of specific skills or have a
particular ability or experience. Such limitations will be reasonable and be posted in the
overtime ot schedule adjustment notice. If none of the above criteria apply or more than one
employee meets all of the criteria, the selection shall be based upon seniority. Individual

employees shall not be solicited for overtime,

Mandatory overtime may be required by the Records Manager for all Record Specialists.
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Seetion 15.7 No Pyramiding

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

Section 15.8  Shift Coverage for Unscheduled Absences

An individual scheduled to work a shift schedule slot who is sick or unable to work due to an
emergency (hereinafter referred to as a “Call In”) shall notify the Records Manager or
Supervisor, or their designee, as soon as possible, but not less than two (2) hours in advance of

the start of their shift schedule slot,

The Records Manager shall, at his/her sole discretion, determine whether it is nccessary (o
provide coverage for the Call In. If coverage is deemed necessary, the Records Manager may
request an individual from any shift schedule slot to either hold over or come in early for up to
four (4) hours. . If no one accepts the opporfunity for coverage of the Call In, the Records
Manager shall designate the individual with the lowest seniority scheduled that day to perform
the work. Individuals who have a scheduled day off shall also be contacted.

Seetion 15.9  Temporary Shift Coverage for Iixtended Absences

will be absent from her shift schedule slot for an extended
at his/her sole discretion, notify the Record Specialists
de coverage for the affected slot, If more than one
riority shall govern sclection of the

In the event that 2 Record Specialist
period of time, the Records Manager may,
of the situation and seck volunteers to provi
Record Specialist desires to fill the temporarily vacant slot, sei
individual assigned.

Section 15.10 Switching of Shift Schedule Slots

Record Specialists may request to be allowed to switch shift schedule slots so long as the switch
occurs during the same work week and does not trigger any overtime, The requesl shall be
submitted in writing, signed by both Record Specialists, and directed to the Records Manager for
approval. Once a slot switch has been approved, the Record Specialists shall be required to

honor their request.

Section 15.11 Interpreting

in the event that a Record Specialist is requested by the Employer to assist with interpretation on
site (at the Police Department), the Record Specialist shall do so. In the event that a Record
Specialist is requested to go off site to interpret on behall of the Employeér, hic ar she shall have:
the right to deny such request and such denial shall in no way be a basis for discipline against the
Record Specialist. If the Record Specialist consents to assist with interpreting off site, he or she
shall be escorted to and from the site by a representative of the Police Department, The Records
Manager or Supervisor shall be informed of any occurrence where a Record Specialist assists
with interpreting and shall make any necessary accommodation to that Record Specialist’s

workload.

Page 24 of 40



ARTICLE 16

HOLIDAYS

Section 16.1  Holidays

Twelve (12) paid holidays will be granted to Record Specialists as follows:

New Year's Day

Memorial Day (last Monday in May)

July 4th

Labor Day (first Monday in September)

Veterans’ Day

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

Christmas Day
Three (3) Floating Holidays (not applicable to employees on PTO -11) Floating
holidays must be used in one day increments and are subject to the prior approval

of the Records Manager.

$ o & @2 »

e & o & 9

By October of each calendar ycar, the upcoming year's actual holiday schedule will be published
by the Employer's Human Resources Department. Generally, when an above-listed holiday falls
on a Saturday, it will be observed on the preceding Friday. Generally, when an above-listed
holiday falls on a Sunday, it will be observed on the following Monday. When a particular
calendar year presents a need to deviate from this holiday observance procedure (¢.g. during
leap years), the final decision will be at the discretion of the City Manager and published by

Human Resources.

Section 16.2 Holiday Compensation

Eight (8) hours of straight time shall be paid to all regular and Introductory petiod full-time
Record Specialists for each Holiday.

ceive holiday pay for any Holiday that falls during said
diately prior to and immediately following the Holiday
an unpaid day off on the workday

she will not receive pay for

A Record Specialist on paid leave will re
leave period, provided the work day imme
are paid leave or paid work days. If a Record Specialist takes
immediately before or after a Holiday ligted in Section 16.1 above,

~tliar Holiday—— -

ecialist be required to work on a scheduled Holiday listed in Section 16.1
she will be paid one and a half times (1 '2) her regular rate
ht (8) hours of straight time for holiday

Should a Record Sp
above (other than a floating holiday),
of pay for each hour worked in addition to receiving eig

pay.
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If a Record Specialist is on an unpaid leave, she will not receive holiday pay. A suspension
without pay will result in the loss of holiday pay.

Record Specialists are not eligible for payment in licu of holidays.

Page 26 of 40



ARTICLE 17

LEAVES
SECTION 17.1 Funeral Leave

a full time Record Specialist will be granted up to
d the date of the funeral or other
of pay and withoul charge to

When there is a death in the immediate family,
twenty-four (24) hours off between the date of death an
memorial service. These hours shall be granted without loss

accrued leave,

parents, parents-in-law, children, brothers and sisters,

Immediate family is defined as spouse,
arents of spouse or other

brothers- and sisters-in-law, grandchildren, grandparents, grandp
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 the twenty-four (24) hours funeral leave may be taken under other
of this Agreement at the discretion of the Record Specialist with approval of the

provisions
d leaves excluding sick leave.

Records Manager and will be chargeable to other accrue

SECTION 17.2 Military Leave

A Record Specialist shall receive military leave and seniority in accordance with applicable law
as amended from time to time.

SECTION 17.3 Jury Duly Leave

jury duty shall notify the Records Manager as soon as
(8) hours per day will be paid for the period served if the
ng the actual days she performed jury duty,
not be charged against sick time or vacation
d Specialists may keep any payment for jury

Record Specialists called upon for
possible. Straight time pay for eight
Records Specialist provides documentation evidenci
A Record Specialist’s time served on jury duty shall
time and shall be considered as time worked. Recor

duty served.
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ARTICLE 18

TIME OFF UNDER TOP

Secfion 18.1  Time Off Plan (“TOP™)

Except as provided below, the City of Naperville Time Off Plan (“TOP™) attached hereto as
Appendix D is incorporated into this Agreement by reference. TOP shall govern all matters
related to vacation time, sick time accrual and utilization and all other topics included in the

Plan.
Records Specialists will be allowed to accrue up to one hundred percent (100%) or one year of

their annual PTO accruals as set forth below. Once a Records Specialist reaches the maximum
accrual of one year, they will no longer accrue additional PTO until they are below the one year

maximum cap.

Time OIf Plan (TOP) - Paid Time Off (PTO)

Paid Time Off (PTO) eliminates the distinction between sick and vacation. PTO is an accrual of
time, which an employee can use for any purpose such as vacation, other leisure time, personal

illness, or to care for another person who is ill.

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

based on the originally budgeted 20 hour work week,

PTO time will not be carned during any period of unpaid leave. A maximum l-year accrual of
PTO lime may be accumulated at any one time. When the maximum 1 year accrual cap is
reached no additional PTO is earned until the employee uses sufficient time to bring their
accruals below the maximum accrual limit. PTO is carned according to the following schedule

after June 9, 2002,

Start of Year Annual PTO *Accrual Per Pay Maximum
Accrual (hours) Period (hours) Accrual

1 120 4,62 120

2 120 462 T TI200 ——

3 120 4,62 120

4 120 4,62 120

5 160 6.15 160

6 160 6.15 160

7 160 6.15 160

8 160 6.15 160
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9 160 6.15 160

10 160 6.15 160
11 200 7.69 200
12 200 7.69 200
13 200 7.69 200
14 200 7.69 200
15 200 7.69 200
16 208 8.00 208
17 216 8.31 216
18 224 8.62 224
19 232 8.92 232
20 + 240 9.23 240

Accrual is rounded on the last pay period of the calendar year to balance the accruals required.

