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AGREEMENT

This Agreement is entered into this 24th day of April 2023, by and between THE CITY OF 

CHICAGO, an Illinois municipal corporation, and the City Treasurer, and the City Clerk, joint 

Employer, (hereinafter called "Employer"), and AMERICAN FEDERATION OF ST A TE, 

COUNTY AND MUNICIPAL EMPLOYEES COUNCIL 31, (hereinafter called "Union"). 

It is the purpose of this Agreement to promote harmonious relations between the Employer 

and the Union, to establish a peaceful procedure for the resolution of differences, and to establish 

the rates of pay, hours of work and other conditions of employment. 

ARTICLE 1 –– RECOGNITION

SSeeccttiioonn  11..11–  RReeccooggnniittiioonn

The Employer hereby recognizes the Union as the sole and exclusive bargaining agent for the 

purpose of establishing salaries, wages, hours of work and all other terms and conditions of 

employment for all employees employed by the Employer in job classifications listed in 

Schedules 1, 2, 3 and 4 attached. 

Should the parties agree that other titles appropriately belong in an AFSCME represented 

bargaining unit, they shall jointly stipulate to an amendment or clarification of the unit(s) involved, 

even ifthere are no incumbents in the title at the time. Such stipulation shall be filed with the Labor 

Relations Board in accordance with its procedures. Should the Union seek to represent any title(s) 

requiring a demonstration of majority support, and there are no unresolved issues as to employee 

status, such support shall be demonstrated in accordance with the Labor Relations Board procedures 

for voluntary recognition. 

It is the policy of the Employer to support its employees' legal right to freely choose whether 

or not to be represented by a union. 
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or not to be represented by a union. 



SSeeccttiioonn  11..22  –  UUnniitt  WWoorrkk

The Employer will assign bargaining unit work to bargaining unit employees only, except where 

the Employer finds that it is not otherwise practical to use a unit employee, the Employer may 

use non-unit employees to do unit work in emergencies, to train or instruct employees, to do 

layout, demonstration, experimental, or testing duties, to do troubleshooting or where special 

knowledge is required, or where employees fail to report to work because of vacations, or other 

absences or tardiness, or for personal reasons during the course of the day, or because all of the 

employees are or will be occupied with assigned duties, or to complete a rush assignment. 

As a further exception, where employees who are not in a unit covered by this Agreement 

have in the past performed unit work or have performed work which is subsequently (after July 1, 

1996) assigned to bargaining unit employees, they may continue to do so unless it limits an 

employee's promotional opportunities within the bargaining unit, eliminates a unit position, lowers 

an employee's classification, or reduces the number of unit positions; provided that, said 

employees who are not part of a bargaining unit represented by another union and whose 

positions were not performing what is presently unit work prior to February 13, 1986, who for 

more than sixty (60) days continually perform unit work a majority of their time shall either have 

their position accredited to the unit or be placed in the proper classification within the unit. 

Nothing herein shall preclude the accretion of positions by mutual agreement or pursuant to the 

procedures of the ILLRB. 

The Employer shall notify the Union when it uses positions designated in the budget for 

bargaining unit titles for titles outside the bargaining unit, which notice shall include the name and 

title of the individual(s) placed in such positions. 

2 

Nothing in this Section shall limit the Employer from subcontracting work to non

employees, except as this inherent right may be subject to specific limitations, if any, in this 

Agreement. 

SSeeccttiioonn  11..33  –EEmmppllooyyeerr  NNeeuuttrraalliittyy

The Employer shall not discourage bargaining unit employees or applicants from becoming or 

remaining union members or from authorizing dues deductions. All inquiries about union 

membership made by bargaining unit employees shall be referred to the union, except the 

employer may communicate with employees regarding payroll procedures. The Employer shall 

implement a policy in good faith to block the use of its email system by outside third parties from 

engaging in conduct prohibited by Section 10( a)(8) of the Illinois Public Labor Relations Act. 

The Employer shall not disclose to any person or entity information that the employer 

reasonably knows is being requested to interfere with, restrain, coerce, deter, or discourage any 

employee from: (i) becoming or remaining members of a labor organization, (ii) authorizing 

representation by a labor organization, or (iii) authorizing dues or fee deductions to a labor 

organization, unless such information is otherwise required to be disclosed under applicable law. 

The Employer shall not disclose any employee information that is exempted or prohibited 

from disclosure by the Illinois Public Labor Relations Act, unless disclosure is required under any 

other applicable law. 

AARRTTIICCLLEE  22  –  MMAANNAAGGEEMMEENNTT  RRIIGGHHTTSS

SSeeccttiioonn  22..11  –  MMaannaaggeemmeenntt  RRiigghhttss

The Union recognizes that certain rights, powers, and responsibilities belong solely to and 

are exclusively vested in the Employer except only as they may be subject to a specific and express 

3 
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Nothing in this Section shall limit the Employer from subcontracting work to non

employees, except as this inherent right may be subject to specific limitations, if any, in this 

Agreement. 

SSeeccttiioonn  11..33  –EEmmppllooyyeerr  NNeeuuttrraalliittyy
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reasonably knows is being requested to interfere with, restrain, coerce, deter, or discourage any 

employee from: (i) becoming or remaining members of a labor organization, (ii) authorizing 
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AARRTTIICCLLEE  22  –  MMAANNAAGGEEMMEENNTT  RRIIGGHHTTSS

SSeeccttiioonn  22..11  –  MMaannaaggeemmeenntt  RRiigghhttss

The Union recognizes that certain rights, powers, and responsibilities belong solely to and 

are exclusively vested in the Employer except only as they may be subject to a specific and express 
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obligation of this Agreement. Among these rights, powers, and responsibilities, but not wholly 

inclusive, are all matters concerning or related to the management of the Employer's operations 

and the administration thereof, and the direction of the working forces, including (but not limited 

to) the right to suspend, discipline, or discharge for just cause; to layoff for lack of work or for 

lack of funds; to hire, classify, transfer and assign work, promote, or recall; to make and enforce 

reasonable rules and regulations; to maintain order and efficiency; to schedule the hours of work; 

to determine the services, processes, and extent of the Employer's operation, the types and 

quantities of machinery, equipment and materials to be used, the nature, extent, duration, character 

and method of operation, including (but not limited to) the right to contract out or subcontract; the 

right to determine the number of employees and how they shall be employed, and the quality and 

quantity of workmanship and work required to insure maximum efficiency of operations; to 

establish and enforce fair production standards; and to determine the size, number and location of 

its departments and facilities. All of the provisions of this Article are vested exclusively in the 

Employer, except as expressly abridged by a specific provision of this Agreement. 

SSeeccttiioonn  22..22  –  WWoorrkk  SSttaannddaarrddss

The Employer has the right to establish and revise reasonable work productivity 

measurement standards. Prior to changing such standards or implementing new standards, the 

Employer will notify the Union of such standards in writing, and upon request of the Union, 

shall meet to discuss such standards. In departments where work productivity measurement 

standards exist, copies shall be provided to employees and to the Union. 
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SSeeccttiioonn  22..33  –  RRuulleess  ooff  CCoonndduucctt

When  the  Employer  proposes  to initiate reasonable changes or  additions  to its  rules  of 

conduct, which could subject employees to discipline or harm, the Employer shall transmit a 

copy of the proposed changes or additions to the Union. The Union will consider the proposals, 

and upon request, the Employer will meet with the Union within twenty (20) calendar days of 

the receipt of the proposals to receive the Union's comments. Absent an emergency, the 

Employer will not implement its proposed changes or additions until the Union has had a 

reasonable opportunity to present its views and discuss the proposals with the Employer. No 

such changes or additions shall be implemented without prior publication and notice to the 

affected employees. 

ARTICLE 3 - UNION RIGHTS 

SSeeccttiioonn  33..11–  EExxcclluussiivvee  BBaarrggaaiinniinngg  AAggeenntt

The Employer shall not negotiate with employees to change the employee's wages, hours or 

working conditions set forth in this Agreement, except if the Union agrees. The Employer 

shall not meet, discuss, subsidize or negotiate with any other employee organization or its 

representatives on matters pertaining to wages, hours or working conditions of the employees 

covered by this Agreement. 

SSeeccttiioonn  33..22  –  RRiigghhtt  ooff  AAcccceessss

Duly authorized officials of the Union will be permitted to enter Employer facilities at any 

reasonable time for purposes of handling grievances, including meeting with one or more employees 

without loss of pay as set forth in Section 21.2 of this Agreement, observing conditions under 

which employees are working, or attending meetings mandated or permitted by this Agreement. 
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The Union will not abuse this right, and such right of entry, including any meetings with 

employees, shall be consistent with current practices and shall at all times be conducted in a 

manner so as not to interfere with normal operations. The Employer may be able to change or 

set rules of access, provided that any change in current practices must be reasonable and subject 

to the grievance procedure. 

Any time off with pay provided for under this Article shall be at the employee's appropriate 

rate of pay as though the employee were working. 

SSeeccttiioonn  33..33  –  BBuulllleettiinn  BBooaarrddss

The Employer shall provide bulletin boards or space on bulletin boards at each Employer 

physical site, the number, size and location to be mutually agreed to by the Employer and the Union. 

The said bulletin boards or spact.: shall bt.: for the sole and exclusive use of the Union for Union 

business. Posted material shall not be abusive, inflammatory or partisanly political in nature and 

shall be signed and dated prior to posting. 

In addition, the Union shall have the right to use Employer email and mailboxes to 

communicate with bargaining unit employees regarding negotiation and/or administration of the 

contract, investigation of grievances and work-related complaints, and internal matters involving 

the Union. 

SSeeccttiioonn  33..44  –  DDiissttrriibbuuttiioonn  ooff  LLiitteerraattuurree

Distribution of Union literature only shall be permitted in non-work areas where city 

business is not conducted with members of the public during the non-work time of the 

employee who is distributing and the employee who is receiving the literature. In addition, 

distribution shall be permitted which does not interfere with the work of other employees or 

the business of the public. 
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SSeeccttiioonn  33..55  –  CCoonnffeerreennccee  RRoooommss

The Employer agrees to make available conference and meeting rooms for Union meetings upon 

request of a Union representative, subject to the Employer's reasonable rules relating to the 

Union's use of its facilities. 

SSeeccttiioonn  33..66  –  PPaayy  ffoorr  MMeeeettiinnggss

Employees shall be allowed time off with pay at the employee's regular rate of pay for 

certified stewards training, to attend meetings if agreed to by the Employer, scheduled by the 

Employer or mandated by this Agreement. Employees, including Union representatives, shall 

obtain the prior approval of their supervisor, or that supervisor's designee, before using any 

paid City time for such meetings. Employees are expected to communicate any request for such 

approval as far in advance as is reasonably possible under the circumstances. Such approval 

will not unreasonably be denied. The Employer will consider granting reasonable requests by 

employees to adjust their work schedules in order to accommodate the use of approved paid 

time off under this Section. 

The Union shall be permitted one (1) hour to present Union orientation to newly hired 

employees in each Department. The orientation shall be scheduled within a reasonable period 

of time after each such employee is hired, not to exceed one ( 1) month after their start date, 

unless the parties mutually agree to a different date, and at a specific date and time to be set 

by mutual agreement of the employees' Department and the Union, and without loss of pay to 

the employee. Prior to such scheduled meeting, the Department shall cooperate with the Union 

in transmitting to new employees any such materials as the Union may require to facilitate 

Union orientation. Where new employee orientation or other training sessions are held by the 

Department, Union orientation may, at the discretion of the Department in consultation with 
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the Union, be scheduled in connection with such sessions. The Union shall limit the number 

of Local Union representatives on paid time in such orientations to no more than two (2) such 

representatives. The parties agree that this provision satisfies the Employer's obligations 

under Section 6 (c-lO( l )(C)) of the IPLRA. 

SSeeccttiioonn  33..  77  ––  TTiimmee  OOffff  FFoorr  UUnniioonn  AAccttiivviittiieess

Local Union representatives shall be allowed time off without pay for legitimate Union 

business, such as Union meetings, Committee and/or Board meetings, training sessions, or 

conferences. Nothing shall prevent an employee from using any accumulated time to cover such 

absences. 

Requests for such time off shall be granted unless an employee's absence would interfere 

with the operating needs of the Employer, provided that, such requests shall not be unreasonably 

denied. The employee may, with the written consent of the supervisor, adjust the employee's 

schedule to permit such attendance. 

The Employer agrees to meet with Union representatives, including an agreed-upon 

number of employees covered by this Agreement, at reasonable mutually-agreed times to 

negotiate a subsequent Collective Bargaining Agreement. The names of the designated 

representatives shall be certified to the Employer in writing by the Union. Employees attending 

the meeting shall participate without loss of pay. 

A reasonable number of elected delegates, up to 35, will be permitted to attend a State 

or National AFSCME Convention once each year without loss in pay for the time spent en route 

to and from, and attending, the Convention, up to two (2) days for State Conventions and up to 

five (5) days for National Conventions. Such time off shall not be detrimental in any way to the 

employee's record. 
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SSeeccttiioonn  33..88  –UUnniioonn  MMeeeettiinnggss

The City and the Union will work cooperatively to facilitate voluntary meetings on nonwork 

time on City premises when requested and operations permitting between the Union and 

employees concerning issues ofrelevance to the Union's representation of those employees. The 

parties agree that employees who participate in these meetings shall not be on compensable 

time, and any Union representative attending such meetings may exercise the right to attend 

pursuant to the provisions of Section 3. 7. 

ARTICLE 4 -JOINT COMMITTEES 

SSeeccttiioonn  44..–  LLaabboorr//MMaannaaggeemmeenntt

For the purpose of maintaining communications between Labor and Management in order 

to cooperatively discuss and solve problems of mutual concern, the head of each 

Department or the Department Head's Designee shall meet quarterly with the appropriate 

Union committee representing the Bargaining Unit. Less or more frequent meetings may occur 

by mutual agreement of the parties. Requests for more frequent meetings shall not be 

unreasonably denied. Meetings shall be scheduled at a time, place and date mutually agreed 

upon with due regard for the efficient operation of the Employer's business. 

The parties may discuss any subject of mutual concern, except for grievances and 

changes in this Agreement. Each party shall prepare and submit an agenda to the other one ( 1) 

week prior to the scheduled meeting. Minutes shall be taken and forwarded to the parties. 

These meetings may be attended by a reasonable number of representatives from each party, 

the number of which shall be mutually agreed to by the Union, the Department Head and the 

Director of Labor Relations. 
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The City of Chicago shall meet with the Union at least once every six (6) months to 

discuss any subject of mutual concern, except for grievances and changes in this Agreement. 

More frequent meetings may be held upon mutual agreement between the parties. These 

meetings shall be scheduled at a time, place and date mutually agreed upon and may be 

attended by a reasonable number ofrepresentatives from each party, the number of which shall 

be mutually agreed to by the parties. 

Among the items for discussion at the request of either party at Labor-Management 

meetings are the following: 

1. Work Location definition for detailing

2. Union Orientations

1. Flex-time

4. Schedules

5. Special Committees

6. Payment or Provision of Uniforms

7. Impact on Staff Reductions

8. Grievance processes and procedures.

9. Telework opportunities.

Any Agreements recommended shall be reduced to writing and shall be submitted for 

approval to the Department of Personnel, Director of Labor Relations and AFSCME Council 31. 

A request by the Union to the affected department to discuss the impact of a 

staff reduction on a particular worksite(s) shall be considered reasonable and a meeting to 

discuss such reductions shall be held within five (5) working days of said request. 

I t  is the further understanding of the parties that discussion of the addition and 

replacement of VDT work stations to conform with the provisions set forth in the collective 

bargaining agreement will take place at departmental labor-management and health and safety 

committee meetings. 

Further, information regarding work stations not meeting such provisions will be forwarded 

to City-wide labor-management and health and safety committees which will endeavor to set a 

timetable for expeditious replacement. 

SSeeccttiioonn  44..22  ––  HHeeaalltthh  aanndd  SSaaffeettyy

Joint Labor-Management, Health and Safety committees shall be established in each 

Department with an equal number of Union and Employer representatives. The committees shall 

med regularly to identify, inspect, and correct unsafe or unhealthy working conditions which may 

exist, or such other health and safety subjects as one or both parties may request to be reviewed. 