Usage of PTO is governed by each department’s work rules and is subject to supervisory
approval, All accrued PTO will be paid out at {he time an employee separates from employment.
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ARTICLE 19

UNIFORMS AND EQUIPMENT

19,1  Uniforms and lguipment

Any specialty unifortns or equipment required shall be provided by the Employer.
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ARTICLE 20
SUBCONTRACTING

Seetion 20,1 Subg¢ontracting,

y work it deems necessary when such

The City shall have the right to subcontract out an
of any bargaining unit membets,

subcontracting will not cause the layofI or reduction of force
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ARTICLE 21

TUITION REIMBURSEMENT PROGRAM

Section 21,1 Tuition Reimbursement Program

Record Specialists shall be eligible to participate in the City’s Tuition Reimbursement Program
in the same manner and subject to the same terms and conditions as non-union employces of the

City.
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ARTICLE 22

MEDICAL, DENTAL AND LIFI INSURANCE

Section 22.1

Record Specialists participating in the City’s 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

mounts may be adjusted each year of the contract on January 1. The City shall have

premium a
y 1 of each year

the right to implement new employee premium contribution rates on Januar
consistent with the above language regardless of whether the collective bargaining agreement has

d. Nothing herein shall restrict the Union’s right to bargain over the terms of medical and

expire
ution amounts for 2016

dental insurance. The premium amounts and employee premium contrib
are appended hereto as APPENDIX E.

Seetion 22.2

The Employer agrees (o continue medical and dental benefits provided for in this Article as set
forth on the plan summary sheets appended to this agreement as APPENDIX F. If during the
term of this agreement the City modifies the terms of these medical plans and implements the
modifications with all non-sworn police department employees, the Union agrees to consent (o
implementation of the modified terms for members its bargaining unit, , Nothing in this
Agreement restricts the City’s right: to change insurance carriers, plan adminisirators or
networks; to self-insure and to change the method or manner of self-insurance; to change benefit
levels as directed 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.

Scetion 22.3 Life Insurance
ovided a life insurance benefit and an accidental death and

Record Specialists shall be pr
dismemberment benefit under the same terms and conditions as such benefits are available to
an is also available

non-union_emplayees of the City. A supplemental optional life insurance pl

for purchase by Record Specialists.

Seelion 22.4 Medieal Expense Reimbursement Plan, Dependent Care Plan, and other

Voluntary Programs

Record Specialists shall be allowed to participate in the City’s Medical Expense
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and any other policies or plans made available by

Reimbursement Plan, Dependent Care Plan,
d to the same extent as such policies and

the City on a volunlary basis in the same manner an
plans are available to non-union employees of the City.

Seetion 22,5 Terms of Policies to Govern

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

Grievance Procedure provided for in Article 6 herein.
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ARTICLE 23

WAGES AND COMPENSATION

Seetion 23.1

Employees shall be paid consistent with the rates in APPENDIX G, Step level is based
on years of service in the City. Step increases will be implemented no later than the pay period

afier the employee reaches the listed yoars of service.
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ARTICLE 24

SUPERVISORY WORK

Seetion 24.1  Supervisory Work

The parties agree that Record Supervisors may perform bargaining unit work consistent with past
practice in the Records Department so long as performance of bargaining unit work by Record
Supervisors does not result in any full time bargaining unit member being scheduled for less than
40 hours of work in a week and does not result in any part time bargaining unit member being
scheduled for less than the number of hours in their normal work week.,

off status and is subject to recall in accord

However, if a bargaining unit member has been laid
d Supervisors shall not perform more than

with Article 11/Layoff and Recall, Section 11.2, Recor
4 hours of bargaining unit work a day.

{ it is not the intent of the City to use supervisory work to supplant current

The City agrees tha
the intent of the Union for this

bargaining unit positions and the Union agrees that it is not
provision to act as a guarantee of staffing levels.
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ARTICLI 25

BULLETIN BOARDS

Qeetion 25.1  Bulletin Boards

The City will provide the Chapter with a bulletin board in a designated location which will be
accessible to all Record Specialists upon which the Chapter may post its notices subject to
approval of the Record Manager, If there is any objectionable material on the bulletin board, the
Record Manager will remove it and provide the Chapter with an explanation,
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ARTICLE 26

SAVINGS CLAUSE

Section 26.1  Savings Clause

this Agreement or any application thereof should be rendered or declared
of any judicial action, or by existing or
r by Exccutive Order or any Federal or State

If any provision of
unlawful, invalid, or unenforceable by virtue

subsequently enacted Federal or State legislation, o
boards or agencies, or other competent authority, the remaining provisions of this Agreement

shall remain in full force and effect. In such event, upon the request of cither party hereto, the
partics shall meet promptly and negotiate with respect to substitute provisions for those
provisions rendered or declared unlawlul, invalid or unenforceable.
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ARTICLI 27

TERM

e —

Section 27.1  Term of the Agreement

This Agreement shall be effective May 1, 2015, and shall remain in full force and effect until
December 31, 2018, It shall continue in effect from year to year thereafter unless notice of
termination or demand to bargain is given in writing by certificd mail by either party not less
than sixty (60) nor more than ninety (90) days before December 31, 20180r any subsequent
annual expiration date.

Notices under this Article shall be addressed by the Employer to the Chapter to the attention of
the President, Metropolitan Alliance of Police at 215 Remington Blvd., Bolingbrook, 1L 60440,
and to the employer by the Chapter to the attention of the City Manager at 400 South Eagle

Street, Naperville, IL 60540.

Either party may, by written notice, change the address to which such notice shall be given.
The notices referred to herein shall be considered to have been given as of the date shown on the
postmark, Written notice may be tendered in person, in which case the date of notice shall be the

date of receipt,
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ARTICLE 28

COMPLETE AGREEMENT

Section 28.1 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 this Agreement, it may be
changed by the Employer as provide in the Management Rights Clause in Article 3.

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 Employer and the Chapter, for the duration of this Agreement,
each voluntarily and unqualifiedly waives the right, and each agrees that the other shall not be
obligated to bargain collectively with respect to any subject or matter, referred to or covered in
this Agreement, even though such subjects or matters may not have been within the knowledge
or contemplation of the parties at the time they negotiated or signed this Agreement.

NESS WHEREOF, the parties hereto have affixed their signatures this day of

IN WIT
ﬁ%t ,2016.

METROPOLITAN ALLIANCE CITY OF NAPERVILLE

OF POLICE CHAPTER 582
= /{} O av //ﬁr/

‘A (}
(Name) D/o’ﬁglas A. Krieger /
Metropolitan Alliance of Police City Manager
Seph (ndalina, %YLM‘&@LJ
residénf, Metropolitan Alliance of Police Pain LaFeber, Ph.D.
Ciyy Clerk

Date: 5}/@4 / % Date: g/M ///0
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APPENDIX B
DRUG-FREE WORKPLACE POLICY
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{1 Employee Policy Manual
Drug-Free Workplace Policy
Document Owner: HR Generalist Version: 1
_Approved by: City Manager Effective Diate: 10/19/2004

Printed coples are for réference only. The officlal version of the Employee
Policy Manual is located at http://mcweb.

Diug-Free Workplace Policy - Defipltions
Drug-Free Wotkplace Policy - General Policles - PUITOSE .

Drug-Free Workplace Policy - Spedfic Policles and Prohibitions

Drug-Free Workplace Policy - Emploves Bequests for Assjstance

Brua-Free Warkplace-Pollcy.- Impaliment While On-Duty - Legal. Diugs and  Alcoliol
Divg-Froe Workplace Policy - Jmpalrment While On-Dyty - egal Diugs
Drug:Fiee Workolace Pollcy - Drug and Alcohol Testing Peplited

prug-Free Workplace Policy - Order to Submit Lo Testing

wﬂgﬂs&lﬂm Palley - Drug Tests and Procedures

Drug-Free Workplace Policy - Alcohol Tests and Procedures

Drug-Free Workplace Policy ~ Medital Review Officer .
Prug-Free Wo - Positi igl: i
Drug-Free Workplace Polley - Confidentiality of Test Results:
Drug-firee Workplace Palicy - Right to Contest

Drug-Freq Workplace, Policy - Rights Betalned




1 City of Naperville

Drug-Free Workplace Policy ~ Definitions

14 i| Eroployee Policy Manual

Document Owner: HR Generalist

Versfon: 1
Effective Date: 10/19/2004

Approved by: City Manager

Prnted coples are for reference anly. The official version of the Em

ployee

Policy Manual is located at http:/fmeweb.

Throughout this Chapter, the words and phrases speoified in this section will have the
following meanings, vnless othierwise clearly indicated by the context:

WORD OR TERM:
Abuse of Drugs:

Abuse of Alcohol:

Accident:

Breath Alcohol Tests:

Breath Alcohol Techniciag (BAT):

( . - Confirmed Test:

DEFINITION: .
The use of any drug which is legal, in the

absence of a required medical prescription or
in excess of a preseribed dosage, to- the extent
that such usage cavses jmpainment, or any use
ofillegal drugs.

The use of alcohol to the extent that such uso
oither renders one's blood  alcohol
concentration to be *.02% or greater, or causes
impairment © (*Specific collective
bargaining apreements or department work
rules may impoag different restrictions.)

Any accident which an employco causes or
contributes to, which significantly dumages
cquipment  (including,  without limitation,
nutomobiles, trucks and. othef property), or
which results in a personal injury requiriag
emorgency medical treatment: away from the
scenc of the accident, Significant dumsge will
include but not be limited Lo vehitles towed
and any vehicle that cannot immediately be put
back into servioe for the City.

The tests used to determine blood alcohol
content,

Thé operator of the breath alcohol anaiyzing
unit (evidentisl breath tester — EBT).

A drug or alcohol tesi conducted in accordance
with the provisions of this Policy, in which the
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results are positive. dj; . ,’f,fl' (:67

The second test used to analyze a urine sample

: ':'J Confirmatory Test - Drugs: s
or drug testing.
The City’s Bmployee Assistance Program

BAP:
(described in Chapter 5 of (his manual).

Marijuans, cotaine, opiatés, pheneyclidine
(PCcP), or  ampholamines, presetibed
medications, and all contolled substances
listed in Schedules I-V of 21 U.S.C, & 821 and
21 C.F.R. Pat 1308, as well as any controlled
substauces as defined in the Mllinois Controlled
Substance Act, 720 JLCS 570, or Cannabis
Control Act, 720 ILCS 550, or other
substances that have no recognized medical
use but are pot listed in the controlled
substances schedules (like “designer” or “club”
drugs), which are not being used under the
supervision of a licensed health care provider
or otherwise in accordance with law,

Dlegal Dmg: '

The inability .to petform job-related

Impairment:
requirements.

The first test administered by a Broath Alcohol
Techuigian using e breath evidential breath

tester,

Initial Test or Soreening - Alcohol: *

The first test used to analyze a urine sample for

Initial Test or Soreening ~ Drugs:
drug testing,

Policy: ' The City of Naperville Drug-Fiee Workplace
i Policy or the DOT Driver Drug & Alcohal
Testing Policy, found in'Chdpter 11 of this .
Employee Policy Manual. .

The results of a chemical drug or alcohol test
conducted In accordanco with the provisions of
this Policy which excoed the minimum
standards for breath alcohol conceptration or
drug concentration permitted under this Polioy.

Posiﬁve Test Results:

C‘ = Prescription Drug: Any drug which may lawfully be obtained only

Prgod-ofl
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Rensonable Suspiclon:

Substance Abuse Professional (SAP):

- poe L ons3S

,7‘.—.1

oy

upon authorization of a licensed physician. l[ ) 2\

An employee’s refusal to cooperate n (he
administration of drug or alcohol tests.

“Petermination by & supervisor based on
specific,  contempornaeous observations
concerning on  cmployee's  uppearance,
conduct, speach, behavior, or body odors that
there §s reason fo suspect (hat au cmployee has
{iolated this Policy”s prohibition on drug and
alecohol use.  Observations may inchude
indications of the chronic and withdrawal
offects of illegal drugs and  aleohol,
Supervisors will document thelr obsorvalions
within 24 hours of ordering an employee to b
tested.”

A counselor certified by and trained in the
treatment of elcohol or dug sbuse.




K| City of Naperville
FB Employee Policy Manual

Drug-Free Workplace Policy - General Policies - Purpose
Document Owner: HR Generalist Verston: 1 .
Approved by: City Manager Effcciive Date: 04/01/2008

Printed coples are for reference only, The official verslon of the Employee
Pollcy Manual is located at http://mewebd.

¢ Theuse of illogal drugs and the abuso of Jegal drugs and alcoliel in the workplace arc o
significant demger. Such-use impairs safety and licalth, promotes crime, Jowers workers'
productivity and the quality of work, ns well as undermining public confidence in the

work City employecs undertake,

persons employed by the City o be fice -

« The public has the reasonable right to expect
er, has the right (o expect

from the offects of drugs and alcohol, The City, as the employ
its employees to be fit for duty when they report for work.
¢ Bmpaining uni%:m ployees typically gfe covered by similur “Employee Testing” tticles in
their respectivié collective bargninh}; ugteoments. Those cmpl??'ccs should refegbnee their
ﬂpplicnblc-%mci(s).
¢+ Under the fuderal and state Deug-Yree Workplagce Acts, 41 USC §701, et seq. and 30 ILCS
S80/1, ef seq., it is appropriate for the City to adopt this Policy in ordor to be considercd as
a “reasonable source” for the award of federal or state conliacls or as a grantee of federal
or state grant fands, It is the policy of tho City fo take all reasonable sleps 1o Gaswie &
workplace fres of illegal drugs and to strictly prohibit employees, in the workplace or
while otherwiso conducting City business; from evguplng in the nnlawlol manufacture,
distribution, dispensation, possession or use of controlled substances, being under the
influence of alcohol or other intoxicating substance, or abusing auy drug although Jogally
obtained by not using the drg for preseribed purposes or not taking the drug according to

prescribed dosages.
w the dangers of drug and alcohiol abuse in the workplace,

the City's Policy about such use, and the availability of help to combal drug and aleohol -
problems. The City will maintain an ¢cducational program for all employees copterning

the dangers of drug and alcohol dbuse in tho workplace.

¢ EBmployees have the right to kno

To asslst employees in overconing drug and alcohol abuse problems, the City may offer

rehabilitative help through the City’s Employee Assigtarico Program,
employees are at all times fully

Even though the City may provide assistance prograuis,
responsible and accountable for their actions,
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o Bxcept s provided herein-aud in accordance with
Standards Act, any employec violating (his Policy is

including termination, for the first offense, Criminal behavior

full extent of the Jaw.

¢ provisions of the Vair Labor
subjeet to discipline, up (o and

/-
may be prosecuted thc/m
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Prug-¥ree Worlglace Policy - Specific Policles and Prohibitions

K| Employee Policy Manual

| City of Naperville

Document Owaer: HR Generalist

Version: 1 -
Effective Date: 03/02/2006

Approved by: City Manager o

Printed coples are for reference only, The officlal version of t
Policy Manual is located at htip://meweb1.

¢

" or controllcd substances as debned in this policy, or any p

"manner.

. buildings, any non

he Employeg} { ',,;L./‘T
. MQ A
ﬂg 2

# 4
ossessing, wnsmning{‘)l‘ vsing any illegal drugs
reseribed or over the counter
used in an improper
cougine,

Bnyployees are sidetly prohibited Gom p

drug or medication that has been illegally obtained or is belng
nControlled, substances” includo, but are not limited to marljuana,

opiates, phencyclidine, and amphetamines.

The City further prohibits all employees from being impuired by or consuming alcohol,
drugs, or any combination thereaf, in the workplace, or at any time during the workday.

The workplace includes but is not limited to any City work site, vebicles, parking areas,
-City owned property where the employee Is preseat on City
business, or wherever the employée may be located during a work shift.