For City Hall and other multi-Department buildings, the committee shall be 

composed of representatives of the various Departments, and shall include a 

representative of the Commissioner of Assets, Information and Services (AIS) and the Director 

of Labor Relations. 

Employees may submit health and safety complaints to the applicable committee. A 

majority of the Committee may recommend remedial action. If health and safety problems are not 

resolved by the Department Committee, they may be referred to a City-wide committee for 

consideration. Any City-wide committee shall have an equal number of Union and Employer 

representatives and shall include the Commissioner of Assets, Information and Services (AIS) and 

the Director of Labor Relations. 

11 



The City of Chicago shall meet with the Union at least once every six (6) months to 

discuss any subject of mutual concern, except for grievances and changes in this Agreement. 

More frequent meetings may be held upon mutual agreement between the parties. These 

meetings shall be scheduled at a time, place and date mutually agreed upon and may be 

attended by a reasonable number ofrepresentatives from each party, the number of which shall 

be mutually agreed to by the parties. 

Among the items for discussion at the request of either party at Labor-Management 

meetings are the following: 

1. Work Location definition for detailing

2. Union Orientations

1. Flex-time

4. Schedules

5. Special Committees

6. Payment or Provision of Uniforms

7. Impact on Staff Reductions

8. Grievance processes and procedures.

9. Telework opportunities.

Any Agreements recommended shall be reduced to writing and shall be submitted for 

approval to the Department of Personnel, Director of Labor Relations and AFSCME Council 31. 

A request by the Union to the affected department to discuss the impact of a 

staff reduction on a particular worksite(s) shall be considered reasonable and a meeting to 

discuss such reductions shall be held within five (5) working days of said request. 

I t  is the further understanding of the parties that discussion of the addition and 

replacement of VDT work stations to conform with the provisions set forth in the collective 

bargaining agreement will take place at departmental labor-management and health and safety 

committee meetings. 

Further, information regarding work stations not meeting such provisions will be forwarded 

to City-wide labor-management and health and safety committees which will endeavor to set a 

timetable for expeditious replacement. 

SSeeccttiioonn  44..22  ––  HHeeaalltthh  aanndd  SSaaffeettyy

Joint Labor-Management, Health and Safety committees shall be established in each 

Department with an equal number of Union and Employer representatives. The committees shall 

med regularly to identify, inspect, and correct unsafe or unhealthy working conditions which may 

exist, or such other health and safety subjects as one or both parties may request to be reviewed. 

For City Hall and other multi-Department buildings, the committee shall be 

composed of representatives of the various Departments, and shall include a 

representative of the Commissioner of Assets, Information and Services (AIS) and the Director 

of Labor Relations. 

Employees may submit health and safety complaints to the applicable committee. A 

majority of the Committee may recommend remedial action. If health and safety problems are not 

resolved by the Department Committee, they may be referred to a City-wide committee for 

consideration. Any City-wide committee shall have an equal number of Union and Employer 

representatives and shall include the Commissioner of Assets, Information and Services (AIS) and 

the Director of Labor Relations. 

11 



SSeeccttiioonn  44..33  –  DDaayy  CCaarree

A Day-Care Committee composed of a mutually agreed upon equal number of Union and 

Employer representatives shall meet upon the request of either party to study the feasibility of 

establishing Day Care Centers for the dependents of employees of the Employer. 

SSeeccttiioonn  44..44  –  JJoobb  EEvvaalluuaattiioonn

The parties shall appoint a committee composed of 18 individuals, 9 representatives 

designated by the Union and 9 representatives designated by the Employer. 

The Committee shall meet within ninety (90) days following the ratification of this 

Agreement by the Union and by City Council, and at mutually agreed upon times thereafter. The 

Committee shall study the following: 

a) Career ladders which will enhance promotional opportunities;

b) Possibilities for semi-automatic progression between job titles;

c) Employer conducted and/or sponsored training programs which enhance career

development; and

d) The salary grade placements of job classifications based upon the responsibility

involved, the education and/or experience required, and the working conditions.

e) The Avant Job Series groupings based upon changes in job requirements and skills

e.g. the ongoing computerization of clerical jobs.

f) Existing job performance evaluation systems

In addition to the above, the job evaluation joint committee will review and make advisory 

recommendations concerning the appropriate salary grade for the following job titles: 

• Senior Personnel Assistant

• Coordinator - Inventory Management and Property Control

12 

• Digital Forensic Analyst

• FOIA Officer

• Business Compliance Investigator

• Support Services Coordinator

• Senior Information Analyst

• Payment Reconciler

• Senior Data Entry Operator

• Assistant Payroll Administrator

• Senior Forester

The Committee shall make its advisory recommendations in writing to the Employer and 

the Union within ninety (90) days from the date of the first committee meeting. 

SSeeccttiioonn  44..55  –  QQuuaalliittyy  ooff  PPuubblliicc  SSeerrvviicceess  CCoommmmiitttteeee

The parties recognize their mutual interest in improving the quality of public service and 

recognize that involving employees through their Union in the identification of and solution to the 

problems of delivering quality services is critical to the accomplishment of that goal. 

A joint committee, comprised of three individuals selected by the Employer and six 

bargaining unit employees and Union staff selected by the Union, is hereby established with the 

responsibility of studying and recommending proposals to improve the quality of public services 

and the quality of union-management relationships. The Committee shall address means 

of accomplishing its goals through activities including but not limited to the following: 

a. Establishing guidelines for quality of public service projects involving

bargaining unit employees
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• Digital Forensic Analyst

• FOIA Officer

• Business Compliance Investigator

• Support Services Coordinator

• Senior Information Analyst

• Payment Reconciler

• Senior Data Entry Operator

• Assistant Payroll Administrator

• Senior Forester

The Committee shall make its advisory recommendations in writing to the Employer and 

the Union within ninety (90) days from the date of the first committee meeting. 

SSeeccttiioonn  44..55  –  QQuuaalliittyy  ooff  PPuubblliicc  SSeerrvviicceess  CCoommmmiitttteeee

The parties recognize their mutual interest in improving the quality of public service and 

recognize that involving employees through their Union in the identification of and solution to the 

problems of delivering quality services is critical to the accomplishment of that goal. 

A joint committee, comprised of three individuals selected by the Employer and six 

bargaining unit employees and Union staff selected by the Union, is hereby established with the 

responsibility of studying and recommending proposals to improve the quality of public services 

and the quality of union-management relationships. The Committee shall address means 

of accomplishing its goals through activities including but not limited to the following: 

a. Establishing guidelines for quality of public service projects involving

bargaining unit employees
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b. Conducting research

c. Undertaking demonstration projects

d. Utilizing joint labor-management training programs

e. Suggesting agency-level workplace improvement projects

f. Fostering cooperative union-management initiatives at all levels.

g. Improving the hiring process and eliminating delays.

Upon the mutual agreement of the Employer and the Union, the recommendations of the 

committee may be implemented in the manner and fashion the parties shall decide. 

ARTICLE 5 - WAGES AND SALARY SCHEDULES 

SSeeccttiioonn  55..11  –  RRaatteess  ooff  PPaayy

The following wage changes will be instituted for all employees on the dates specified: 

Effective 7 / l /22 
Effective 1/1/23 
Effective 1/1/24 
Effective 1/1/25 
Effective 1/1/26 
Effective 1/1/27 

3.00% 
3.00% 
3.00% -- 5.00%* 
3.00% - 5.00%* 
3.00%- 5.00%* 
3.25% 

Agreement effective through June 30, 2027 

*In each of the three years 2024, 2025 and 2026, the percentage increase varies between 3.00% and
5.00%, depending upon the U.S. City Average CPI-U. If the CPI-U is 5.00% or more, then the
percentage increase shall be 5.00%. If the CPI-U is between 3.00% and 5.00%, the percentage
increase shall be equal to the CPI-U, rounded to the nearest tenth of one percent. The U.S. City
Average June CPI-U released in July of the preceding year will be used to determine the percentage
increases in the three years 2024, 2025 and 2026.

The parties further agree that the wage increases set forth above shall be retroactive to July 1, 2022, 
unless the parties mutually agree to another date. Such retroactive wage increases shall be payable 
to affected employees who, as of final ratification of the successor collective bargaining agreement, 
are either on the payroll, or are on approved leave, or are on layoff with recall rights, or are former 
employees who retired effective between July 1, 2022 and the date of final ratification of such 
agreements by the City of Chicago, inclusive. 
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1. Effective July 1, 2022, and on each successive July 1 thereafter, all Library Pages

who are in their first 12 months of employment shall be paid at a rate equivalent to $1.50/hour 

above 95% of the City of Chicago Minimum Wage. All other Library Pages shall receive $2.00 

above 100% of the City of Chicago Minimum Wage. 

2. There will be no other wage adjustments paid to the Library Pages under the terms

of this Agreement, and under no circumstances shall a Library Page be eligible to receive the 

"negotiated rate" adjustments as set forth in Article 5, Section 5.1 of this Agreement. 

SSeeccttiioonn  55..22  –  SScchheedduulleess

1. The salary schedules for bargaining unit employees employed in job classifications

covered by this Agreement are appended hereto as Exhibits A through K.

2. Commencing on September 30, 2014, employees currently on the BZ, GZ and GZZ

salary schedules, all newly hired employees, and all employees in newly certified titles

will be moved to the new B or G salary schedule, as appropriate (see Salary Schedules B

and G, appended hereto). Employees who are moving from the BZ, GZ or GZZ

schedules, in addition to any employee who in the future is moved to the new B or G

schedule from any other schedule listed in the Employer's Compensation and Pay Plan,

shall be placed on the new B or G schedule at the rate of pay that is closest to, but not

less than the employee's current rate of pay. Employees in newly certified titles who are

currently paid at a rate that is not on a salary schedule will be placed on the appropriate

salary schedule and grade as determined by the Employers Department of Human

Resources, at the rate of pay that is closest to but not less than the employee's current rate

of pay.

3. Effective January 1, 2024, the continuous service requirements will be reduced by one (1)

year in Steps 6 through 12 on the B schedule.

4. Effective January 1, 2024, the time in Step "OB" on the B and G schedules will be reduced

from one (1) year to six (6) months.
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5. Effective January 1, 2026, a new step, Step 13, will be added to the B schedule after twenty

six (26) years of continuous service, at an amount 3.25% higher than the salary for Step

12.

6. Effective January 1, 2026, a new step, Step 9, will be added on the G schedule after two

(2) years at Step 8, at an amount 3.25% higher than the salary for Step 8.

7. Effective January 1, 2025, all titles in Grades 6 and 7 will be regraded to Grade 8.

8. Effective January 1, 2025, the following job titles will be regraded:

Title and Title Code Current Grade New Grade 

GIS Analyst (TC 0620) B13 B14 

Public Health Nutritionist II (TC 3411) G03 G04 

Public Health Nutritionist III (TC 3412) G04 G05 

Communicable Disease Investigator II B12 B13 
(TC 3434) 

Graphic Artist III (TC 6409) B12 813 

Effective no later than January 1, 2024, the following titles will be regraded: 

Investigator-SYS Teams (COPA) will be regraded to G07 

Police Mental Health Clinician will be regraded to GOS 

Supervising Police Mental Health Clinician will be regraded to G09. 
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9. Desk audits will be performed for the following titles in the departments specified:

• Clerk IV (Department of Finance)

• Payment and Service Representative (City Clerk and Department of Finance)

• Investigator-SYS Team (COPA, to examine whether this title should remain at Grade 07)

SSeeccttiioonn  55..33  –  PPaayymmeenntt  ooff  WWaaggeess

Effective on the first day of the fourth (4th) month after the date ofratification, the payment of 

wages provided herein shall be due and payable on the seventh and twenty-second day of each 

month. The Employer will co-ordinate this change with the issuance of any retroactive pay. 

Within ninety (90) calendar days of ratification of this Agreement, employees shall enroll in 

direct deposit and register to receive their notification of pay deposit advice electronically through 

the Employer's program for that purpose (currently known as "GreenSlips") if they have not done 

so already. Employees will receive their notification of pay and deposit advice electronically 

through GreenSlips the first pay period after registering for GreenSlips. 

The parties will form an ad-hoc committee to resolve issues that may arise in connection 

with the implementation of these provisions prior to their implementation. 

SSeeccttiioonn  55..44  – CCOOVVIIDD--1199  PPaannddeemmiicc  PPaayy

In recognition of employees' service during the continuing COVID-19 pandemic, all employees 

who were on the payroll, on approved leave, on layoff with recall rights, at any time between July 

1, 2022, and the date of final ratification of this Agreement, and specifically including former 

employees who retired or were otherwise separated from service on or after July 1, 2022, shall 

receive (1) a one-time, lump sum bonus of $1,000.00 on January 1, 2024 and (2) a one-time, lump 

sum bonus of $2,000.00 on January 1, 2025. 
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ARTICLE 6 - HOLIDAYS AND SICK LEAVE 

SSeeccttiioonn  66..11  –  CCuurrrreenntt  HHoolliiddaayyss

Employees shall receive the following holidays off without a reduction in pay: 

1. New Year's Day

2. Dr. Martin Luther King's Birthday

3. Lincoln's Birthday

4. Washington's Birthday

5. Casimir Pulaski Day

6. Memorial Day

7. Juneteenth

8. Independence Day

9. Labor Day

10. Columbus Day

11. Veterans Day

12. Thanksgiving Day

13. Christmas Day

provided the employee is in pay status the full scheduled workday immediately preceding and the 

full scheduled workday immediately following such holiday, or is absent from work on one or both 

of those days with the Employer's permission; such permission will not be unreasonably denied. A 

suspension without pay shall not begin or end on a scheduled work day immediately preceding or 

following a holiday. 
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A full-time employee will be considered to have worked a full day if the employee works 

five (5) or more hours. Part-time employees shall be considered to have worked a full day on a pro

rata basis. 

The parties agree that the following days shall not be holidays for all employees of the 

Chicago Public Library: 

 Columbus Day 
Veterans Day 

All employees of the Chicago Public Library shall be granted two (2) personal business 

days during each calendar year of the collective bargaining agreement. 

The procedure for granting, requesting, and approving the use of personal days shall be in 

accordance with the current practice during the life of the collective bargaining agret::mt::nl. 

In addition to the foregoing thirteen (13) paid holidays, employees shall receive one (1) 

personal day, which may be scheduled in accordance with the procedures for vacation selection 

set forth in Section 7.6 below. If an employee elects not to schedule said personal day as 

provided above, the employee may request the employee's Department to use said personal 

day. Requests shall not be unreasonably denied. It is understood that the provisions of Section 

11.6 of this Agreement apply to this personal day. If an employee is required to work on a 

scheduled personal day by the Employer, the employee shall be entitled to holiday pay pursuant 

to Section 6.4. 

SSeeccttiioonn  66..22  –  HHoolliiddaayy  OObbsseerrvvaannccee

For employees whose regularly scheduled workweek does not include Saturday and/or 

Sunday, said holidays which fall on Saturday will be observed the Friday before the holidays; and 

said holidays which fall on Sunday will be observed on the Monday after the holiday. For employees 
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whose regularly scheduled workweek includes Saturday and/or Sunday, holidays which fall on 

either Saturday or Sunday will be observed on that day. 

SSeeccttiioonn  66..33  –  HHoolliiddaayy  SScchheedduulliinngg

(A) For employees who are not scheduled on a regular Monday through Friday workweek,

when a holiday falls on an employee's day off, the employee shall be granted another

day off when a holiday falls during an employee's vacation, and the employee does

not want to extend that vacation, the employee shall be granted another day off. The

Department Head shall grant an employee's request for another day off on the basis of

seniority among the employees who normally perform the work and who make their

requests on the same day, provided however, the Department Head shall retain the right

to determine the number and scheduling of employees at any one time without

hindering the operation of the Department. When a holiday falls during an employee's

vacation, the employee may extend that vacation only if the Employer does not grant

the employee an extra day's pay.

(B) An employee who is required to work on a holiday shall be given at least seven (7) days

advance notice where it is known by the Employer that employees have to work on a

holiday. If some but not all employees in the department are required to work on a

holiday, the Employer, taking into account its operational needs, will offer the work on a

rotating seniority basis first to volunteers who normally perform the work, and where

there are not enough said volunteers, the work will be assigned on a rotating basis of

inverse seniority, provided that, in either case, the employee who volunteers or is

assigned has the then present ability to perform the work required by the Employer.
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SSeeccttiioonn  66..44  –  HHoolliiddaayy  PPaayy

Work performed on holidays listed in this Article shall be paid at 2-1/2 times the employee's then 

current rate of pay, which shall include holiday pay or, at the employee's option shall be paid 

at 1-1/2 times the employee's then current rate of pay plus straight time compensatory time for all 

time worked. Upon termination of employment for any reason, except discharge for serious 

misconduct, the employee or the employee's estate shall be paid at the employee's then current rate 

of pay for any earned holidays not taken. 

SSeeccttiioonn  66..55  –  SSiicckk  LLeeaavvee

Current and future employees employed in job classifications that are granted paid sick leave 

shall continue to receive said sick leave for the term of this Agreement. Said employees 

shall be credited with twelve (12) days of paid sick leave on January 1 of each year. New 

hires who are salaried paid shall be credited with paid sick leave at the rate of one ( 1) day for 

each month of employment through December 31 for the first calendar year of their 

employment. Sick leave may be accumulated up to two hundred (200) days. 

Notwithstanding the foregoing, effective January 1, 1998, and thereafter, all 

employees shall be credited with one ( 1) day of paid sick leave on the first day of each 

month. In the event an employee, or a member of employee's immediate family, experiences 

a serious health condition within the meaning of the Family and Medical Leave Act, 

upon request of the employee, the Employer will advance to said employee up to the full 

amount of sick time the employee would normally be credited with for the remainder of that 

calendar year subject to reimbursement in the event that the employee leaves City 

employment prior to earning the advance payment of sick time. Should the employee's, or 

the employee's immediate family member's serious health condition require the employee to 
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be absent into the next calendar year, upon request of the employee, the Employer will 

advance to said employee up to the full amount of sick time the employee would normally be 

credited with for the remainder of that calendar year subject to reimbursement as provided 

above. The Employer reserves the right to require an employee to provide documentation 

that a serious illness, which would qualify for family and medical leave under the FMLA, 

exists. 

Sick leave may be used for illness, disability, or injury of the employee. Sick leave may 

also be used for appointments with doctors, dentists, or other medical practitioners, or in the event 

of illness, disability or injury of a member of an employee's family or household for whom the 

employee's presence is needed, subject to reasonable rules of interpretation of the Employer. 

Sick leave may be used in increments of one-half day or more. With twenty-four (24) hour 

prior notice and the permission of the employee's supervisor, sick leave may be used in smaller 

increments. In a bona fide emergency if and to the extent twenty-four (24) hour notice is not 

possible, sick leave may also be used in smaller increments, provided that the employee promptly 

notify the employee's supervisor. Such permission shall not be unreasonably denied. The 

Employer may request satisfactory proof of such emergency. 

Nothing herein shall be interpreted as an agreement to remove or continue any pre-contract 

practice relating to non-contractual extended sick leave. 

Use of sick leave as provided for in this Article shall not be detrimental to the evaluation of 

an employee's job performance. Employees who use sick leave as provided herein shall have their 

job performance evaluated on the same basis and under the same criteria as employees who have 

not used sick leave. Nothing herein shall preclude the Employer from delaying an employee's 
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evaluation in the event that the time worked by the employee during the evaluation period does not 

provide an adequate basis for evaluation. 

Employees who are not currently eligible for paid sick leave under the other provisions of 

this Section shall accrue paid sick leave at the rate of one (1) hour for every twenty-five (25) hours 

worked, up to a maximum of forty ( 40) hours per calendar year. All other employees who are hired 

after July 1, 2017, or who have not completed 180 days of continuous employment with the 

Employer as of that date, shall accrue sick time once they have completed 180 days of continuous 

employment with the Employer. All other requirements of this Section 6.5 contained in 

paragraphs three (3) through six (6) inclusive, as well as other rules maintained by the Employer 

governing the use and payment of sick leave, shall apply to the sick leave provided hereunder. 

The parties specifically waive any coverage under the provisions of the City of Chicago 

Ordinance concerning paid sick leave to persons covered by this Agreement. 

ARTICLE 7 - VACATIONS 

SSeeccttiioonn  77..11  –  AAmmoouunntt

(a) Employees shall be eligible for paid vacations as of January 1 of each year following the year in

which they were employed. Full time employees will earn the following amounts of paid vacation, 

based on such employee's seniority or continuous service as of July 1: 

CCoonnttiinnuuoouuss  SSeerrvviiccee  aass  ooff  JJuullyy  11  

Less than 6 years 

6 years or more, but less than 14 years 

14 years or more but less than 24 years 

24 years 

25 years or more 

VVaaccaattiioonn  

13 days 

18 days 

23 days 

24 days 

25 days 

23 



be absent into the next calendar year, upon request of the employee, the Employer will 

advance to said employee up to the full amount of sick time the employee would normally be 

credited with for the remainder of that calendar year subject to reimbursement as provided 

above. The Employer reserves the right to require an employee to provide documentation 

that a serious illness, which would qualify for family and medical leave under the FMLA, 

exists. 

Sick leave may be used for illness, disability, or injury of the employee. Sick leave may 

also be used for appointments with doctors, dentists, or other medical practitioners, or in the event 

of illness, disability or injury of a member of an employee's family or household for whom the 

employee's presence is needed, subject to reasonable rules of interpretation of the Employer. 

Sick leave may be used in increments of one-half day or more. With twenty-four (24) hour 

prior notice and the permission of the employee's supervisor, sick leave may be used in smaller 

increments. In a bona fide emergency if and to the extent twenty-four (24) hour notice is not 

possible, sick leave may also be used in smaller increments, provided that the employee promptly 

notify the employee's supervisor. Such permission shall not be unreasonably denied. The 

Employer may request satisfactory proof of such emergency. 

Nothing herein shall be interpreted as an agreement to remove or continue any pre-contract 

practice relating to non-contractual extended sick leave. 

Use of sick leave as provided for in this Article shall not be detrimental to the evaluation of 

an employee's job performance. Employees who use sick leave as provided herein shall have their 

job performance evaluated on the same basis and under the same criteria as employees who have 

not used sick leave. Nothing herein shall preclude the Employer from delaying an employee's 

22 

evaluation in the event that the time worked by the employee during the evaluation period does not 
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13 days 

18 days 

23 days 

24 days 

25 days 

23 



Employees of the Chicago Public Library will continue to earn vacation time as set forth below: 

PPaayy  GGrraaddee  66  aanndd  bbeellooww::

Less than 6 yrs. 

6 yrs. Or more, but less than 14 years 

14 yrs. Or more but less than 23 years 

24 years 

25 years or more 

PPaayy  GGrraaddee  77  aanndd  aabboovvee:: 

Pay Grade G-1 thru G-10: 

Less than 14 years 

14 years or more but less than 23 years 

24 years 

25 years or more 

15 days 

18 days 

23 days 

24 days 

25 days 

20 days 

23 days 

24 days 

25 days 

(b) Notwithstanding the foregoing, newly-hired employees shall be permitted to request and

schedule no more than six (6) vacation days earned during their first year of employment which 

would otherwise be credited to the employee beginning January I of the following year of their 

employment. The number of days newly-hired employees can request and schedule depends on 

their start date, as follows: 

• Newly-hired employees who start employment with the City in January or February can
request and schedule up to six ( 6) vacation days to be used during the time between their
start date of employment through December 31 of their first year of employment.

• Newly-hired employees who start employment with the City in March or April can
request and schedule up to five (5) vacation days to be used during the time between
their start date of employment through December 3 I of their first year of employment.
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• Newly-hired employees who start employment with the City in May or June can request
and schedule up to four (4) vacation days to be used during the time between their start
date of employment through December 31 of their first year of employment.

• Newly-hired employees who start employment with the City in July or August can
request and schedule up to three (3) vacation days to be used during the time between
their start date of employment through December 31 of their first year of employment.

• Newly-hired employees who start employment with the City in September or October
can request and schedule up to two (2) vacation days to be used during the time between
their start date of employment through December 31 of their first year of employment.

• Newly-hired employees who start employment with the City in November or December
can request and schedule up to one (1) vacation day to be used during the time between
their start date of employment through December 31 of their first year of employment.

In all such cases, any vacation days requested, scheduled, and used according to the foregoing 

provisions will be deducted from the vacation days that an employee accrues for use in the 

fulluwing year. Thereafter, an employee shall earn and be credited for vacation as provided in 

Section 7.l(a) above. 

SSeeccttiioonn  77..22  –  PPrroo  RRaattaa  VVaaccaattiioonnss

An employee shall be eligible for pro rata vacation if: 

l. The employee did not have twelve (12) months of seniority or continuous

service in the preceding calendar year and is on the payroll as of January 1 of the current 

calendar year; or 

2. The employee was separated from employment, other than for serious misconduct,

during a calendar year in which the employee did not have twelve (12) months of seniority or 

continuous service. 

The amount of pro rata vacation is determined by dividing the number of months of 

seniority or continuous service the full-time employee worked in the previous/current calendar 

year, whichever is applicable, by 12; the resulting figure is multiplied by the amount of paid 
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vacation for which the employee is eligible in Section 7.1 above. Any fraction is rounded off to 

the nearest whole number of days. 

Part-time employees who work at least fifty (50) hours per month in the prior calendar year 

shall be granted vacation leave on a pro-rated basis, as follows: 

HHoouurrss  WWoorrkkeedd  PPeerr  YYeeaarr  HHoouurrss  ooff  VVaaccaattiioonn  

1,000 40 

916 36 

830 33 

750 30 

666 27 

580 23 

500 20 

416 17

330 13

250 10

166 7 

50 4 

One extra vacation hour is earned for each twenty-five (25) hours over minimal hours 

worked. 

SSeeccttiioonn  77..33  –  FFoorrffeeiittuurree  ooff  VVaaccaattiioonn

Except as provided herein, all earned vacation leave not taken in the vacation year it 

1s due shall be forfeited unless the employee was denied vacation by the Employer. 
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Notwithstanding the foregoing, if an employee still has unused vacation time during the 

fourth quarter of the vacation year, the employee upon giving written notification to the 

Employer before December 15th of the vacation year, may carry over no more than five (5) 

such days ( effective the first full calendar year following approval of the Agreement by City 

Council, employees having completed 10 or more years of continuous service may carry over 

no more than seven (7) such days) into the next vacation year. All such vacation days deferred in 

this fashion must be scheduled upon mutual agreement of the Employer and employee and taken 

before June 30 of the vacation year into which they are carried over. Employees on duty disability 

shall retain any vacation leave earned prior to being placed on duty disability leave, together with 

all vacation time earned during the period of duty disability for the twelve (12) months following 

the date in which the person became disabled and shall be entitled to use such vacation time within 

twelve (12) months following their return to work. 

SSeeccttiioonn  77..44  –  EEmmppllooyyeeeess  LLaaiidd  OOffff,,  OOnn  LLeeaavvee  ooff  AAbbsseennccee  oorr  DDiisscchhaarrggee

Employees who are discharged for serious misconduct (i.e., violent acts, criminal acts, drug and 

alcohol violations on the job, or gross insubordination) are not entitled to any vacation pay not 

taken. Employees shall not earn vacation credit for any period during which they are on layoff or 

leave of absence without pay in excess of thirty (30) days ( except where such leave was adjudged 

eligible for duty disability) or engaged in conduct in violation of Article 23 of this Agreement. 

SSeeccttiioonn  77..55  –  RRaattee  ooff  PPaayy

Employees shall receive their regular pay in effect at the time the scheduled vacation is taken. 

An employee in pay status for 50% of work time in a calendar month shall earn vacation credit. 
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SSeeccttiioonn  77..66  –  SSeelleeccttiioonn

From November 1 to November 30 inclusive of each calendar year, employees may submit in 

writing to the Employer their vacation preferences for the following calendar year. Employees 

who file their vacation requests by November 30 shall receive responses by the last day of 

December. Vacation requests made after November 30 shall be granted on a first-come, 

first-served basis; provided however, if too many employees request on the same day vacations 

during the same period, the employees with the greater continuous service shall receive the 

vacation. 

Responses to said vacation requests shall be made within fourteen (14) days by the 

Employer, but not before the Department has responded to employees who filed during the 

November selection period. Vacations under this Section, will be granted by continuous 

service, provided however, the Department Head shall have the discretion to determine the 

number and scheduling of employees who can be on vacation at any one time without 

hindering the operation of the Department or to meet the emergency needs of the 

department's operations. In considering the emergency needs of the department, the 

Employer shall not cancel a pre-planned vacation arbitrarily. Cancellation of approved 

vacation requests which would result in a financial loss to the employee and/or prevent the 

employee from attending important personal events shall only be denied in the most extreme 

emergencies, and shall be subject to an expedited grievance procedure agreed upon by the 

parties to permit timely resolution of such disputes. 

SSeeccttiioonn  77..  77  –  RReecciipprroocciittyy  wwiitthh  OOtthheerr  AAggeenncciieess

Any employee of the City of Chicago hired prior to February 13, 1986, who has 

rendered service to the County of Cook, the Chicago Park District, the Chicago 

Housing Authority, the Forest Preserve District, the Metropolitan Sanitary District of Greater 

Chicago, 28

the State of Illinois, the Chicago Board of Education, the City Colleges of Chicago, 

Community College District 508, the. Chicago Transit Authority, the Public Building 

Commission of Chicago, the Chicago Urban Transportation District, and the Regional 

Transportation Authority, shall have the right to have the period of such service credited and 

counted for the purpose of computing the number of years of service as an employee of the City 

for vacations, provided that such service has been continuous service. However, vacation time 

accrued while working for another public agency is not transferable. Employees hired after 

February 13, 1986, who render service for any other public employer shall not have the period of 

such service credited and counted for the purpose of computing the number of years of service as 

an employee of the City. 

ARTICLE 8 - MILEAGE REIM[3LJRSEMENT 

Employees eligible for mileage reimbursement and who are required by the Employer to use their 

personal vehicles to perform their assignments shall be reimbursed at the rate established from 

time to time by the Internal Revenue Service. Effective February 1, 2017, the maximum 

reimbursement is $675.00 per month. The maximum reimbursement will increase effective each 

February 1 by the percentage increase in the Transportation Expenditure Category of the 

Consumer Price Index for All Urban Consumers (CPI-U): U.S. City Average for the previous 

year, as rounded to the nearest $5.00 increment. Employees seeking mileage reimbursement must 

submit that request on a form provided by the Employer. Payment for mileage expenses will be 

made on a monthly basis. In addition, should the Employer increase the current maximum 

mileage allowance for other employees of the City during the term of this Agreement beyond that 

set forth in this Article, the City will amend this Article to reflect the monthly dollar increase. 
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parties to permit timely resolution of such disputes.

Any employee of the City of Chicago hired prior to February 13, 1986, who has rendered 

service to the County of Cook, the Chicago Park District, the Chicago Housing Authority, 

the Forest Preserve District, the Metropolitan Sanitary District of Greater Chicago,
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ARTICLE 9 - DEFERRED COMPENSATION 

The Employer's policy which is in effect at the execution of this Agreement, pertaining to 

deferred compensation, shall be afforded to all employees without change during the term of this 

Agreement. 

In addition to the above, effective January 1, 2023, the Employer will continue 
to make contributions, on a dollar-for-dollar basis, under a 401(a) Plan (or any similar 
successor plan agreed to by the parties) up to the maximum of $500 per year, based on 
amounts deferred by each employee to that employee's 457 Plan. Such contributory 
obliga t ion shall increase as set forth below: 

Effective January 1, 2024, the Employer will contribute $1.50 for each dollar contributed 

by each employee under a 401(a) Plan (or any similar successor plan agreed to by the Union) up to 

a maximum of $750 per year based on amounts deferred by each employee to the employee's 457 

plan. 