_ The workday includes any time during a work shift, including meal and rest periods,

very employee will report to his or her supervisor any known or anticipated ndverse
side offeets of medicntion or proseription drugs that he or she is taking that will interfere
with the ability to perform job duties safely. The employee need not disclose the
underlying medical condition or prescription drug but must diselose job-related

restrictions,

Thé City Manager or his/her designee will provide supervisory training to assist in
identifying and addressing alcobol and drug vse by employces. ?

Any employee violating a criminal drug slatule in @ity workplaes will inform the City
of any conviction, puilty pleas or findings, and orders of supervision, probation or
conditional discharge on such drug churges, or reduced charges, within five (5) days
after the plea or order is entered.

Act, the City Manager or bis designee will notify
ting or granting agency within ten (10) days after
receivini notice of such a

Pursuant 1o The Drug-Free Workplace
the approptiate federel or state contrac
receiving such notice from an employee or otherwise

conviction.

Pagotof?
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. the specific policies and prohibitio
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The city muy offer participation in an approved rehabilitation or drug fhuge ag
program s an alteruative to discipline to those employees violating a criminal drug

statuleinsvcltyavorkplaces—

If such a progeam is offered to, and acecpled by the employee, then the employee must
satisfactorily participate in the program and caler into a “Last Chance Agreement” in a
form approved by the City Attomey as a condition of continued employment.

It shall be the city’s policy to discipline ot terminate any employee who violates any of
s enumegated above. As an allemative to

of the department Director and the HR Director,
rehabilitation or drig-use assistatice-
progrem shall ot

termination, and et the sole discretion
the oity may offer participation in an approved
program as a0 alternative to tormination. The decision to offer such a
be automatic and will be made on a case-by-case basis.

_ apedoid
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e The city strongly eacourages cmplo

.
v

Dy .

Sithpre-T

L ]

*

. the employee a leave of absence for & period of up to thitty (30) days to co
b orimacy Wcalient.” An cmployee will othervise be allowed to use all ace

yees with drug or alcohol problems to seek
pinate or retaliate apainst an employee who

professional help, The city will not disoris
stance for such a problem. Seeking

“yoluntarily” comes forward to request assi
assistance, however, does not insulate an etp
rules, failure to fulfill obligations under an employee assistarice/treatment prograim, or
for future violations of city rules, Jmployess secking assistance may also be subject to

random testing during and for 18 months following succeasful completion of an

. employee assistance program,

s leave of absence policies, the City may grant
mplete

rued sick
Teuve, vacation and persopal time off whilo attending a ticatment program, and will be
granted FMLA leave (1o the extent applicable) or an unpaid leave of abgenco to

complete such program after exhausting such paid time of . The City's obligation to
pay for treatment for alcohol/substance abuse will be limited to services provided by the

City’s medical insurance plan.

Subjeot to the City's and the Department”

Subject to the Department Dircotor's approval, the cmployce will have the aption to use
accurnulated paid leave or take an unpaid leavo of absence during treatment.

‘The employee will bo returmed to regular work duties only with the recommendation of
the HAP counselor naid after successful completion of a return-to-serviee medical

examination, including testing negative for atcohol and drugs, and follow-up testing it

" recommended by the EAP counselor.

Employees may request assistance pursuanl to {his Section not niore then once within
any three (3) year period, nor more than twice within any ten (10) year period.

loyee from discipline for viclations of olty .
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e Subject to the second bullet point of this Section (“Last Chance A.greemc‘nt" sub-section),
an cmployee will be subject to disciplineup to and including termination where:

- The employce is an-duty;

- Bither the employee's ability to perform his or her duties ig impaired, or the

employec tests positive on both the initial and Confinmatory Tests for abuge of
prescription drugs, or tests *.02% or moro blood alcokol content (*note: consult
appropriate collective burgaining agreoment for specifio restrictions that may be
different und which supersede this policy manual); and

us failed to report to histher supervisor .
cnt from the drug use, prior to injecting,
or to beginaing the work shift,

(! -

-~ Tnthe case of logal drug use, the coployee h
any known orreasonably anticipated fmpadrm
inpesting, or otherwise taking the drug(s); or prl

whichever ocours last.

o Asgonallornative to tamingtion, and at the sole diseretion of the department Dircotoy and
the AR Director, the city may in the first instance of violation of the poliey above, offer
the cmployee help through the city’s Employee Assistance Program (EAP), provided the

employee:
1. Enters into & “Last Chance Agreement” ina form approved by the City Attorney;
2. Aprees to comply with all of the terms and condifions of the treatment prograi; and,

3, Agrecs to be tested for drugs and alcohol on a random basis at any point during the
treatment program before retuming to work, and for a period of three (3) years

thereafter. ‘
The decision to olfur this alternative to témination shall not be automatically granted and

shall be made on a case-by-case basis,

cave of absence policies, the City may grant

« Subject to the City’s and the Department’s 1
ys to complete primary

. (he employee a leave of absence for a period of up to thirly (30) da
C ? treatment.

| .
s Rev. 3/02/06
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" If discipline is imposed, the degree of d

40 _J o
A My

/
An employee will otherwise be allowed to use all acarued sick leave, vacation, P'1'0 :mdrf_,?a@
personal time off while attending a treatment progrum, and will be granted FMLA Jeave
(to the extent applicable) or an unpaid leave of absence to complete such program after
exhausting such acerued peid timo off as described here. The City’s obligation to pay for
treatment for alcohol/substance abuse will be limited to services provided by the City’s

medical insurance plan, .

The employee will return to regular work duties only with the recommendation of the
Substance Abuse Professional (SAP) and after successful completion of & retum-to-
service medical examination, including testing negative for alcohol and drugs and follow-

up testing if recommended by the SAP,

Bmployees may request assistance pursuant 10 this Section not moré than once within any
ten (10) year period (Wluﬁmﬁﬁﬁmmwmmmmﬁmm

clmmmymmmmw
Reforrals to the BAP will be confidential to tﬁe extent allowed by law,

This Section will not be construed as an abligation on tho part of the City to retuin an
employce on active status throughout the period of rehabilltation 3f it Is appropriately
determined that the employee’s current use of alcohol or drugs prevents the employce
from performing his or her duties or that such active status constitutes a direot threat to the

property or gafety of others.

iscipline may be based on the ciroumstances
the employee’s work history and current
licies and an overall review of the

e right to impose any discipline it

surrounding the violation of this Policy,
performanco levels, past violations of employment po
employee’s work records, TTowever, the City rescrves
deemy appropriate to maintain a drug-free workplace.

fopotol2~
pacelLor &3
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+ An employee will be subject to discipline up to and including termination where:

- Anecmployeeis on-dulty, and either

The employes uses, possesses, sells, deltvers, purchases or manufactures illegal
drugs, or

The employec's ability to perform his or her duties is impaired through the use of
illegal drugs, or .

¢ suspicion that the employes is impaired through the
the employee tests positive on both the Initial ond

Confirmatory tests for illegal drugs.

- The employer hag rcasonabl

¢ As an alternative to termination, nnd at the sole discretion of the departnent Director und
the HR Director, the city may in the first instance of violation of the policy nbove, offer
the employee help through the city's Employoe Assistance Program (EAP), provided the

employee!

1. Enters into a “Last Chance Agreement” in a form approved by the City Attorney; -

2. Agrees to cordply with all of the terms and conditions of the treatment program,;
and, . '

3. Agrees to be tested for drugs an
treatment program before returning to work, and fora
theroafter,

The decision to offer this alteruative to termination shall not be aulomatically granted

and shall be made on a case-by-case basis.

d alcohol 'o,n‘n random basis at any point during the
period of three (3) years

and the Department’s Jeave of absende policies, the City will grant
a period of up to thirly (30) days to complete
primary treatment, An employee will otherwise be allowed to use all accrued sick leave,
vacation, PTO and personal time off while attending a treatment program, and will be
granted FMLA. leave (o the extent applicable) o an unpaid leave of absence (o complete
stich program afler exhausting such paid timee off, TheCity's obligation to pay for

« Subject to the City’s
the employeo a leave of absence for

Qopo-i0ofy
" paerdldor A3




treatment for alcohol/substance abuse shall be limited to services pmvide& by the City’s
medical insurance plan

The employeo will return fo regular work dutics only with the ;esommdmion' of the
Substance Abuse Professional (SAP) and after successful completion of a return-to-

service medical examinetion, including testing negative for alcohol and drugs and
follow-up testing if recommended by the SAP.

Employees may only voluntarily request essistance pursuant to this Section one time and

one time only.

 Referrals to Substance Abuse Professionals will be confidential to the extent allowed by

law,

‘This Seetion will not bo construed as an obligation on the part of the City to retain an
employee on active statug throughout the petiod of rehabilitation if it is appropriately

determined that the exaployee’s current usc
from performing hig or her duties or that such
the property or safety of others.

of alcohol or drugs prevents such individval
active status constitutes a direct threat to

M 4
- S Mt
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Printed copies are for re
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o Upon reasonable suspicion to beli
impaired by, legal or illegal drugs,

illegal drugs in his or her posseasion or body
defined undeg Definitions, the City will have theright tox

1o aldohol of drujs festing as set forth in this Policy.

"« Anyemployee's refusal to submit to aloohol @

release pf test information to
administration of drug or alcoho
gugpension withovt pay and further
employment.

disoipline up to and incld

o Exceptag required under foderal Jaw, there will be no random

City employees. The City may, however, 1eq
up 1o twelve (12) months for employees who Iy

program,

Rapo-l-of
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ference only. The official version of the Employee

eve that an cmployee i3 under the influence of) .or
aleohol, any combination ti wereof, or hos alcohol or

gystem, or following an aceident as,
equire the employee to submit

r drug testing, or refusal to consent to the
the City, or refusal (o otherwise cooperate in the
1 testing will subject the employee 10 immedinte

ing termingtion of

or unit-wide testing of

wire random diug and alcohol festing for —
ave suceesslully completed a troatnent
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Drug-Free Workplace Policy - Order to Submit to Testing

g authorized pursuant o this Policy,
15 after the testing, with » written copy
of tho basis of the order to test.

+  Whexe an employes is ordered to sabmil to testin
the City will provide the cmployce, within 48 hou
of the order, which will set forth a genoral gtatement
The &nﬁfoyco will not waive any cbjection or rights that he or gho may have by
submitting to testing as ordered. .

Roge3-of=
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¢ Auny employee ordered to submil to drug tesling pursuant t
{o testing for drugs in secordance with fhie prooedures specifi

amended from fime to time.
Uxine testing will consist of aa imitial screening and a confirmatery test,

- Theinitial saraple screening will be an Enzyme Multiple Immunoassay Test

(EMIT).
Yf the initial soreening results in & positive fin

specificd drugs or thelr metalwlites, then the s
Chromatopraphy/Mass Spectiometry (GC/MS).

ding for one or more of the abo

e A sufficient sample of urine
canfirmatory test and an adequate reservo for later testing if requested or required.

o . Al procedures at a breath or urine collection site
adopted standards and procedures purspant to 49.C
time.

»  Ifthe employee docs not provide ua adequate sample within (bree ¢
first unsuccessful attempt, the employer will

_ from n licensed physician acceptable to the C
provide an adequate vrine sample.

¢ Ancmployee who tests positive for illegal drogs or preseription drugs wi thout 8

prescription, os in excess ol n preseribed dosuge wi

work, subject fo any requirements of the Fair Labor Standards Act.

tests negative for illegal drugs or preseription drugs beyond &

¢ An cuployee who
ssed from work.

prescribed dosage will be paid for time i

pcefbords

 Effective Date: 10/19/2004

o this Policy will be subject
ed in 49 CFR Part 40, as

VG-

ample will then he tested by G

or breath will be collected to allow for initial goreening, &

will he conducted in accordance witls
FR Part 40, as amended from lime (0

) houes afler the

direot the employee to obtain an evaluation
ity conceming the employee’s inability to

11 not b paid for time missed from
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« Ifthe employes altempts and fails to provide en adequate breath sample, the Breath,
Alcohol Technician (BAT) wil) make note of that fact and immediately inform the City’s
Tuman Resources Director or bis or her designee, who will direet the employce to
obtain, us soon as practical afler the attempted breath test, an evaluation from a licensed
physician aceeptable to the City concerning the employee's medical nbility to provide an

ndequate amount of breath,

« An employee will be presumed not to be under the influence of alcohol if the test result
indicates a breath alcohol concentration of less than .02,

1 test is porformed for possible use in 4 City

s .02 or more breath aleoho! concentration, the
de n breath sample at an
ealth and

¢ In any cusce where abreath aleoho
disciplinary action and the xesult i
employes will promptly be given the opportunity to provi
indepondent medical fucility for analysis by 4 competent Department of
Human Services (DHHS) certified Jaboratory. : ‘

ovide the employee with

- Ifrequested by the employee, the City will pr
ed laboratory located within

transportution to an independent DIIIS certifi
fifteen (15) miles of the City.
's solo

A breath test performed at an etuployee's request will be at the employce
cost and expense.

The BAT will transmit breath alcohol test results in excess of ,02 only to the City's

Human Resources Director in a confidential mannet,
Alcohol concentration will mean either grams of alcohol per 100 milliliters of blood or
grams of alcohol per 210 liters of breath, .

PaGel PoRdEs
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o Thelaboratory results of any employee drug test ordered pursuant to this policy will be
. reported only to the City’s Medical Review Officer (MRO).

o The MRO will be o Heensed physician who has knowledge of substanco abuse disorders
and has appropriate medical training to interpret and cvaluato an employoe's fuiled
attempl to take drug or alcobol tests, The MRO will also have sufficieat training to
interprot confirmed positive drug test results copsidering the employee’s medical history

and any other relevant biomedical information.

from an-cmployec dsuj test {o

« Before the MRO reports aay confirmed positive test resull.
yably

the City, the MRO will reviow the test resnlt lo deferming if there is a reasor
possible alternate medical cause for the positive result.

« The MRO will report the positive test results to the employeo and give him or her the
opportunity to provide a list of all medications or drugs he or she is taking according toa
physician's order.

Juble by the cmployce to détermine whether

o The MRO will review all records made ave
use of drugs according

" the positive indication could have reasonably been caused by the
to a physician’s order. -

indicote e presence of illegal drugs or a drug Jevel
the MRO will report the results
1 also provide & copy of

e In cases of final determinations that
exceeding that set forth in Scetion 11.1.12 of this Policy,
of the drug tests to the City's Human Resources Director, and wil

the confirmed test results to the employee. .
Drug-Free Workplace Palicy - Posltlve Tast Resulls
ed "negative, reported as a final negative

to the City's Human Resources Dircelor

» Test results that are nol positive will be deem
negative findiag to {he employse

determination, and will also be communicated
through ho MRO. The MRO will promptlytrangmif 4
or prospective employes as well. - -

o Where the MRO provides the City with negative test results, all such resulls, including
results involving medical use or adminisiration of coritrolled substances, will be

transmittod to tho City"s Human Resources Dixector over the MRO's signature ina

Rapod-pla

PAGELEOFAE




manner that does not disolose medical use of drugs that is permitted byfpeCity's .