Effective January 1, 2027, the Employer will contribute $1.75 for each dollar contributed 

by each employee under a 401(a) Plan (or any similar successor plan agreed to by the Union) up to 

a maximum of $875 per year based on amounts deferred by each employee to the employee's 457 

plan.  

The City shall advise the Union at least semi-annually, of the total contributions it has 

made. 

ARTICLE 10 - GROUP HEALTH, VISION CARE, DENTAL, 
LIFE AND ACCIDENT BENEFITS 

The Employer shall provide to employees and their elig ible dependents Group 

Health, Vision Care, Dental, Life ($25,000) and Accident benefi ts as provided to a 

majority of other employees of the City under the same terms and conditions 

applicable to said other employees. The specific coverag es and conditions of such 

benefits are contained in the various Plans which are maintained by the Employer, 

and which are available for review by employees and the Union. 

30 



ARTICLE 9 - DEFERRED COMPENSATION 

The Employer's policy which is in effect at the execution of this Agreement, pertaining to 

deferred compensation, shall be afforded to all employees without change during the term of this 

Agreement. 

In addition to the above, effective January 1, 2023, the Employer will continue 
to make contributions, on a dollar-for-dollar basis, under a 401(a) Plan (or any similar 
successor plan agreed to by the parties) up to the maximum of $500 per year, based on 
amounts deferred by each employee to that employee's 457 Plan. Such contributory 
obliga t ion shall increase as set forth below: 

Effective January 1, 2024, the Employer will contribute $1.50 for each dollar contributed 

by each employee under a 401(a) Plan (or any similar successor plan agreed to by the Union) up to 

a maximum of $750 per year based on amounts deferred by each employee to the employee's 457 

plan. 

Effective January 1, 2027, the Employer will contribute $1.75 for each dollar contributed 

by each employee under a 401(a) Plan (or any similar successor plan agreed to by the Union) up to 

a maximum of $875 per year based on amounts deferred by each employee to the employee's 457 

plan.  

The City shall advise the Union at least semi-annually, of the total contributions it has 

made. 

ARTICLE 10 - GROUP HEALTH, VISION CARE, DENTAL, 
LIFE AND ACCIDENT BENEFITS 

The Employer shall provide to employees and their elig ible dependents Group 

Health, Vision Care, Dental, Life ($25,000) and Accident benefi ts as provided to a 

majority of other employees of the City under the same terms and conditions 

applicable to said other employees. The specific coverag es and conditions of such 

benefits are contained in the various Plans which are maintained by the Employer, 

and which are available for review by employees and the Union. 

30 



$89,999 

$90,000 + 

38.55 

38.60 

59.24 

59.30 

All contributions shall be made on a pre-tax basis. 

73.89 

73.95 

Effective June 30, 2006, the schedule for employee health care contributions on a per pay 

period basis for either the PPO, the PPO/HRA or the HMO plan of their choice shall be based on a 

composite 2.0% of base salary for single, employee and one, and family levels of coverage as 

specified below. For example, contributions at selected salary levels per pay period will be as 

follows: 

ANNUAL SALARY SINGLE EMPLOYEE +l FAMILY 

(1.2921%) (1.9854%) (2.4765%) 

Up to $30,000 15.71 23.88 27.65 

$30,001 16.15 24.82 30.96 

$40,000 21.54 33.09 41.28 

$50,000 26.92 41.36 51.59 

$60,000 32.30 49.64 61.91 

$70,000 37.69 57.91 72.23 

$80,000 43.07 66.18 82.55 

$90,000 48.45 74.45 92.87 

$100,000 53.84 82.73 103 .19 

All contributions shall be made on a pre-tax basis. 

The Employer and the Union will establish a working group to study the feasibility of 

creating eligibility for employees who retire to be afforded insurance coverage at the applicable 

COBRA rates until Medicare eligibility. 
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SSeeccttiioonn  1100..11  –  PPoolliiccyy  PPrroovviissiioonnss

The benefits provided for herein shall be provided through a self-insurance plan or under a group 

insurance policy, selected by the Employer. All benefits are subject to standard provisions of 

insurance policies between Employer and insurance companies. 

SSeeccttiioonn  1100..22  –  IInnssuurraannccee  DDiissppuutteess

A dispute between an employee (or the employee's covered dependent) and the processor of 

claims shall not be subject to the grievance procedure provided for in this Agreement. 

Employees shall continue to be afforded an opportunity to present appeals of such 

insurance disputes in person, and may have union representation at such proceedings. 

SSeeccttiioonn  1100..33  –  HH..MM..OO''ss

Optional coverage offered by a Health Maintenance Organization (HMO) shall be made available 

to qualified employees. The Employer may offer coverage under more than one HMO. Effective 

January 1, 2006, the Employer will offer coverage under two HMO plans. The employee's option 

of selecting an HMO is subject to conditions for eligibility set by the HMO, notwithstanding 

anything in this Agreement to the contrary. 

SSeeccttiioonn  1100..44  –  FFaammiillyy  CCoovveerraaggee

Where both husband and wife or other family members eligible under one family 

coverage are employed by the Employer, the Employer shall pay for only one family 

insurance or family health plan. 

SSeeccttiioonn  1100..55  –  MMaaiinntteennaannccee  ooff  IInnssuurraannccee

The current practice permitting employees to use vacation or other time due during an illness in 

order to keep their insurance in effect shall continue for the term of the Agreement. 
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$89,999 

$90,000 + 

38.55 

38.60 

59.24 

59.30 
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73.89 

73.95 
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period basis for either the PPO, the PPO/HRA or the HMO plan of their choice shall be based on a 
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specified below. For example, contributions at selected salary levels per pay period will be as 

follows: 

ANNUAL SALARY SINGLE EMPLOYEE +l FAMILY 

(1.2921%) (1.9854%) (2.4765%) 

Up to $30,000 15.71 23.88 27.65 

$30,001 16.15 24.82 30.96 

$40,000 21.54 33.09 41.28 

$50,000 26.92 41.36 51.59 

$60,000 32.30 49.64 61.91 

$70,000 37.69 57.91 72.23 

$80,000 43.07 66.18 82.55 

$90,000 48.45 74.45 92.87 

$100,000 53.84 82.73 103 .19 

All contributions shall be made on a pre-tax basis. 

The Employer and the Union will establish a working group to study the feasibility of 

creating eligibility for employees who retire to be afforded insurance coverage at the applicable 

COBRA rates until Medicare eligibility. 
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SSeeccttiioonn  1100..11  –  PPoolliiccyy  PPrroovviissiioonnss

The benefits provided for herein shall be provided through a self-insurance plan or under a group 

insurance policy, selected by the Employer. All benefits are subject to standard provisions of 

insurance policies between Employer and insurance companies. 

SSeeccttiioonn  1100..22  –  IInnssuurraannccee  DDiissppuutteess
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The Employer will accept insurance premiums deducted from employees' ordinary disability 

checks for any period during which employees are eligible to pay such premiums so long as the 

Pension Fund allows such deductions. 

SSeeccttiioonn  1100..66  –  JJooiinntt  LLaabboorr  MMaannaaggeemmeenntt  CCooooppeerraattiioonn  CCoommmmiitttteeee  oonn  HHeeaalltthh  CCaarree

(a) The City of Chicago and the Union (the "Parties") agree to create a Joint Labor

Management Cooperation Committee ("LMCC") pursuant to the Labor Management 

Cooperation Act of 1978, 29 U.S.C. § 175 et seq. The purpose of the LMCC is to research and 

make recommendations and decisions within its authority related to the achievement of 

significant and measurable savings in the cost of employee health care during the terms of this 

Agreement. The Parties shall memorialize their intent to create this LMCC by executing an 

Agreement and Declaration of Trust ("Trust Agreement") contemporaneously with the 

execution of the collective bargaining agreement between the Union and the City of Chicago. 

Said Trust Agreement shall be attached to the Agreement as Appendix H. 

(b) The Trust Agreement shall address, without limitation, the following:

(i) Formation of a Committee to govern the LMCC consisting of Trustees, an

equal number of which shall be appointed respectively by the City of

Chicago and the Union.

(ii) Appointment by the City and the Union of a Co-Chair and Vice-Co-Chair as

designated in the Trust Agreement.

(iii) Authority of the LMCC to make recommendations and modifications to the

health plan expected to result in savings and cost containment.

(iv) Establishment of a Trust fund with contributions provided by the City of

Chicago and third parties.
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I for the purposes of this Section, an "employee" shall mean a City employee represented by 

the Union. The "Union" shall mean the American Federation of State County and Municipal 

Employees, Council 31. 

SSeeccttiioonn  1100..77  –  HHeeaalltthh  PPllaann  RReeooppeenneerr

Each party reserves the right to reopen this Agreement in order to further negotiate the 

Health Plan set forth in this Agreement for the following reasons: 

(a) Any change(s) in the applicable law(s), including but not limited to a universal,

national or state health care program mandating significant changes in health insurance benefits that 

become law and is effective during the term of this Agreement. 

(A) The lack of achievement of health care cost containment as anticipated by the parties

pursuant to the establishment and administration of the Labor-Managemt:nl Cuoperalion

Committee on health care, as defined below:

(i) The parties charge the LMCC with the responsibility of approving Plan

changes that will result in significant cost containment or savings, as

measured by a projected increase of costs for any individual plan of no more

than 8% in Fiscal Year 2009 and each fiscal year thereafter when compared

to health care costs in Fiscal Year 2008 and in each previous fiscal year

thereafter, respectively.

(ii) Should any Plan changes approved by the LMCC fail to result in such cost

containment or savings as stated in subsection (i) above, the LMCC shall

make such adjustments in deductibles, co-pays and co-insurance, to prevent

the cost increase from exceeding 8% as measured in subsection (i) above.
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(iii) Should the Plan changes approved by the LMCC fail to achieve cost

containment or savings as stated in subsections (i) and (ii) above by the end

of the following fiscal year, either party may elect to reopen negotiations as

set forth on the following specific topics:

• Health Plan set forth in this Agreement

• Structure of the LMCC

• Composition of the LMCC

provided, however, each party reserves the right to reopen this Agreement 

in order to negotiate the Heath Plan set forth in this Agreement no later than 

June 30, 2011. 

If any one of the foregoing events or conditions occurs, either party to this Agreement 

has thirty (30) days to notify the other party of its intent to reopen this Agreement in order to 

negotiate the Health Plan set forth in this Agreement. Should either party elect to reopen 

negotiations pursuant to this provision, it shall submit written notice to the other party. 

Thereafter, the parties have ninety (90) days within which to reach agreement on the Health Plan. If 

the parties fail to reach agreement at the conclusion of that ninety (90) day period, each party 

reserves the right to reopen the entire Agreement. 

SSeeccttiioonn  1100..88  –  PPllaann  DDeessiiggnn  CChhaannggeess

The parties commit to implementing Medical Plan Design changes that will result in estimated 

savings of $1.3 million (as calculated with respect to the AFSCME bargaining unit) by 2020. The 

parties will work through the LMCC to identify changes that will result in the required savings. 

If prior to January 1, 2020, the parties have not reached agreement on the proposed changes, each 
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party will submit its offer of proposed changes and the amount proposed to be reduced, including 

the methodology for estimating the value of the proposed changes, to a mutually agreed upon 

arbitrator, who will be limited to selecting either the City's or the Union's offer. The offer 

selected by the arbitrator will be binding on the parties and on the LMCC. The Union may 

coordinate with other Unions who are party to the LMCC regarding the negotiations referred to 

herein as well as participate jointly in any arbitration that may result from this provision. 

ARTICLE 11 - LEAVES 

SSeeccttiioonn  1111..11  – BBeerreeaavveemmeenntt

In the event of a death in an employee's immediate family such employee shall be entitled to a 

paid leave of absence up to a maximum of three (3) consecutive workdays. If the deceased 

resided or passed in a state not contiguous to Illinois or another country and the employee is 

traveling to that state or country, the employee shall be entitled to a maximum of five (5) 

consecutive workdays. Bereavement must be taken within sixty (60) days following the date of 

death. 

The employee's immediate family shall be defined as: parents, spouse, siblings (including 

step or half), children (including step or adopted), spouse's parents, child's spouse, sibling-in-law, 

grandparents, grandchildren, court-appointed legal guardian, and a person for whom the employee 

is a court-appointed legal guardian. The Employer may, at its option, require the employee to 

submit satisfactory proof of death and/or proof of the relationship of the deceased to the employee. 

For the purposes of this Section, the following are considered to be states that are contiguous 

to Illinois: Kentucky, Wisconsin, Indiana, Iowa, Michigan and Missouri. 
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SSeeccttiioonn  1111..22  –  MMiilliittaarryy

Any employee who is a member of a reserve force of the United States or of the State of Illinois, 

other than the National Guard, and who is ordered by the appropriate authorities to attend training 

program or perform other duties under the supervision of the United States or the State of Illinois, 

shall be granted a paid leave of absence during the period of such activity, but not to exceed 

fourteen (14) calendar days in any calendar year, provided that employees hired after February 13, 

1986 shall, as a condition precedent to payment, deposit their military pay for all days 

compensated by the Employer with the City Comptroller. 

Any employee who is a member of the National Guard of the United States or of the State 

of Illinois and who is ordered by the appropriate authorities to attend a training program or perform 

othc:r <lutic:s un<lc:r the: supc:rvision of the: Unitc:<l Statc:s or the State of Illinois, shall be granted a 

paid leave of absence during the period of such activity, but not to exceed fifteen (15) calendar 

days in any calendar year, provided that employees hired after February 13, 1986 shall, as a 

condition precedent to payment, deposit their military pay for all days compensated by the 

Employer with the City Comptroller. Any reservist called for active duty on or after September 11, 

2001, shall be entitled to full salary and medical benefits, provided that paid leave shall be conditioned 

upon payment of military pay to the Comptroller. The right to this additional paid leave shall 

automatically terminate upon termination of active duty. Such paid leaves shall not reduce the 

employee's vacation or other leave benefits. 

SSeeccttiioonn  1111..33  –  JJuurryy//SSuubbppooeennaa

An employee who serves on a jury or is subject to a proper subpoena ( except if the employee is a party 

to non-work related litigation) shall be granted a leave of absence with pay during the term of such 

absence, provided that the employee deposits the employee's jury duty pay with the City 
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Comptroller for those days which the employee was scheduled to work for the Employer and receives 

pay or compensatory time for said work. 

SSeeccttiioonn  1111..44  –  UUnnppaaiidd  LLeeaavveess

((aa)) PPeerrssoonnaall  LLeeaavvee

Non-probationary employees may apply for leaves of absence without pay for personal

reasons, which may include educational leaves. The grant and duration of such leaves shall be 

within the discretion of the Employer. Seniority shall accumulate for employees on said 

leaves. Employees who return from said leaves shall be reinstated to their former job subject 

to the layoff, recall and break-in-service provisions of this Agreement. 

Employees shall be granted personal leaves of absence without pay for a period of up 

to one (1) year for the purpose of providing necessary care, full-time supervision, custody or 

nonprofessional treatment for a member of the employee's immediate family or household 

under circumstances temporarily inconsistent with the employee's uninterrupted performance 

of the employee' s normal job duties, if satisfactory proof of the need for and duration of such 

leave is provided to the Employer. Such leaves shall be granted under the same terms and 

conditions as set forth above. 

((bb)) MMeeddiiccaall  LLeeaavvee

Non-probationary employees shall be granted medical leaves of absence upon request.

Said medical leaves of absence shall be granted in increments of a minimum of one ( 1) 

week, up to three (3) months, provided said leaves shall be renewable for like three (3) 

month periods, for a total medical leave of absence up to one ( 1) year. 
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The Employer may request satisfactory proof of medical leaves of absence. Employees on 

medical leaves of absence shall return to work promptly after their doctor releases them to 

return to work. An employee on a medical leave of absence shall be returned to work upon the 

expiration of the employee's leave, provided the employee has complied with the Employer's 

procedures which shall be provided to the employee prior to the start of said leave. If an 

employee is granted an extension of the employee's leave, the employee shall be returned to 

work upon the expiration of the leave's extension, provided the employee has complied with 

the Employer's procedures. 

Seniority shall accumulate for employees on medical leaves of absence for only up to one 

( 1) year. After one ( 1) year, an employee on a medical leave of absence shall retain, but not 

accumulate seniority. 