¥

policies.

the MRO will not disclose any medical information

+ ‘Txcopt us provided in this Policy, wi
part of the festing verification process to any

provided by the employee to the MRO as
third party. - _

o The Human Resources Director will communicate the MRO's report to the Depariment
Director who ordered the drug test.

sy iol 2~
raced Jords
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A drug test will be deemed positive if it indicates the presence of any illegal drug, 0
any drug lévels in excess of the following gtandards;

‘Initial Test Level (ng/ml)  Confirmation

(Screening) Level

Marijuana Metabolites 50 ng 15ng
Cocaint Metabolites -+ 300 ng 150 ng
Opiates 2000 ng 2000 ng

Phencyclidine (PCI") 25ng 25 ng
Amphetamities 1000 ng 500 ng

e When an omployoee fails to provide the MRO with vesification that fhe peestnee.of drugs
ina confirmed test saniple is caused by the Jawfial use of drugs, an emiployce will be

presumed to have tested positive.

concemning the test or tests will be made

e Upon the employee's request, ful} information
or union representative.

availnble to the employce, his or her attomey;

e Any additional or alterpative losts must bo requested by (o employeo within seventy-
two (72) houss after notification of (he positive result by the MRO. Such tests will be
conducted at (he employee's own expense, and will be inadrissible as evidence at any
digciplinary hearing on the issuc of drug or alcohol intoxication unless the test result is
certified noenrate by a DHHS certificd laboratory and the tester is available for crosg-

examination at the hearlng.
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¢ Any laboratory reporting resulis of medical or drug tests performed at the City's
direction will report thase results only fo the City’s designated MRO, Such results will
not be disclosed by the laboratory to any other person, exeept {hust the leboratory may
affirm the test result to the employee to whom the sample was identified,

e The MRO will disclose information conceming an employee's medically approved drug

use or administration obtained pursuant to a City ordered test (whether ascertained

through testing or reported by the employee or the employee's medical praotitioner at

the employee's requast) to the Human Resources Director.

»  Records of tests condudted subjeet to this policy or information drawn there from will
not be used or dissominated by the City for any purposc other han providing for
complinnce with the Dmg Free Work Place Act, unless with the voluntury written
consent of the employee, Such consent will speoify the person (0 whom the information

may be provided.
W,

«  All employmont records will be kept confidential to the extent allowed by la
“-,.. “." :_, “‘“;;..‘. .I“'r‘.“..". A | ‘:lt -..- Hige LU N mmn e et T et
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¢  Whete disciplinary action is taken againsl an emp
employee will be entitled to an opporiuity to oxp
{est results in accordance with this Policy.

loyce for violation of this Policy, the
Jain or challenge the drug or aleohol

co resulting from a violation of this Policy
{ho Fair Labor Stendards Act, and to the
dance with the euployee's rights under

o Anydisciplinary ackion or cmployce grievan
will proceed in accordance with this Seetion,
exlent not inconsistent with this Section, in accor
Chapter 6 of the Bmployce Policy Manwal.

Discipline - Disciplinary. Aon Guidelines

-t
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This Policy is in no way intended to restriot, diminish or otherwise impair any Jegel

rights that employces may-have with respect to drog or dleohol Lesting, but

will govem

the standards and procedures used for the implementation of this Policy.

Employees will retain any such rights as may exist and may pursue'the same in their

own disoretion,
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Iniroduction

Plan hereafter referred to as PTO-1was approved by the City
{emented on July 1, 201 [, All employpes hired on or
11 us their leave plan with the following exception:

The Paid Time Off — 2011
Counell on June 21, 2011 and was imp
after July 1,201 1, automatioally have PTO-

o Bmployses whose Collective Bargnining Agreements have other provisions

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

Paid Thue OE(PTO-11)

Paid Time OFf (PTO-11) eliminates (he distinotion botween sick and vacation. PTO-11 Is an
acertal of time which an employee can use for nuy purpose (such ax vaeation, other leisure
tme, persona! iliness, to care for another person who is ill, ete.). PTO-11 encotipasses ull time
off, including floating holidays, persounl duys, exompl benefit days, ote. 1t does not include

berenvement/funcral leave, jury duty or militiry leave,

Now full-time employees caen a total of 120 hows of PTO-11 in the Tirst year of employment.
New employeos will not be eligible 10 take PTO-11T timo during thelr first 30 days of
employment, After 30 days, days (10 howe) of PTO-11 ime will be placed in the new
employee's acorual bank. Separatoly, new enmiployees neortic the ather 80 hours over 26 pay
periods during (heir firet 12 months (up to the annual meximum georuitl allowed),

tional § hours of 'TO:1|

on the emplayee's anniversary date, an addi
the aceraol

Thereunfter, every year
| acorual, up to & mauximum of 240 hours (see¢

time will be added to thelr annua
schedule below),
workweek will have thefe PTO-11 accrual prorated

timployecs who work less than & 40-hour
¢d during any perlod of unpaid leave.

accordingly, PTO-11 time will not be earn

PLO-11 time may be accumuluged at any one time.
ached, PTO-11 aceruals afo capped and no Arther
(o less than the maximum allowed,

A maximum |-year's woith of accrual of
When this maximum acerual allowed is re
acerunls ocour until the accrued time is “used down

PTO-11 is carned acoording to the following schedute cffostive August 1, 2013:

Pege } of 3



Start of Annupl PTO-11 *Acerual Mnximtﬁ-ﬁ_
Year Accrual (hours) Per Pay Accrual
Period
(hauys) L
T 120 Taope | 120
) 128 a9 128
3 136 §23 | 136
RV 44 | 553 144 |
5 152 a4 |02
6 160 615 160
| 168 6d6 | ek |
TR 176 6.76 176 |
[P —oygg |07 184
10 192 1 738 192
- 00 | 7.69 200 |
12 208 8.00 208
13 216 8.30 216
14 g TRe | 224
15 232 L 232
| 16+ 240 9.23 240

% Acctual Is rounded on the last pay perlod of the calenday year to bulance the ucorval
as required.

pay petlods, After 30 days of

¢ 508 hours will necrue cach puy period for 26
plug an initial deposit of 40 hours

employment, the employee will realize thuse accruals,
of PTO) in higher 1MTO-11 acerual bank,

Should a paid holiday fall within an employee’s scheduled paid time off, his/her Pro-1i

acerual will not be charged.

Usage of PTO-11 is governed by eqch deparimeril’s work fules. PTO-11 must be scheduled in
advance and have supervisory approval, except in the case of linoss or emerency. All aecrued
PO will be paid out at the time an enployee scparates ffony employment.

Compeusatory Timo

Compensaory time may or may
those departments fhnt permlit tempe
allows any non-gxempt cmployee 10 bank payment
patid leave time later on. l'or exnmple, if an employee
the employee’s regulur rate of pay) and clects to have 1

ot be permitted depending on departmental wotk rales. For
satory (e the following nppliva: Compensutary time
for overtime hours wotked and use it ns
works 4 hours of overtime (ot | %2 times
hase hours banked as compensatory

Page 2 0f 3




time, 6 hours would be credited (o his compensatory time: bank, Utillzation of compensalory
time s subject 1o supervisory approval.
A muxinnim of 40 hours of compensalory time niy

may eleet Lo have compensuiory time pafld oul on any
compensalory e will be pavid oud ut fhe time o eniployt

be acerued al any onc time. An employes
subsequent paycheck. All acoried
¢ separates from emplayment:

Bridge to IMRYF Disability

viee eredit are potentially ellgible for IMRF

Employees possessing at loast 1 year af IMRF ser
{ salary allora

+

Short-Term Disability, IMRF Disability s the program fhat nys 50% o
medicully disabled employee Jas been out of wotk for 30 calendar drys.

Shiautd a City of Naperville ciployee, asa member of the PTO-11 paid time ol 0 program (and
elipible for IMRT Disability) fil to posaess sufficiet paid time off aceruals to reach fhis 31"
calondar duy, the City, then, will provide additional paid leave fo that employee in-ovdér to
“ridge the gap™ until that 3 1% calendinr duy out (when the IMRE Disability benefit would

notmally engage assuming proper medical paporwork is yeceived by IMRE).

This pald “Bridge to IMRR Disabllity" will only occur under the followlng ciroums(ances:

1. Tho employee him/herself has o medical condition eliglble for IMRF temporary
disability benefits, and
2. “The employee has applied for IMRF Disability leave, and

3, The employes hos exhausted all PTO-11 leave.

ity sill be Hmited 1o the numiber of pald houes tequired for
&, & maximun of 20 work duys 1o veach
besiefil will be limltod 1o onco in any 12-

The (paid) “Bridpe to IMRT Disu
the cmlaluyuc 1 reach the IMRI disabitity benefit (I
s 31 ealendir day cut). The puid time off bridge

month petiod, por employec.
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APPENDIX D

City of Naperville -
f8 Employee Policy Manual Tﬁw A

N4 [

Leave Policies ~ Time Off Plan (TOP)
Versjon: 1

Document Owner: HR Gouerallst
Appraved by: City Manager Effective Date: 10/19/2004

Printed coples are for reference only. The officlal version of the Employee
Policy Manual is located at http://mcweb1.

Leave Policles - Time Off Plap (TOPR) |« Introduction and Conversion
Leave Policies - Time Off Plan {TOP) - Components

Leave Policies = Time Off Plan (TOP) - Pald Time O ((10)
Leave Policies - Time Off Plan (TOP) - Sick Leave

| caye Palides - Time Off Plan (TOP) - Elimination Pedard
Leave Palides - Time Q(f Plan (TOP) - PTO Cash Out

Leave Policles - Tlme Off Plan (TOP) - Compensatoly Titne

alides - Time Off Plan (TOP) - Sick Leave Donation Bank
o Polides - Time OFf Plan (TOP) = I&Mlﬁmﬂﬂzﬂ.;[ﬁl
Leave Polidas - (e Off Plan (TOP) - C&H_I}"__{ii_?ﬂ_._ 'ij.;is_[edg;_}g_{:emﬂ_ugg, 1, Retrement or
" During Employment
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fTTA City of Naperville
:..Y.i/.” Employee Policy Manual

Loave Folicies' Titto OX Plan (TOP) - Entfdduction snd Conversion

ANy )
ol }uﬂ,—\\

Vorsion; 1

Document Owner: HR Genoralist
Eﬂcci ive Date: 04/01/2008

Approved by: City Mauager _

~—

Printad coples are for reference only, The official version of the Employee
Policy Manual is located at http:/mewebt.

TOP was implemented on June 9, 2001, All employees hired on or after Jime 9, 2001,
autormatically have TOP as their leave plan with the following exceptions:

¢ Fire Depattment employees working shifts or oligible to retwm to shifls
+ Employecs whose Collective Bargalning Agreoments have other provisions

I begin acoruing PTO and sick time *

All employecs lired on or after June 9, 2001, wil
period s subject to

Immediately, Utilization of PTO durlog a new hire introductory
supervisory approval.

Pago 1 of 1




(Y4l City of Naperville
78 Employee Policy Manual

Leave Policles - Time Off Plan: (YOP) - Compoitents

Document Owner: HR Generalist Vergion: ¥
Approved by: City Manager . Cffoctive Date: 10/19/2004

Printed copies are for referance only. The official version of the Employee

Policy Manual s locatod at http:imewebi.
TOP has several components:

Pald Time Off (PTO)

8lok Leave

Blimination Petiod

PTO cash out

Compengatory Time

Siok Leave Donation Bank ‘

Sick Leave Iucontive: 401(8) - .
Payment and Conversion of Leave Time at Retiroment and Separation

€8 OB O e e e

loyes must elect TOP. 1t is impartant to

o of TOP, an ¢np
floating holiduys and

To benalit from any and all featur
note that TOP daes not climinate the beaefit of personal days, holidays,

supervisory days (as applicable).

Page 1 of'1




" City of Naperville
(8 Employes Policy Manual

Leave Policies - Time Off Plan (TOF) - Sick Leave (ﬁ\("()) ?%\

Document Owner: HR Generalist Version: §
Approved by; City Manager * Bffective Date: 10/19/2004

Printed copies are for reference only. The officfal version of the Employee
Policy Manual Is located at http://mewebt, .

hours per year (3.08 howrs cach pay peried) up to a
| for employees scheduled Jess than

Employees will accrue 80 sick leave
aximum of 960-hours (acerual and Nmitation is proratec

40 hours per week),
TOP with an excess of 960 hours will not carn sick leave undl

lization to below the 960 hour maximum, Slek loave will be
o' sick leave drops below 960 haurs.

Bmployees who converted to
thelr balance is reduced by uti
camed in the same pay period as tho employc

Ermiployses may fransfer unused PTO time into thelr sick leave acoount if they have fess than
960 hours accrued,

Esmployees ;:1ay convert 10 slck days to 1 PTO day anytime their slok leave bank [s in excess
of 960 hours,

Page 1 of 1




--.1' City of Naperville
= Employee Policy Manual

4.6.5 Lbave Policies - Tiine OIf Pfin (TOP] - Eliuiitation Period 1 - )
Document Owner: HR Generalist Version: 1 C)‘] J\
Approved by: City Manager Kffcctive Dates 10/19/2004 [0}'

Printed coples are for reference only. The officlal version of the Employee

Policy Manual Is locatecl at http:lfmeweb1,

¢ 0 2-clay Elimination Period. The fiest full two

An employee may only utilize sick leavo afle
sloyee’s own illness or the need 1o curo for an

days of any instance of absence due to an i)
immediate family member (defined as an employec's spouse, children, porents, pacents-in-
law, sisters and brothers and other membets of the employee’s household) who is serjously ill

or disabled will be drawn from paid leave accruals other than sick leave.

An employee may draw {rom P10, personal leave, floating holidays, supervisory days of
compensatory time to sitisfy 2-day eliminution period. Bmployees will have difforent
elimination pericds depending upon the rumber of hours in their scheduled workday.
Bmployecs who work 4, 10-hour diys will bave a 20-hour elimination period (2, 10-hour
days). Employees who worle 5, 4-hour days, will have an §-hour ¢limination period (2, 4-hour
dys). Unpald leave may not be utilized to satisfy a 2-day elimination period until all pald

Jeaves have been exhausted.
Employees will have to exhaust only one elimination period for an on-going or re-oconrring

serious illness or disability (for themsclves or their Immediate family members, a3 dofined by
the FMLA) so long as the ilinvss or disabitlity is certified by a Physlclan under the FMLA; or

it meets the FMLA definition of a serious medical condition,

Fathers and adoptive mothets may utilize up to 5 sick days for the birth or adoption of thelr -
ohild after satisfying an elimination petiod,

witch thelr planued PTO time to sick loave unless they are admitted fo

Employces may not §
ay elimination periad has been satisfied firat,

the hospitsl and a 2-d
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City of Naperville
# W Employee Policy Manual

Leave Policies - Time Off Plax (TOP) - PTO Cash Out
Document Owner: HR Generalist . Version: 1 /(P‘ :
. Bffectlve Date: 10/19/2004 N Ih’lj*\

Approved by: City Mauager B

Printed coples are for reference only. The official version of the Employee
Policy Manual is located at hitp://mcwebt.

Employces may oash out up to a maximum of 48 PTO hours on & fiscal yoar basls if they have
at loast 640 hours of sick leave noorued. .

Page 1 of 1




Y, I City of Naperville

B8 Employee Policy Manual
Leave Policies - Timé Off Plai (TOF) - Compeiisitory Timé ~ — ,ﬁ\ ).))\
Document Owners HR Geueralist Version: 1 T C |D?rl

Appraved by: City Manager Eifective Date: 10/19/2004

Printad coples are for reference only. The officlal version of the Employee
Policy Manual is located at hitp:/frewebl.