Employees who return from a medical leave of absence within one ( 1) year shall be 

reinstated to their former job, subject to the layoff and recall provisions of this Agreement. If 

the employee returns to work after more than one ( 1) year on a medical leave of absence, the 

employee shall be returned to the employee's former job if it is open. If not, the employee will 

be placed on a list for reinstatement. 

     ((cc))  UUnniioonn  LLeeaavvee

Up to six (6) non-probationary employees shall be granted Union leaves of absence at any 

one time to serve on the Union staff or to be an officer of the Union, for up to two (2) years. Any 

current Union leaves of absence shall be automatically extended for up to two (2) years. The 

number and length of such leaves may be increased by mutual written agreement of the Employer 

and Union. Employees who return from Union leaves of absence shall have the same rights as 

employees who return from medical leaves of absence. 
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All employees who return from leaves of absence shall, as a condition of their return, have 

the present ability to perform the required work without further training after a reasonable amount 

of orientation. 

          ((dd))  DDuuttyy  DDiissaabbiilliittyy  LLeeaavveess

Any employee who is absent from work due to an injury on duty shall be granted a leave 

of absence. The Employer will mail the initial Duty Disability payment within ten (10) working 

days upon receipt of verified authorization from the approving authority. Contingent upon 

continued verified authorization, subsequent payment will be made twice a month. If duty 

disability is denied, and such denial is later reversed, the employee shall be paid up to the date 

the amount the employee was eligible to receive, less any other disability payments received by 

the employee subject to the same terms and conditions identified in this paragraph. Employees 

who return from said leaves shall be reinstated to their former job classification, if there is a 

vacancy in said classification or if a position in said classification is then occupied by an 

employee with lower seniority. If the employee's former job classification is not available 

because the employee would have been laid off if the employee had not been on a leave of 

absence, the employee may exercise seniority rights in accordance with and subject to the layoff, 

recall and break-in-service provisions of this Agreement. An employee granted duty disability 

leave shall continue to receive full benefits for any period the employee is on said leave in 

accordance with current practice. 

          ((ee))  FFaammiillyy  aanndd  MMeeddiiccaall  LLeeaavvee

Eligible employees also have certain rights to twelve (12) weeks unpaid leave under the 

Family and Medical Leave Act and its implementing regulations, and the policies and procedures 

of the Employer in effect as of the date of this Agreement, provided that such policies are not 
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more restrictive than the provisions of this Article. Such leave is concurrent with, and not in 

addition to, the unpaid leave provided for above. Employees may elect to substitute any 

accumulated paid leave for any portion of unpaid FMLA leave, or may take such unpaid FMLA 

leave following any paid leave for which the employee may be eligible and elects to use, unless the 

Employer is required under the FMLA to designate such time as FMLA leave. 

The Employer shall pay its portion of the employee's insurance (individual or family) for 

the time period the employee is on FMLA leave, and the employee shall pay the employee's 

portion of the insurance during that time period. 

SSeeccttiioonn  1111..55  –  RReelliiggiioouuss  DDaayy  AAccccoommmmooddaattiioonn

An employee whose religious beliefs require that the employee not work when scheduled on a 

religious holiday, shall be granted said time off. The employee may use time earned or may take 

the day off without pay. 

An employee requesting this accommodation shall notify the Department Head or the 

Department Head's designee in writing at least five (5) calendar days in advance of the 

religious holiday. If written notification occurs less than five (5) calendar days in advance of 

the religious holiday, said request shall be granted at the Employer's discretion based on 

operational needs. Such requests shall not be unreasonably denied. In January of each year, the 

Employer shall remind employees in writing of the provisions of this section. 

SSeeccttiioonn  1111..66  –  EEmmeerrggeennccyy  AAccccoommmmooddaattiioonn

In emergency situations which preclude an employee from requesting accumulated time in 

advance, employees may request the use of accumulated compensatory time or vacation leave. The 
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Employer may request satisfactory proof of any such emergency. Emergency requests by employees 

will not be unreasonably denied. 

SSeeccttiioonn  1111..77  –  RReeaassoonnaabbllee  AAccccoommmmooddaattiioonn

Whenever an employee (or the Union at the request of an employee) requests an 

accommodation under the Americans With Disabilities Act ("ADA"), or such an 

accommodation is otherwise contemplated by the Employer, the Employer, the employee 

and/or the Union will meet to discuss the matter. If the Employer, the employee and the 

Union reach agreement, such agreement shall be binding on the Employer, the Union and all 

employees. In the event a grievance is filed over any action or inaction by the Employer, 

and the Employer claims that such action or inaction was based on the Employer's 

obligations under the ADA, the arbitrator shall take the Employer's obligations under the 

ADA, the Union's obligations under the ADA, as well as the provisions of Section 24.1 of 

this Agreement, into account in rendering the arbitrator's decision. It is the intent of the 

parties that any reasonable accommodations adopted by the Employer conform to the 

requirements of the contract to the extent practicable. In the event of a conflict between this 

Agreement, any agreement or settlement hereunder or arbitration award and any decision of 

any agency or court of competent jurisdiction finding a violation of the ADA, such decision 

shall take precedence over this Agreement, any agreement or settlement hereunder or 

arbitration award. 

SSeeccttiioonn  1111..88  –  PPaaiidd  PPaarreennttaall  LLeeaavvee

An employee wishing to take paid parental leave must apply and be eligible for Family 

Medical Leave Act (FMLA) leave. An employee is eligible for FMLA leave if they have been 

employed by the City for at least 12 months before taking the leave and has worked at least 
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1250 hours during the 12 month period immediately prior to the leave. Effective January 1, 

2023, eelliiggiibbllee employees may be granted the following paid parental leaves, in conjunction 

with and as part of an approved FMLA leave: 

• Up to twelve ( 12) work weeks of paid parental leave for either the birth of the
employee's biological child or children, (including the employee's biological
children born using gestational surrogacy), or for the adoption or foster of a child or
children by the employee. Any paid parental leave is to be taken within the first year
following either the child or children's date of birth, or the initial date of placement
in the employee's home in the case of adoption or foster care. Paid parental leave
may only be taken once per birth or placement event and must be used before a
biological child turns one ( 1) year old or prior to the one (1) year anniversary of initial
placement in the case of adoption or foster care. Any unused paid parental leave will be
forfeited at the end of such a rolling year period.

• Up to eight (8) work weeks of paid leave for employees who are acting as gestational
surrogates for their own recovery for routine childbirth. If postpartum complications arise
that require additional leave, the employee may receive a maximum of twelve (12) work
weeks of paid leave, provided that sufficient medical certification is provided to the
employee's department. Such paid leave may only be taken once per birth event and must
be taken within one (1) year following the event. Any unused paid leave will be forfeited at
the end of such a rolling year period.

Procedures for requesting and returning from paid parental leave, including complying with the 

leave process, are governed by the City's Paid Parental Leave Policy. Notwithstanding any other 

provision of this Agreement, paid parental leave shall be granted as part of an approved FMLA 

leave.

ARTICLE 12 - SENIORITY OR CONTINUOUS SERVICE 

SSeeccttiioonn  1122..11  ––  DDeeffiinniittiioonn

The term "seniority" and "continuous service" shall mean the same thing as they are defined 

and used in this Agreement. Seniority or continuous service means continuous paid 

employment from the employee's last date of hire, without a break or interruption in such paid 

employment. In the event two (2) or more employees have the same seniority date, a lottery 
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shall be conducted to break seniority ties. In addition, an employee earns seniority or 

continuous service credit even though the employee is not paid for an absence where the employee 

is adjudged eligible for duty disability compensation. 

For purposes of determining eligibility for longevity pay increases and in determining an 

employee's vacation benefits, seniority or continuous service shall mean service for the Employer 

regardless of job title or department. 

SSeeccttiioonn  1122..22  –  RReecciipprroocciittyy

Employees hired prior to February 13, 1986 who have rendered service to the County of Cook, 

the Chicago Park District, the Forest Preserve District, the Chicago Housing Authority, the 

Metropolitan Sanitary District of Greater Chicago, the State of Illinois, the Chicago Board of 

Education, City Colleges of Chicago, Community College District 508, the Chicago Transit 

Authority, Public Building Commission of Chicago, the Chicago Urban Transportation District 

and the Regional Transportation Authority shall have the period of such service credited and 

counted for the purpose of advancement within longevity salary schedules. However, employees 

hired after February 13, 1986, who render service for any other public employer shall not have 

the period of such service credited and counted for the purpose of seniority or continuous service 

with the Employer for any reason. 

SSeeccttiioonn  1122..33  –  IInntteerrrruuppttiioonn  IInn  SSeerrvviiccee

a) Non-seasonal employees who work a minimum of eighty (80) hours per month shall be

credited with continuous service for the time worked. Continuous service credit will not be 

earned for: 

1) absences without leave
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2) absences due to suspension 

3) unpaid medical leaves of absence of more than one (1) year. 

b)  Seasonal employment which does not exceed one hundred twenty (120) calendar days in 

any calendar year shall not be credited towards seniority or continuous service for the time worked. 

c)  Seasonal employment in excess of one hundred twenty (120) calendar days in any calendar 

year shall be credited towards seniority or continuous service. 

Section 12.4 – Break in Service 

Notwithstanding the provisions of any ordinance or rule to the contrary, seniority or continuous 

service of an employee is broken, the employment relationship is terminated, and the employee 

shall have no right to be rehired, if the employee:  

a) quits or resigns, 

 

b) is discharged for cause,  

 

c) retires, 

 

d) is absent for five (5) consecutive workdays without notifying the employee’s authorized 

Employer representative, unless circumstances preclude the employee, or someone in 

the employee’s behalf, from giving such notice, 

 

e) does not actively work for the employer for twelve (12) months for any reason

except military service, approved Union or medical leave of absence, or duty disability leave, 

f) is on an approved leave of absence and is in substantial noncompliance with the

leave of absence provisions. 

g) is on layoff for more than twelve ( 12) consecutive months where the employee has

less than two (2) years of service at the time the layoff began. 

h) is on layoff for more than two (2) years if the employee has more than two (2)

years but less than seven (7) of service at the time the layoff began. 

i) is on layoff more than three (3) years if the employee has more than seven (7)

years of service at the time the layoff began. 

SSeeccttiioonn  1122..55  –  LLaayyooffff  //RReeccaallll

A. LLaayyooffff

(1) NNoottiiccee

In the event of a layoff, prior to the issuance of the notice provided under this paragraph, 

the Union shall be notified as to the approximate number of employees who may be affected 

by the layoff, including where feasible, their classification(s) and department(s). The Union 

and employees (except probationary employees with less than ninety (90) days of service) shall 

be provided with at least 45 days advance notice of a layoff made in connection with the annual 

budget process, or 30 days in all other cases, except in emergencies beyond the control of the 

Employer, in which event, such notice shall be given as soon as reasonably possible after the 

Employer knows. Such notice shall contain the name, position classification, department, work 

location, if available in the Employer's records, and seniority date of each employee scheduled 
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to be laid off It is understood by the parties that although the Employer will make all reasonable 

efforts to notify affected employees of an impending lay-off within the times set forth above, 

employees, not in the initial group targeted for lay-off may not, due to unanticipated bumping 

always receive actual notice of lay-off until after the passage of said time periods. In such 

cases, the Employer will provide as much notice to those employees as is reasonably feasible 

under the circumstances, but in no event less than fourteen (14) days. The Employer's current 

practice of meeting with the Union in anticipation of a layoff to discuss matters relating to the 

layoff, and to provide information as to the need for the layoff, bumping rights of employees and 

available vacancies, will be continued. 

((22))  OOrrddeerr  ooff  LLaayyooffff

The least senior employee in the affected job classification in the department shall be 

laid off first, provided the ability to perform the work and the employee's job performance are 

relatively equal among the other employees in the job in the department. "Seniority" shall mean, 

for purposes of this Section, the employee's continuous service for the Employer regardless of 

job title or department. 

Seasonal, provisional, emergency and temporary employees shall be terminated prior to any 

other employees being laid off.

((33))  OOppttiioonnss  foforr  EEmmppllooyyeeeess  SSuubbjjeecctt  ttoo  LLaayyooffff

  For purposes of this Section, an employee shall be considered as "subject to layoff' as 

soon as that employee is scheduled to be laid off, or removed from the employee's position 

classification. Employees subject to layoff shall be given at least a twenty-four (24) hour period 

to respond from the time the Employer informs them of all options available to them regarding 
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filling vacancies or bumping, except for those employees placed in equal graded vacancies 

within their Department as provided in Section 3(a) below. In the event that multiple layoffs 

occur, or are scheduled to occur, pursuant to the notice provided in Section 12.5A( 1) above, the 

Employer shall group affected employees by seniority order in each pay grade. Thereafter, 

employees shall exercise their options in seniority order beginning with the highest pay grade. 

((aa)) VVaaccaanncciieess  iinn  tthhee  DDeeppaarrttmmeenntt

An employee subject to layoff shall be placed in an equal graded classification, in the 

department, which the Employer has deemed vacant, in lieu of layoff, provided the said employee 

has the then present ability to perform the required work without further training. Said offers 

shall be by City-wide seniority. In the event an employee is placed in an equal graded position 

in lieu of layoff, the Employer will afford the employee an evaluation period of up to sixty (60) 

days, and shall provide the employee with a reasonable opportunity to satisfactorily complete 

the evaluation period, to demonstrate that the employee can perform the job. The Employer 

may extend the evaluation period for an additional thirty (30) days provided that the Employer 

shall first advise the Union and the employee, either in person or in writing, of the reasons for 

that decision. Such explanation will include a description of the measures taken by the 

Employer to ensure that the Employee has been provided a reasonable opportunity to 

satisfactorily complete the evaluation period. The evaluation period may be extended to an 

additional thirty (30) days by agreement of the parties, to demonstrate that the employee can 

perform the job. Notwithstanding the foregoing, if the Employer, based on the employee's job 

performance at any time during these evaluation periods, has just cause to believe that the 

employee cannot perform the job, the employee shall be placed on layoff and shall have no 

further rights to bump or fill other vacancies prior to being laid off. The Employer shall notify 
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that decision. Such explanation will include a description of the measures taken by the 

Employer to ensure that the Employee has been provided a reasonable opportunity to 

satisfactorily complete the evaluation period. The evaluation period may be extended to an 

additional thirty (30) days by agreement of the parties, to demonstrate that the employee can 

perform the job. Notwithstanding the foregoing, if the Employer, based on the employee's job 

performance at any time during these evaluation periods, has just cause to believe that the 

employee cannot perform the job, the employee shall be placed on layoff and shall have no 

further rights to bump or fill other vacancies prior to being laid off. The Employer shall notify 
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the employee and the Union reasonably in advance of returning the employee to layoff if it 

appears to the Employer that the employee cannot perform the job. 

((bb)) TTrraannssffeerr  iinn  LLiieeuu  ooff  LLaayyooffff

All employees subject to layoff who are not placed in equal-graded available vacancies 

within their own Department shall be listed in seniority order and shall be offered the 

opportunity either to bump another employee as provided in subparagraph (c) or (d) below, or 

to fill a position which has been declared vacant as of the date of the layoff in an equal or lower 

graded AFSCME bargaining unit classification in any department prior to selecting a bidder or 

hiring a new employee from outside an AFSCME bargaining unit classification. The employee 

shall be awarded said position if the employee has the then present ability to perform the required 

work without further training. An employee who has elected to fill a vacant position or bump shall 

have no further right to fill a job declared vacant after the employee has accepted a position, 

whether by transfer or bumping, under this paragraph. In the event that an employee accepts a 

vacant position in a different department, the Employer will afford the employee an evaluation 

period of up to sixty (60) days, and shall provide the employee with a reasonable opportunity to 

satisfactorily complete the evaluation period to demonstrate that the employee can perform the 

job. The Employer may extend the evaluation period for an additional thirty (30) days, provided 

that the Employer shall first advise the Union and the employee, either in person or in writing of 

the reasons for that decision. Such explanation will include a description of the measures taken by 

the Employer to ensure that the Employee has been provided a reasonable opportunity to 

satisfactorily complete the evaluation period. The evaluation period may be extended to an 

additional thirty (30) days by agreement of the parties, to demonstrate that the employee can 

perform the job. Notwithstanding the foregoing, if the Employer, based on the employee's job 
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performance at any time during these evaluation periods, has just cause to believe, that the 

employee cannot perform the job, the employee shall be placed on layoff and shall have no further 

rights to bump or fill other vacancies prior to being laid off. The Employer shall notify the 

employee and the Union reasonably in advance of returning the employee to layoff if it appears to 

the Employer that the employee cannot perform the job. 

((cc)) AAvvaanntt  JJoobb  FFaammiillyy  SSeerriieess  BBuummppiinngg

An employee subject to layoff, by seniority, may bump the least senior employee in the next 

lower classification in the Avant job family series in the Department, ( as per Appendix A hereto), 

or if none, the second lower classification in the job family series in the Department, provided the 

employee who is bumping has the then present ability to perform the required work without further 

training. The Employer will afford the employee an evaluation period of up to sixty (60) days, and 

shall provide the employee with a reasonable opportunity to satisfactorily complete the evaluation 

period, to demonstrate that the employee can perform the job. The Employer may extend the 

evaluation period for an additional thirty (30) days, provided that the Employer shall first advise 

the Union and the employee, either in person or in writing, of the reasons for that decision. Such 

explanation will include a description of the measures taken by the Employer to ensure that the 

Employee has been provided a reasonable opportunity to satisfactorily complete the evaluation 

period. The evaluation period may be extended to an additional thirty (30) days by agreement of 

the parties, to demonstrate that the employee can perform the job. Notwithstanding the foregoing, 

if the Employer, based on the employee's job performance at any time during these evaluation 

periods, has just cause to believe that the employee cannot perform the job, the employee shall be 

placed on layoff and shall have no further rights to bump or fill other vacancies prior to being laid 
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the employee and the Union reasonably in advance of returning the employee to layoff if it 

appears to the Employer that the employee cannot perform the job. 
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hiring a new employee from outside an AFSCME bargaining unit classification. The employee 

shall be awarded said position if the employee has the then present ability to perform the required 

work without further training. An employee who has elected to fill a vacant position or bump shall 

have no further right to fill a job declared vacant after the employee has accepted a position, 

whether by transfer or bumping, under this paragraph. In the event that an employee accepts a 

vacant position in a different department, the Employer will afford the employee an evaluation 

period of up to sixty (60) days, and shall provide the employee with a reasonable opportunity to 

satisfactorily complete the evaluation period to demonstrate that the employee can perform the 

job. The Employer may extend the evaluation period for an additional thirty (30) days, provided 

that the Employer shall first advise the Union and the employee, either in person or in writing of 

the reasons for that decision. Such explanation will include a description of the measures taken by 

the Employer to ensure that the Employee has been provided a reasonable opportunity to 

satisfactorily complete the evaluation period. The evaluation period may be extended to an 

additional thirty (30) days by agreement of the parties, to demonstrate that the employee can 

perform the job. Notwithstanding the foregoing, if the Employer, based on the employee's job 
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performance at any time during these evaluation periods, has just cause to believe, that the 

employee cannot perform the job, the employee shall be placed on layoff and shall have no further 

rights to bump or fill other vacancies prior to being laid off. The Employer shall notify the 

employee and the Union reasonably in advance of returning the employee to layoff if it appears to 

the Employer that the employee cannot perform the job. 

((cc)) AAvvaanntt  JJoobb  FFaammiillyy  SSeerriieess  BBuummppiinngg

An employee subject to layoff, by seniority, may bump the least senior employee in the next 

lower classification in the Avant job family series in the Department, ( as per Appendix A hereto), 

or if none, the second lower classification in the job family series in the Department, provided the 

employee who is bumping has the then present ability to perform the required work without further 

training. The Employer will afford the employee an evaluation period of up to sixty (60) days, and 

shall provide the employee with a reasonable opportunity to satisfactorily complete the evaluation 

period, to demonstrate that the employee can perform the job. The Employer may extend the 

evaluation period for an additional thirty (30) days, provided that the Employer shall first advise 

the Union and the employee, either in person or in writing, of the reasons for that decision. Such 

explanation will include a description of the measures taken by the Employer to ensure that the 

Employee has been provided a reasonable opportunity to satisfactorily complete the evaluation 

period. The evaluation period may be extended to an additional thirty (30) days by agreement of 

the parties, to demonstrate that the employee can perform the job. Notwithstanding the foregoing, 

if the Employer, based on the employee's job performance at any time during these evaluation 

periods, has just cause to believe that the employee cannot perform the job, the employee shall be 

placed on layoff and shall have no further rights to bump or fill other vacancies prior to being laid 
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off. The Employer shall notify the employee and the Union reasonably in advance ofretuming the 

employee to layoff if it appears to the Employer that the employee cannot perform the job. 

((dd)) BBuummppiinngg  IInnttoo  aa  PPrreevviioouussllyy  HHeelldd  TTiittllee

Employees who cannot bump into their job family series, may bump into the title in their 

current Department in which they most recently held career service status in their current 

Department, even if not in their job family series or, if none, in any other title within their current 

Department which they held for one ( l) or more years within their current Department, even if not 

in their job family series, provided the employee who is bumping has the then present ability to 

perform the required work without further training. The Employer will afford the employee an 

evaluation period of up to sixty (60) days, and shall provide the employee with a reasonable 

opportunity to satisfactorily complete the evaluation period, to demonstrate that the employee can 

perform the job. The Employer may extend the evaluation period for an additional thirty (30) days, 

provided that the Employer shall first advise the Union and the employee, either in person or in 

writing, of the reasons for that decision. Such explanation will include a description of the measures 

taken by the Employer to ensure that the Employee has been provided a reasonable opportunity to 

satisfactorily complete the evaluation period. The evaluation period may be extended to an 

additional thirty (30) days by agreement of the parties, to demonstrate that the employee can 

perform the job. Notwithstanding the foregoing, if the Employer, based on the employee's job 

performance at any time during these evaluation periods, has just cause to believe that the employee 

cannot perform the job, the employee shall be placed on layoff and shall have no further rights to 

bump or fill other vacancies prior to being laid off. The Employer shall notify the employee and 

the Union reasonably in advance ofretuming the employee to layoff if it appears to the Employer 

that the employee cannot perform the job. 
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((ee)) 8800%%  RRuullee

Employees who are laid off because 80% or more of all the positions in their Departments 

are eliminated may have the bumping rights of Section 12.5 in other Departments. These employees 

will have preference in filling vacancies for equal or lower graded positions in other departments, 

provided the employee has the then present ability to perform the required work without further 

training. 

((ff)) OOnnee  BBuummpp

A laid off employee shall be entitled to only one bump. 

((gg))  PPaarrtt  TTiimmee  EEmmppllooyyeeeess

Notwithstanding any provision of this Article to the contrary, part time employees shall not 

have the right to bump full time employees. Full time employees shall not select part time vacancies 

or bump into part time positions until they have exhausted whatever rights they may have under this 

Section to fill full time vacancies or bump full time employees. 

((44)) RRaattee  ooff  PPaayy

Employees who take a position in the same pay grade shall be paid the same rate of pay 

of their former position. Employees who voluntarily transfer or bump to avoid layoff shall be 

paid the rate of the job being performed, i.e., the same step in the pay grade for said job as the 

employee had been on in the employee's previous job classification. Employees who 

voluntarily transfer to a lower graded job to avoid layoff, or who exercise bumping rights 

pursuant to Section 12.5A(3) due to the absence of an available vacancy into which they can 

transfer or where the available vacancy has a pay grade that is less than the job into which the 
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off. The Employer shall notify the employee and the Union reasonably in advance ofretuming the 

employee to layoff if it appears to the Employer that the employee cannot perform the job. 

((dd)) BBuummppiinngg  IInnttoo  aa  PPrreevviioouussllyy  HHeelldd  TTiittllee

Employees who cannot bump into their job family series, may bump into the title in their 

current Department in which they most recently held career service status in their current 

Department, even if not in their job family series or, if none, in any other title within their current 

Department which they held for one ( l) or more years within their current Department, even if not 

in their job family series, provided the employee who is bumping has the then present ability to 

perform the required work without further training. The Employer will afford the employee an 

evaluation period of up to sixty (60) days, and shall provide the employee with a reasonable 

opportunity to satisfactorily complete the evaluation period, to demonstrate that the employee can 

perform the job. The Employer may extend the evaluation period for an additional thirty (30) days, 

provided that the Employer shall first advise the Union and the employee, either in person or in 

writing, of the reasons for that decision. Such explanation will include a description of the measures 

taken by the Employer to ensure that the Employee has been provided a reasonable opportunity to 

satisfactorily complete the evaluation period. The evaluation period may be extended to an 

additional thirty (30) days by agreement of the parties, to demonstrate that the employee can 

perform the job. Notwithstanding the foregoing, if the Employer, based on the employee's job 

performance at any time during these evaluation periods, has just cause to believe that the employee 

cannot perform the job, the employee shall be placed on layoff and shall have no further rights to 

bump or fill other vacancies prior to being laid off. The Employer shall notify the employee and 

the Union reasonably in advance ofretuming the employee to layoff if it appears to the Employer 

that the employee cannot perform the job. 
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((ee)) 8800%%  RRuullee

Employees who are laid off because 80% or more of all the positions in their Departments 

are eliminated may have the bumping rights of Section 12.5 in other Departments. These employees 

will have preference in filling vacancies for equal or lower graded positions in other departments, 

provided the employee has the then present ability to perform the required work without further 

training. 

((ff)) OOnnee  BBuummpp

A laid off employee shall be entitled to only one bump. 

((gg))  PPaarrtt  TTiimmee  EEmmppllooyyeeeess

Notwithstanding any provision of this Article to the contrary, part time employees shall not 

have the right to bump full time employees. Full time employees shall not select part time vacancies 

or bump into part time positions until they have exhausted whatever rights they may have under this 

Section to fill full time vacancies or bump full time employees. 

((44)) RRaattee  ooff  PPaayy

Employees who take a position in the same pay grade shall be paid the same rate of pay 

of their former position. Employees who voluntarily transfer or bump to avoid layoff shall be 

paid the rate of the job being performed, i.e., the same step in the pay grade for said job as the 

employee had been on in the employee's previous job classification. Employees who 

voluntarily transfer to a lower graded job to avoid layoff, or who exercise bumping rights 

pursuant to Section 12.5A(3) due to the absence of an available vacancy into which they can 

transfer or where the available vacancy has a pay grade that is less than the job into which the 
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employee can bump, shall be paid the step in the pay grade for that job which is nearest to, but 

less than, the rate of pay the employee has received in the employee' s previous job classification, 

provided that no employee shall be placed in a step which exceeds the employee's continuous 

service with the Employer. Notwithstanding the foregoing, an employee who was promoted to 

a higher graded position not more than one ( l) year before being laid off, and who, as the result 

of a layoff, thereafter occupies a job classification equal to or lower than the job classification 

occupied prior to being promoted, shall be paid the grade for the job into which the employee 

transferred or bumped and shall be placed on a step no lower than the step in grade the employee 

would be on had the employee remained in the job classification from which the employee was 

last promoted before the layoff. In no event will an employee receive a pay increase by operation 

of this provision. 

BB..  RReeccaallll

((11))  RReeccaallll  bbyy  SSeenniioorriittyy

Employees laid off onto the street or who transfer or who are reduced in pay grade by virtue

of bumping or voluntary transfer to avoid layoff shall be recalled by seniority, in accordance with 

the following provisions, provided the employee has the then present ability to perform the required 

work without further training. Upon recall, the Employer will afford the employee an evaluation 

period of up to sixty (60) days, and shall provide the employee with a reasonable opportunity to 

satisfactorily complete the evaluation period, to demonstrate he/she can perform the job. The 

Employer may extend the evaluation period for an additional thirty (30) days, provided that the 

Employer shall first advise the Union and the employee, either in person or in writing, of the reasons 

for that decision. Such explanation will include a description of the measures taken by the Employer 

to ensure that the Employee has been provided a reasonable opportunity to satisfactorily complete 
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the evaluation period. The evaluation period may be extended to an additional thirty (30) days by 

agreement of the parties, to demonstrate that the employee can perform the job. Notwithstanding 

the foregoing, if the Employer, based on the employee's job performance at any time during these 

evaluation periods, has just cause to believe that the employee cannot perform the job, the employee 

shall be placed on layoff and shall have no further rights to bump or fill other vacancies prior to 

being laid off. The Employer shall notify the employee and the Union reasonably in advance of 

returning the employee to layoff if it appears to the Employer that the employee cannot perform the 

job. 

(2) RReeccaallll  RRiigghhttss

((aa)) RRiigghhtt  ttoo  RReettuurnrn  ttoo  OOrriiggiinnaall  PPoossiittiioonn

If the Employer declares a vacancy in the position from which the employee was laid off, 

the employee shall always retain recall rights to that position subject only to the break-in-service 

provisions of Section 12.4 above, and the forfeiture of recall rights provisions in Section 1 

2.5(B)(2)(d) below. 

(b) RReeccaallll  ttoo  EEmmppllooyyeeeess''  JJoobb  FFaammiillyy  SSeerriieess  WWiitthhiinn  TThheeiirr  DDeeppaarrttmmeenntt

(1) An employee who is laid off "onto the street" shall be recalled by seniority to

an equal or lower rated position declared vacant by the Employer in their job family series within 

their Department, provided the employee has the then present ability to do the job without further 

training. 

(2) Employees who have been recalled from the "street", transferred or reduced

in pay by virtue of bumping or voluntary transfer to avoid layoff, and who have the present ability 

to do the job without further training, shall have recall rights to one equal or lower-graded job in 
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employee can bump, shall be paid the step in the pay grade for that job which is nearest to, but 

less than, the rate of pay the employee has received in the employee' s previous job classification, 

provided that no employee shall be placed in a step which exceeds the employee's continuous 

service with the Employer. Notwithstanding the foregoing, an employee who was promoted to 

a higher graded position not more than one ( l) year before being laid off, and who, as the result 

of a layoff, thereafter occupies a job classification equal to or lower than the job classification 

occupied prior to being promoted, shall be paid the grade for the job into which the employee 

transferred or bumped and shall be placed on a step no lower than the step in grade the employee 

would be on had the employee remained in the job classification from which the employee was 

last promoted before the layoff. In no event will an employee receive a pay increase by operation 

of this provision. 

BB..  RReeccaallll

((11))  RReeccaallll  bbyy  SSeenniioorriittyy

Employees laid off onto the street or who transfer or who are reduced in pay grade by virtue

of bumping or voluntary transfer to avoid layoff shall be recalled by seniority, in accordance with 

the following provisions, provided the employee has the then present ability to perform the required 

work without further training. Upon recall, the Employer will afford the employee an evaluation 

period of up to sixty (60) days, and shall provide the employee with a reasonable opportunity to 

satisfactorily complete the evaluation period, to demonstrate he/she can perform the job. The 

Employer may extend the evaluation period for an additional thirty (30) days, provided that the 

Employer shall first advise the Union and the employee, either in person or in writing, of the reasons 

for that decision. Such explanation will include a description of the measures taken by the Employer 

to ensure that the Employee has been provided a reasonable opportunity to satisfactorily complete 
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the evaluation period. The evaluation period may be extended to an additional thirty (30) days by 

agreement of the parties, to demonstrate that the employee can perform the job. Notwithstanding 

the foregoing, if the Employer, based on the employee's job performance at any time during these 

evaluation periods, has just cause to believe that the employee cannot perform the job, the employee 

shall be placed on layoff and shall have no further rights to bump or fill other vacancies prior to 

being laid off. The Employer shall notify the employee and the Union reasonably in advance of 

returning the employee to layoff if it appears to the Employer that the employee cannot perform the 

job. 

(2) RReeccaallll  RRiigghhttss

((aa)) RRiigghhtt  ttoo  RReettuurnrn  ttoo  OOrriiggiinnaall  PPoossiittiioonn

If the Employer declares a vacancy in the position from which the employee was laid off, 

the employee shall always retain recall rights to that position subject only to the break-in-service 

provisions of Section 12.4 above, and the forfeiture of recall rights provisions in Section 1 

2.5(B)(2)(d) below. 