Compensatory lime allows any non-oxempt employee to bank paymeont for overtimo hours
worked and use it as paid leave time lator on, For oxample, i€ an employee works 4 hours of
avertime (at | ¥ times the employee’s Topuler rate of pay) and eleets to have those hours
banked as compensatory time, 6 hours would b oredited to his compensatory time bank.
Utilization of compensatory time is subject (o supervisory ap proval,

A maximum of 40 hovrs of compensatory time may be accrued at any one time vnless
otherwise speeified undor u colleotive burgaining agresment. An employeo may cleot to have
compensatory time pald out on any subseq went paychieok, (An employee mey not take
compensatory time off'In the samoe pay period ag that in which the compensatory time is
enmed,) Al gocrued compensatory time will bo paid out at the time an employet soparalos
from employment. .

In cases where a non-cxempt employee is prc;;motod or transferred to an exempt position, If
they have acoried compensatory time, they must either vse it before their effectiye promotion
datw, or cash it out prior to the start of thelr new exempt position.

Page | of 1




Document Owner: HR Geueralist Version: 1
Effective Date; 10/19/2004 0 1

Approved by: City Manager
Printed coples are for reference only. The officlal version of the Employee 19’1'/
Policy Manual is locatod at hitp:imeweb1, .

A sick leave donation bank has been established to continuo the income of oligible employces

under the following circumstanoes:

¢ Anemployee's own non-job related, serfous illness, until the employee is cligible to
* draw. disability payments {rom his/lier pension fund.

Leave Policies - Time Off Plan (TOP) - Sick Leave Donation Baik /ﬂ\
I

Il

e To care for a member of un omplayce’s immiediate family (dofined as an employce's
spouse, parent or child) who has a sorious health condition as dofined under the Family

and Mudical Leave Act (FMLA) and is certified as such by a Physician,

maximum of 160 sick feave hours during their croployment with
from the Sick Leave Donation Bank, an employe must beu

participant in the Bank, To participate, un employee must have ut loast 160 sivk hours
geened and have donated at lenst 8 hours to the Bank, An employee may donate & maximum

of 40 hours of sick leave to the Bank In any oulondar yeat, Donations to the Sick Leave Bank
are irrevocable,

Employcos may withdraw &
the city, To withdraw time

To withdraw fiom the Bank, an employco must liavo depleted all ather acorued leaves wid
have submitied all necossary documentation required undor FMLA, IMRF or other pension
fund. Anemployee who withdrews time from the Bank docs not have to “repay” the Bank at
a later date,

The requirements and benefits afforded under the Sick Leave Bank program ate pro-rated

accordingly for part-time employees.
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City of Naperville

Employee Policy Manual
Lesve Policies - Titue OIf Plaii {TOP) - Sick Leave Incentive: 401(a) ' s )
" Document Owner: HR Generalist Version: 1 ,{{\ Od \
Approved by: City Manager Effective Date: 10/19/2004 }1"
\

Printed coples are for referonce only. The offleial version of the Employee
Pollcy Manual is located at http:limcweb1.

or less workdays/24 hours of sick leave (pro-rated for-

part-time omployces wnd those employees working a flexible schedule) will be eligible for a
sick leave ncentive, The incentive is ealoulated by multiplying the employec’s cutrent wage

tate by the multiplier In the following tables

Ruch year, employces who utilize 3

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

{comploted employment) (based on full-4]
14 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 yours 1.40 days (11.2 hours)
20-24 yeats 150 days (12 hours)
25-29 years 1.75 days (14 hours)
3 yeats 2.00 days (16 hours) |

The following are examples to ilustrate the design of the program:
Sam is o full-time, 13-year employce Who works 8-hout days at au hourly wage rate of $20.00
Sam is eligible for a sick leave inovntive

por haur. Sam ulilizes only 10 sick hours’in & year.
of $216.00 which is calculated as follows: 8 hours x §20,00 per hour x 1,35 days = 5216.00

George is a 2-year, part-lime employce who works 20 houss per woek (five days a woek, 4
liours & day) ntan hously wage rate of $15.00 per hour, Georpe utilizes 12 siol hours ina
yoar, Georgo Is eligible for n $60.00 siok leave incontivo ns follaws: 4 howrs x §15.00 per
hour x 1 day = $60.00

The sick leave incentive will be paid by the city into the emplayee's individurl 401(a)
Iployees will monage their own investment

aocount. The city's contribution is pre-tux. E
options available in the 401¢a) plan. All funds in en empluyee's 401(g) aceount are portable

upon separation from employment.

The sick leave incentives will be paid by the end of August cach year for the ‘TOP yeat that
runs fron July 1% to June 30%,
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UVE City of Naperville
Employee Policy Manual

Leave Policies - Time Off Plan (TOF) - Conversion of Sick Leave at ’[{ﬂ'\ (V)J

Separation, Retiroment or During Employment

Document Owner: HR Genoralist
Approved by: City Manager

Printad coples are for roferonce only. The officlal version of the Employee
Policy Manual Is locatad at hitp:imowebi.

(960 hours) may bie converted to Puid Time Off

(PTO) at the rate of 10 sick loave duys for ane duy of vacation nixd be paid in cish, Due to the
maximum acenual of 960 hours under TOP, this provision will only-apply to employees hived

before June 9, 2001 and who clected TOP witl an excoss of 960 slok leave houts,

Version: 1
Effective Date: 10/19/2004

Sick leave that is enmed beyond 120 days

X
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APPENDIX E

City of Naperyille
Monthly Contribution Rates

Erpoyee | Famlly

Octobier 2015

—
January 1, 2016 Monthly Rates
Graup, | 20% Einployer, City Jotal
Numher | Conteibution Contribntio vemiunt
BCBS M edienl
Blue Advantage HMO B03195
Employes $112.46 $449.84 $562.30
Employee + Spouse $222.48 $889.99  §1,11247
Employee + Child(ren) $214.28 $857.18  $1,071.46
Employee + Spouse and Child(ren) $335.58 $1,34230  $1,677.88
Traditlonul PPO I'lan PC0713
Employee $127.76 $511.04 $638.80
Bmployee + Spouse $267.98 §1,071.93 $1,339.93
Employee + Child(ren) $264.32 $1,057.34  $1,321.66
Employoe + Spouso and Child(ren) $405.68 $1,622,70  $2,028.38
Blue Edge PPO Plan - CDHP/HCA rco674
Employee $88.44 $353.76 $442.20
Bmployet + Spouse $186.18 474473 $9309!
Bmployee - Child(ren) $179.86 $719.42 $899.28
Employee + Spouse and Child(ren) $278,50 $1,11422  $1,392.78
Blue Rdge PPO FPlan - HDHP/IISA rco714
Employec $76,56 30624  $382.80
Employee + Spouse $161.16 $644.69  $805.85
Employee + Chitd(ren) $155.68 $622.79  §778.47
) Bmployes ¢ Spoure and Child(ren) $241.12 $964.54  $1,205.66
Delta Dentul 11408
Employee $8.44 $33.80 $42,24
Bmployee + One $15.92 $63.74 $79.66
Employes + Famlly $21.18 $84,73 $105.91
JiyeMed Vision 9964489
Employee $5.75 $0.00 $5.75
Employee + One $11.23 $0.00 $11.23
$16.83 $0.00 $16.83




APPENDIX F

Parlcinafing Provider Opti - EffA t‘ [ 1/ uce(Voss Blaediie
| Participating Provider Option PPO J ective 1/1/16 @@ BiucOonBlacShied
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APPENDIX G

WAGES AND COMPENSATION

Years of Current 5/1/2015 1/1/16 1/1/17
Service Rate (2.50%) (2.0%) (1,50%)
0 $17.89 $18.34 %1870  $1899
1 $18.17 $18.62 $19,00 $19.28

2 $18.73 $19.20 $19.58 $19.88

3 $19.38 $19.87 $20.26 $20.57

4 $20,09 $20.59 $21.00 $21.32

5 $20.83 $21.35 $21.78 $22,10

8 $21.89 $22.44 $22.89 $23.23
10 $23,13 $23.71 $24,18 $24.55

Pay shall be retroactive to May 1, 2015.
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1/1/18
(2.50%)

$19.46
$19.76
$20.37
$21.08
$21.85
$22.66
$23.81
$25.16