(b) RReeccaallll  ttoo  EEmmppllooyyeeeess''  JJoobb  FFaammiillyy  SSeerriieess  WWiitthhiinn  TThheeiirr  DDeeppaarrttmmeenntt

(1) An employee who is laid off "onto the street" shall be recalled by seniority to

an equal or lower rated position declared vacant by the Employer in their job family series within 

their Department, provided the employee has the then present ability to do the job without further 

training. 

(2) Employees who have been recalled from the "street", transferred or reduced

in pay by virtue of bumping or voluntary transfer to avoid layoff, and who have the present ability 

to do the job without further training, shall have recall rights to one equal or lower-graded job in 
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their job family series, in the Department from which the employee was laid off, which is higher 

graded than the job into which they bumped or transferred, or to which they were recalled from the 

"street", for a period of two (2) years following their initial layoff. In either case, if the employee 

does not have the present ability to perform the job, the employee shall be returned to the recall list 

and be subject to further recall in accordance with this paragraph. 

(3) An employee who is then currently employed by the Employer, and who fails to

accept recall to an equal or lower graded job as provided in this Section, shall have only those recall 

rights provided in Section 12.5(B)(2)(a) above. 

((cc))  RReeccaallll  ttoo  tthhee  EEmmppllooyyeeeess''  JJoobb  FFaammiillyy  SSeerriieess  OOuuttssiiddee  OOff  TThheeiirr  DDeeppaarrttmmeenntt

In the event the Employer declares a vacancy in an equal or lower rated position in

the employee's job family series in another Department, and if there are no employees within that 

Department entitled to recall under paragraph (b) above, an employee laid off "onto the street" shall 

be recalled by seniority to such position provided the employee has the then present ability to do the 

job without further training. The employer will afford the employee an evaluation period of up to 

sixty (60) days, and shall provide the employee with a reasonable opportunity to satisfactorily 

complete the evaluation period to demonstrate that the employee can perform the job. The Employer 

may extend the evaluation period for an additional thirty (30) days, provided that the Employer shall 

first advise the Union and the employee, either in person or in writing, of the reasons for that 

decision. Such explanation will include a description of the measures taken by the Employer to 

ensure that the Employee has been provided a reasonable opportunity to satisfactorily complete the 

evaluation period. The evaluation period may be extended to an additional thirty (30) days by 

agreement of the parties, to demonstrate that the employee can perform the job. Notwithstanding 

the foregoing, if the Employer, based on the employee's job performance at any time during these 
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evaluation periods, has just cause to believe that the employee cannot perform the job, the Union 

shall be notified and the employee shall be returned to the recall list and be subject to further recall 

in accordance with this paragraph. Employees who have been transferred or reduced in pay by virtue 

of bumping or voluntary transfer to avoid layoff shall have no recall rights to positions in another 

department. 

((  dd))  RReeccaallll  ooff  FFuullll  TTiimmee  EEmmppllooyyeeeess  ttoo  PPaarrtt  TTiimmee  PPoossiittiioonnss

Full time employees shall not be recalled to part time positions.

((  ee))  FFoorrfefeiittuurree  ooff  RReeccaallll  RRiigghhttss

A laid off employee who refuses delivery of a notice of recall, or who fails to respond

within three (3) days of receipt of a recall notice, or who, upon acceptance, fails to report to work 

within five (5) days of the date the employee is directed in the recall notice to report to work shall 

forfeit all recall rights available under this Section and, if the employee is "on the street", shall have 

a break-in-service, unless the employee provides good cause acceptable to the Employer for not 

reporting. Acceptance shall not unreasonably be denied. 

((  f)f)  DDeellaayy  ooff  RReeccaallll  ffoorr  GGoooodd  CCaauussee

If the Employer is provided with good cause by the employee to delay recall, and

the Employer cannot reasonably delay the employee's recall, the Employer may recall the next 

eligible employee and the employee who had said good cause for not timely reporting shall remain 

on layoff until the next recall, subject to the break-in-service provisions of Section 12.4 above. 

((gg))  NNoottiiccee  ooff  RReeccaallll
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their job family series, in the Department from which the employee was laid off, which is higher 

graded than the job into which they bumped or transferred, or to which they were recalled from the 

"street", for a period of two (2) years following their initial layoff. In either case, if the employee 

does not have the present ability to perform the job, the employee shall be returned to the recall list 

and be subject to further recall in accordance with this paragraph. 

(3) An employee who is then currently employed by the Employer, and who fails to

accept recall to an equal or lower graded job as provided in this Section, shall have only those recall 

rights provided in Section 12.5(B)(2)(a) above. 

((cc))  RReeccaallll  ttoo  tthhee  EEmmppllooyyeeeess''  JJoobb  FFaammiillyy  SSeerriieess  OOuuttssiiddee  OOff  TThheeiirr  DDeeppaarrttmmeenntt

In the event the Employer declares a vacancy in an equal or lower rated position in

the employee's job family series in another Department, and if there are no employees within that 

Department entitled to recall under paragraph (b) above, an employee laid off "onto the street" shall 

be recalled by seniority to such position provided the employee has the then present ability to do the 

job without further training. The employer will afford the employee an evaluation period of up to 

sixty (60) days, and shall provide the employee with a reasonable opportunity to satisfactorily 

complete the evaluation period to demonstrate that the employee can perform the job. The Employer 

may extend the evaluation period for an additional thirty (30) days, provided that the Employer shall 

first advise the Union and the employee, either in person or in writing, of the reasons for that 

decision. Such explanation will include a description of the measures taken by the Employer to 

ensure that the Employee has been provided a reasonable opportunity to satisfactorily complete the 

evaluation period. The evaluation period may be extended to an additional thirty (30) days by 

agreement of the parties, to demonstrate that the employee can perform the job. Notwithstanding 

the foregoing, if the Employer, based on the employee's job performance at any time during these 
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evaluation periods, has just cause to believe that the employee cannot perform the job, the Union 

shall be notified and the employee shall be returned to the recall list and be subject to further recall 

in accordance with this paragraph. Employees who have been transferred or reduced in pay by virtue 

of bumping or voluntary transfer to avoid layoff shall have no recall rights to positions in another 

department. 

((  dd))  RReeccaallll  ooff  FFuullll  TTiimmee  EEmmppllooyyeeeess  ttoo  PPaarrtt  TTiimmee  PPoossiittiioonnss

Full time employees shall not be recalled to part time positions.

((  ee))  FFoorrfefeiittuurree  ooff  RReeccaallll  RRiigghhttss

A laid off employee who refuses delivery of a notice of recall, or who fails to respond

within three (3) days of receipt of a recall notice, or who, upon acceptance, fails to report to work 

within five (5) days of the date the employee is directed in the recall notice to report to work shall 

forfeit all recall rights available under this Section and, if the employee is "on the street", shall have 

a break-in-service, unless the employee provides good cause acceptable to the Employer for not 

reporting. Acceptance shall not unreasonably be denied. 

((  f)f)  DDeellaayy  ooff  RReeccaallll  ffoorr  GGoooodd  CCaauussee

If the Employer is provided with good cause by the employee to delay recall, and

the Employer cannot reasonably delay the employee's recall, the Employer may recall the next 

eligible employee and the employee who had said good cause for not timely reporting shall remain 

on layoff until the next recall, subject to the break-in-service provisions of Section 12.4 above. 

((gg))  NNoottiiccee  ooff  RReeccaallll
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Notices of recall shall be sent by the Employer by regular U.S. mail and by certified 

mail, return receipt requested to the last known address of the employee, with a copy mailed to the 

Union. An employee on layoff is obliged to keep the Employer apprised by written notice of any 

changes to the employee's current address in order to facilitate recall. 

CC..  AAbbiilliittyy  ttoo  PPeerrffoorrmm  JJoobb

In determining whether an employee has the then present ability to perform the required

work without further training, the employee shall first be provided with a reasonable amount of 

orientation. 

DD..  RReetteennttiioonn  ooff  SSeenniioo11iittyy

Employees shall retain and accumulate seniority and continuous service while on layoff. 

EE..  RRiigghhtt  ttoo  BBiidd

Laid off employees retain full bidding rights under Section 12.7 subject to the break-in

service provisions of Section 12.4, and the forfeiture of recall rights in this Section. Employees 

who successfully bid on new positions shall be considered to have completed all rights to recall 

under Section 12.5 of this Agreement, except such recall rights set forth in Section 12.5(B)(2)(a) 

above. 

SSeeccttiioonn  1122..66  –  BBaallaanncciinngg  tthhee  WWoorrkkffoorrccee

Prior to taking any action pursuant to this Section, the Employer will notify the Union and 

affected employees at least fourteen ( 14) days in advance of its intention to balance the 

workforce and, upon request, shall meet with the Union prior to taking any action. 
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This meeting shall take place within fourteen (14) days of the Union's receipt of the notice from 

the Employer of its intention to balance the workforce. Such notice will include a description of 

the number of employees to be affected, their job titles and current work locations, and the 

location(s) or shifts or schedules to which the affected employees may be reassigned. The 

Employer's movement of employees from one location, shift, or day off schedule to another, 

which would otherwise be considered the filling of a permanent vacancy, shall not be deemed a 

permanent vacancy if there is not a net increase in the number of employees in the affected 

classification(s) in the affected location, shifts, or day off schedule. 

If the Employer intends to reduce the number of employees in a job classification at a 

location, shift, or day off schedule and reassign them to another location, shift, or day off 

schedule, the Employer shall seek volunteers among the employees in the affected job 

classification, provided that the volunteers have the then present ability to perform the work 

required without further training. 

If there are more volunteers than there are assignments, such reassignments shall be made 

on the basis of seniority. If there are insufficient volunteers available, the Employer shall reassign 

employees using reverse seniority, provided that the employees have the then present ability to 

perform the required work. 

An employee being reassigned under this provision may file a transfer request under Article 

12.7(b) to return to the employee's original location, shift, or day off schedule. Said request must 

be made within sixty (60) days of reassignment, and shall be valid for a period of eighteen (18) 

months after date of reassignment, and shall have preference over all other transfer requests for the 

original location, shift, or day off schedule. 
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Notices of recall shall be sent by the Employer by regular U.S. mail and by certified 

mail, return receipt requested to the last known address of the employee, with a copy mailed to the 

Union. An employee on layoff is obliged to keep the Employer apprised by written notice of any 

changes to the employee's current address in order to facilitate recall. 

CC..  AAbbiilliittyy  ttoo  PPeerrffoorrmm  JJoobb

In determining whether an employee has the then present ability to perform the required

work without further training, the employee shall first be provided with a reasonable amount of 

orientation. 

DD..  RReetteennttiioonn  ooff  SSeenniioo11iittyy

Employees shall retain and accumulate seniority and continuous service while on layoff. 

EE..  RRiigghhtt  ttoo  BBiidd

Laid off employees retain full bidding rights under Section 12.7 subject to the break-in

service provisions of Section 12.4, and the forfeiture of recall rights in this Section. Employees 

who successfully bid on new positions shall be considered to have completed all rights to recall 

under Section 12.5 of this Agreement, except such recall rights set forth in Section 12.5(B)(2)(a) 

above. 

SSeeccttiioonn  1122..66  –  BBaallaanncciinngg  tthhee  WWoorrkkffoorrccee

Prior to taking any action pursuant to this Section, the Employer will notify the Union and 

affected employees at least fourteen ( 14) days in advance of its intention to balance the 

workforce and, upon request, shall meet with the Union prior to taking any action. 
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This meeting shall take place within fourteen (14) days of the Union's receipt of the notice from 

the Employer of its intention to balance the workforce. Such notice will include a description of 

the number of employees to be affected, their job titles and current work locations, and the 

location(s) or shifts or schedules to which the affected employees may be reassigned. The 

Employer's movement of employees from one location, shift, or day off schedule to another, 

which would otherwise be considered the filling of a permanent vacancy, shall not be deemed a 

permanent vacancy if there is not a net increase in the number of employees in the affected 

classification(s) in the affected location, shifts, or day off schedule. 

If the Employer intends to reduce the number of employees in a job classification at a 

location, shift, or day off schedule and reassign them to another location, shift, or day off 

schedule, the Employer shall seek volunteers among the employees in the affected job 

classification, provided that the volunteers have the then present ability to perform the work 

required without further training. 

If there are more volunteers than there are assignments, such reassignments shall be made 

on the basis of seniority. If there are insufficient volunteers available, the Employer shall reassign 

employees using reverse seniority, provided that the employees have the then present ability to 

perform the required work. 

An employee being reassigned under this provision may file a transfer request under Article 

12.7(b) to return to the employee's original location, shift, or day off schedule. Said request must 

be made within sixty (60) days of reassignment, and shall be valid for a period of eighteen (18) 

months after date of reassignment, and shall have preference over all other transfer requests for the 

original location, shift, or day off schedule. 
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Within twenty-one (21) calendar days of a reassignment, the Union shall be notified of the 

name of any employee who is being reassigned, the effective date of the reassignment, and the 

location, shift, and day off schedule from and to which the employee is being reassigned. 

The provisions of this Section 12.6 do not apply to detailing implemented in accordance 

with Section 12.8 of this Agreement. 

SSeeccttiioonn  1122..77  –  FFiilllliinngg  ooff  PPeerrmmaanneenntt  VVaaccaanncciieess

(a) The Employer shall determine if there is a permanent vacancy to be filled and at any

time before said vacancy is filled whether or not said vacancy shall be filled. 

(b) Employees within a department who desire a change in shift, day(s) off or

location of their job assignment shall request such change in writing on the Employer's for' 

at any time for the remainder of the calendar year. In the case of new jobs (i.e., those jobs 

not occupied within the Department during the preceding calendar year), the Department will 

identify the position on the posting as a new job and will accept transfer requests during the 

first seven (7) calendar days that the job is posted. Each Department will provide the Union 

on a monthly basis with a list of those employees who have requested transfers within their 

Department. 

(c) When filling a vacancy, the Employer shall select the most senior employee in the

job classification in the department who has such a request on file prior to any notice of posting 

being sent to the Union, provided the employee has the present ability to perform the required work 

without further training after a reasonable amount of orientation. An employee who has such a 

request on file and is selected for a position in the manner described above may not request a change 

in shift, or day( s) off, or location of their job assignment for three (3) months after being selected 

for a change in shift, or days off, or location. For example, an employee who receives a shift change 

60 

cannot receive another shift change for three (3) months, but may request a change in days off or 

location within that same three (3) month period. Employees shall be able to specify transfer location 

preferences.                      The Employer shall give the Union a list of newly transferred employees by department 

once a month. 

(d) When filling a vacancy and there are no said employees who have requests on file

prior to any notice of posting being sent to the Union, the Employer shall select the employee in 

the job classification in the department from the recall or reinstatement list, if any, in accordance 

with the recall procedures in this Agreement. 

(e) When filling a vacancy and there are no said employees who have requests on file

prior to any notice of posting being sent to the Union, and there are no eligible employees on said 

recall or reinstatement lists, the Employer shall post the job for bidding. 

(f) Employees may bid on jobs the Employer determines to be permanently vacant

for promotion or transfer to lower-rated or equal-rated jobs. Notwithstanding the foregoing, 

and except for "new jobs" (i.e., those jobs not occupied within the Department during the 

preceding calendar year), an employee shall not be allowed to bid on the employee's own 

classification within the employee's department. All applicants bidding on said jobs shall be 

considered as one group for selection purposes. 

(g) The posting of an Employer determined permanent vacancy shall be

electronically on the City of Chicago CAREERS site. Said vacancy shall be posted for 14 days 

on the CAREERS site. The posting shall contain at least the following: job title, qualifications, 

days off, shift, hours, work location, if known, and rate of pay and shall include all additional 

duties and qualifications reasonably required to fulfill the needs of the Department for hiring 

into the particular position. The Union shall receive notice of such posting at least one (1) day 
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provided the employee indicates on the Employer's bid form that the employee has recall 

rights. Once an employee receives a job under the bid procedure, the employee shall receive no 

further bid preference under this subsection. 

The Employer shall determine whether bidders are "relatively equally qualified" based 

upon evidence of performance as shown on the employee's performance evaluations and any 

other evidence brought to the Employer's attention, experience, training, proven ability and 

similar criteria as they relate to the vacancy. 

Should a Department decide that it wishes to promote the most senior employee in a job 

series in the Department on the eligibility list to an available vacancy in the next highest level of 

the same job series in the Department, then at the Department's option it may place the employee 

in the vacancy without regard to the posting and bidding procedures set forth in Section 12.7 

above. Prior to placing an employee in said position, the Department shall provide the Union with 

fourteen (14) calendar days written notice, and shall post a copy of said notice in the same place 

as bid notices. If the most senior employee(s) declines the vacancy in writing, the Department 

may utilize the provisions of this paragraph to fill the available vacancy by promoting the next 

most senior employee. For the purposes of this paragraph, it is understood that if the most senior 

employee in question is not on the eligibility list, the Department shall not utilize the provisions 

of this paragraph to fill the available vacancy. 

Nothing herein shall require the Employer to interview less senior bidders for a vacancy if 

the Employer determines during the selection process that a more senior bidder should be awarded 

the vacancy. 

Nothing herein shall require the Employer to interview all qualified bidders. Instead, the 

Employer may elect to interview the eight (8) most senior qualified bidders and promote a qualified 
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bidder interviewed to the vacant position, in accordance with the provisions of this Agreement. The 

Employer may elect to interview the next eight (8) most senior qualified bidders if, after 

interviewing the first eight qualified bidders, the Employer determines that additional interviews are 

necessary. The Employer can determine that additional interviews are necessary and continue to 

elect to interview the next set of eight (8) qualified bidders until all qualified bidders on the 

prequalified candidates list have been given an opportunity to interview. If no qualified bidder is 

selected for the position, the Employer can elect to interview applicants who are on the prequalified 

candidates list. 

All qualified bidders shall be interviewed prior to the consideration of any applicant. 

(j) Bidders who are not selected shall be so notified by the Department Head. A copy

of the bid list, with seniority dates and the name of the successful bidder identified, shall he sent 

to the Union. A successful bidder may not bid for another Employer determined permanent vacancy 

for six (6) months. 

(k) During the bidding and/or selection process set forth in this Section, the Employer

may temporarily fill said vacancy. 

(1) When an employee is deemed to have successfully filled a permanent vacancy

and is reclassified to another position in a higher pay grade, such employee shall receive 

a pay increase of one ( 1) step, or the entrance rate for the new position, whichever is 

greater. 

(m) Nothing in this Agreement shall  require the Employer to  post for bid

the following jobs. Rather, employees will be entitled to submit bids on a form provided 
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Teletype Operator 

(n) The successful bidder for any jobs under this Section, or an employee placed in a

position through the City of Chicago Reasonable Accommodation Policy, shall have an evaluation 

period, of up to sixty (60) days, and the Employer shall provide the employee with a reasonable 

opportunity to satisfactorily complete the evaluation period to demonstrate that the employee can 

perform the job. The Employer may extend the evaluation period for an additional thirty (30) 

days provided that the Employer shall first advise the Union and the employee, either in person 

or in writing, of the reasons for that decision. Such explanation will include a description of the 

measures taken by the Employer to ensure that the Employee has been provided a reasonable 

opportunity to satisfactorily complete the evaluation period. The evaluation period may be 

extended to an additional thirty (30) days by agreement of the parties, to demonstrate that the 

employee can perform the job. Notwithstanding the foregoing, if the Employer, based upon the 

employee's job performance at any time during these evaluation periods, has just cause to believe 

that the successful bidder cannot perform the job or if the successful bidder desires to return to 

the successful bidder's former job, then the successful bidder shall be returned to the job the 

successful bidder held just prior to the awarding of the bid, displacing, if necessary, any 

employee who has been placed into said job. 

Should the successful bidder return or be returned to the former job the successful bidder 

held just prior to being awarded the bid, the Employer is not required to repost for bid the vacant 

position. If the Employer decides to fill said position, it may use the same prequalified list as was 

used to select the prior successful bidder. 
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Teletype Operator 
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used to select the prior successful bidder. 
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If the Employer has filled a vacant position in a Department, and if within one (1) calendar 

year of that position being posted, a vacancy occurs for that same position in the same Department, 

nothing herein requires the Employer to post an identical posting for bid. Should the Employer 

decide to fill such vacancy, it may use the same prequalified list as was used to select the prior 

successful bidder. The prequalified candidate list will remain active for one (1) calendar year from 

the date the original vacant position was posted. 

SSeeccttiioonn  1122..88  –  DDeettaaiilliinngg

Detailing is the temporary transfer of an employee to a work assignment within the 

employee's job classification geographically removed from the employee's normal work site, or 

physically removed from the employee's normal work site and requiring work of a substantially 

different nature from the employee's normal duties. 

Employees shall not be detailed for more than thirty (30) days, unless the Employer gives 

notice to the Union of its need to do so and confers with the Union upon request. In any event, no 

such assignment may extend beyond ninety (90) days without the agreement of the parties. 

The Employer shall notify the employees of the requirements for said detailing and shall 

seek volunteers among the employees who have the then present ability to perform the work 

required without further training. If there are more volunteers than there are assignments, selections 

shall be made on the basis of seniority. If there are insufficient volunteers, the Employer shall 

assign the detailing by inverse seniority, starting with the least senior first, and attempt to rotate 

such assignments within each calendar year. The employee's supervisor may, within the 

supervisor's discretion, accept an employee's refusal to be detailed, provided that such acceptance 

shall not be unreasonably denied. 
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Thirty (30) days' advance notice of detailing shall be given to the employees if the need to 

detail is known; otherwise, as soon as reasonably possible. 

SSeeccttiioonn  1122..99  –  AAccttiinngg  IInn  AA  HHiigghheerr--RRaatteedd  JJoobb

An employee who is directed to and does perform, or who is held accountable for, 

substantially all of the duties and responsibilities of a higher-rated bargaining unit job for four 

( 4) working days shall be paid at the higher rate for all such time, retroactive to the first day of 

the assignment. The Employer will equitably rotate such assignments on the basis of seniority 

among the employees at the work location who have the then present ability to do the job without 

further training. Should the Employer assign an employee to a position outside of the bargaining 

unit, the employee shall have the right to refuse to perform the assignment without discipline. 

Employees paid for acting in a higher-rated job shall be paid as if they had been promoted 

to the higher-rated job. An employee temporarily assigned to a lower or equal-rated job shall 

continue to receive the employee's regular rate of pay. 

The time limits for such assignments to higher-rated jobs shall be ninety (90) days, except 

where a regular incumbent is on leave of absence, in which case it shall be six (6) months. The time 

limits may be extended by mutual agreement of the parties. These time limits shall also apply to 

assignments to lower or equal rated jobs. 

The Employer shall not rotate employees in order to circumvent the payment provision of 

this section. 

If the Employer continues to require the performance of the duties of the higher-rated job 

beyond the time limits herein, the Employer shall post and fill the job as a permanent vacancy under 

this Agreement. If the employee who has been paid for acting in a higher-rated job also is the 

successful bidder when the job is posted as a permanent vacancy, the said employee's seniority date 
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If the Employer has filled a vacant position in a Department, and if within one (1) calendar 

year of that position being posted, a vacancy occurs for that same position in the same Department, 

nothing herein requires the Employer to post an identical posting for bid. Should the Employer 
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successful bidder when the job is posted as a permanent vacancy, the said employee's seniority date 
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for purposes of longevity pay increases shall be the date the employee initially was paid for acting 

in the higher-rated job, provided the employee had continued to perform in the higher-rated job 

without interruption. 

If a job audit by the Employer results in a finding that the employee has been acting in a 

higher-rated job, the job shall be filled as a permanent vacancy and the provisions of Section 12. 7 

of this Agreement (Filling of Permanent Vacancies) shall apply. If the employee so audited is 

not selected for the position, the employee shall be assigned a position in the employee's current 

classification, provided such a position is then available within the department. If such a position 

is not available, the employee may bump the least senior employee in the employee's current 

classification within the department. If the employee is the least senior employee in the 

classification, the employee shall be assigned to a position in an equal-rated classification within 

the department provided such a position has been determined to be vacant by the Employer and 

the employee has the then present ability to perform the work required without further training. 

The filling of said vacancy shall occur without regard to the bidding and transfer provisions of 

Section 12. 7 of this Agreement. If no such vacancy exists within the Department, the employee 

shall be treated as if the employee were subject to layoff and the provisions of Section 12.5 of 

this Agreement (Layoff/Recall) shall apply. 

If a job audit by the Employer results in a finding that the employee has been acting in 

a lower-rated or equal rated job, the employee shall have the option of remaining in said job or 

be assigned a position in the employee's current classification within the department provided 

such a position has been determined to be vacant by the Employer and the employee has the 

then present ability to perform the work required without further training. If such a position is 

not available, the employee may bump the least senior employee in the employee's current 
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classification within the department provided the employee has the then present ability to 

perform the work required without further training. If the employee is the least senior employee 

in the classification, the employee shall be assigned to a position in an equal-rated classification 

within the department provided such a position has been determined to be vacant by the 

Employer and the employee has the then present ability to perform the work required without 

further training. The filling of said vacancy shall occur without regard to the bidding and 

transfer provisions of Section 12. 7 of this Agreement. If no such vacancy exists within the 

Department, the employee shall be treated as if the employee were subject to layoff from the 

pre-audit classification and the provisions of Section 12.5 of this Agreement (Layoff/Recall) 

shall apply. The results of any desk audit conducted shall be made known within thirty (30) 

days of completion. 

SSeeccttiioonn  1122..1100  –  PPrroobbaattiioonnaarryy  EEmmppllooyyeeeess

New employees will be regarded as probationary employees for the first twelve (12) 

months of their employment and will receive no seniority or continuous service credit during 

such probationary period. Any period of absence from work in excess of ten ( 10) working 

days shall extend the probationary period of time equal to the absence. Probationary 

employees continuing in the service of the Employer after twelve (12) months shall be career 

service employees and shall have their seniority made retroactive to the date of their original 

hiring. Probationary employees may be disciplined or discharged, as exclusively determined by 

the Employer and such Employer action shall not be subject to the grievance procedure, provided 

that, (1) after the first six (6) months of the probationary period, if the Employer intends to impose 

a disciplinary suspension on the probationary employee where the suspension will result in a loss 

of pay, prior to imposing the suspension, except in an emergency or where the employee is 
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for purposes of longevity pay increases shall be the date the employee initially was paid for acting 

in the higher-rated job, provided the employee had continued to perform in the higher-rated job 

without interruption. 
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hiring. Probationary employees may be disciplined or discharged, as exclusively determined by 

the Employer and such Employer action shall not be subject to the grievance procedure, provided 

that, (1) after the first six (6) months of the probationary period, if the Employer intends to impose 

a disciplinary suspension on the probationary employee where the suspension will result in a loss 

of pay, prior to imposing the suspension, except in an emergency or where the employee is 
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unavailable, the Employer shall notify the employee and the Union, and upon request from the 

Union, will schedule a meeting with the Union and the employee to discuss and allow the 

employee to respond to the accusations. In addition, during this period, if the Employer has 

concerns about the probationary employee successfully completing the probationary period, the 

Employer shall notify the Union of such concerns, and upon request by the Union, the Employer 

shall meet with the Union and discuss them with the union; and/or (2) if the Employer, within its 

discretion, rehires a former employee who did not complete the probationary period within one 

year from the employee's termination, and said former employee had served ninety (90) days or 

more of the probationary period, all time previously served in the probationary period shall be 

counted for purposes of determining when the said employee completes the probationary period. 

A probationary employee who has served ninety (90) days or more of the probationary period and 

who is laid off shall be given preference over other applicants for employment in the same job 

title in the department from which the employee was laid off, so long as the employee does not 

refuse an offer of employment, and does not suffer a break-in-service under Section l 2.4 of this 

Agreement. 

Probationary employees shall not be eligible for dental insurance but shall receive all other 

fringe benefits under this Agreement. Probationary employees shall be compensated at the same 

rate as career service employees. 

ARTICLE 13 - JOB CLASSIFICATIONS 

SSeeccttiioonn  1133..11  –  NNeeww  oorr  MMeerrggeedd  JJoobb  CCllaassssiiffiiccaattiioonnss

The Employer shall promptly notify the Union of its decision to ( l) establish a new job 

classification arguably within the unit or (2) merge job classifications if at least one is within a 

unit. 
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Upon request of the Union, the Employer shall meet and discuss the pay grade/rate and 

placement within the Employer's promotional lines, as established by the Employer, for the new or 

merged classification or for a classification added to the bargaining unit. 

Upon receipt of a certification from the ILRB that a position is to be included in the 

bargaining unit, on the first pay period after ninety (90) days of such receipt, the Employer will 

establish and implement the grade and rate for that title. 

If there is an unresolved dispute between the Employer and the Union concerning the unit 

placement of a new or merged job classification, the Union shall submit the issue to the Illinois 

Local Labor Relations Board for final resolution. If the parties agree that a proposed new 

classification is a successor title to a classification covered by this Agreement, or contains a 

significant part of the work currently performed by bargaining unit classifications, or that the new 

classification has similar functions or otherwise shares a community of interest with bargaining unit 

classifications, they shall jointly stipulate to a unit clarification. Any incumbents who are currently 

members of the bargaining unit as of the date of the creation of the title shall continue to be covered 

by this Agreement pending approval by the Labor Board provided that the Union shall file such a 

petition within six (6) months of receiving notice from the Employer of the creation of the title. 

If the Union objects to the Employer's established pay grade/rate, it may appeal the 

Employer's decision within thirty (30) days after said meeting to Step IV of the grievance procedure. 

The Employer's decision of a new or merged job's placement within the Employer's promotional 

lines shall not be subject to arbitration, except if the Employer's decision is arbitrary or capricious. 

The arbitrator shall review the Employer's decision as to the pay grade/rate of the job 

duties, by comparing it to the responsibilities and working conditions of other like, or if none, 

similar jobs within the unit and the labor market generally, provided that the sole issue for the 
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arbitrator shall be whether or not the Employer's decision was reasonable in light of the said 

factors. If the arbitrator determines that the Employer was reasonable in light of said factors, 

the arbitrator shall not overturn the Employer's decision. The pay grade/rate established by the 

Employer shall remain in effect pending the arbitrator's decision. If the arbitrator's decision is 

to increase the pay grade/rate for the classification, said increase shall be applied retroactively 

to the date the job was established. 

SSeeccttiioonn  1133..22  –  AAbboolliittiioonn  ooff  JJoobb  CCllaassssiiffiiccaattiioonnss

The Employer may abolish a job classification. The Employer shall promptly notify the Union 

of its decision to abolish any job classification in a bargaining unit covered by this 

Agreement. The Employer, upon request, shall meet and negotiate with the Union concerning 

the impact on employees resulting therefrom. "N ego ti ate", as referred to in this Agreement, shall 

be as defined in Section 7 of the Illinois Public Labor Relations Act. 

SSeeccttiioonn  1133..33  –  CChhaannggeess  iinn  JJoobb  SSppeecciiffiiccaattiioonnss

The Employer shall continue its practice of notifying the Union of its intent to modify 

existing job specifications. Upon request by the Union, the Employer will meet with the 

Union and discuss the intended modifications and, upon request, will negotiate with the 

Union concerning the impact of such modifications upon employees resulting therefrom. 

"Negotiate" as referred to in this Agreement shall be defined in Section 7 of the Illinois Public 

Labor Relations Act. 

ARTICLE 14 - PERSONNEL RECORDS, FORMS AND FILES 

SSeeccttiioonn  1144..11  –  EEmmppllooyyeeee  FFiilleess

( a) File Inspection
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The Employer's personnel files and disciplinary history files relating to any employee, upon 

reasonable advance notice, shall be open and available for inspection by the affected employee, 

and/or, if authorized by the employee, a Union representative, during regular business hours, except 

for information that is excluded by current ordinance as of the date ofratification of this Agreement 

by the City Council or by law. Nothing herein shall prevent the employee from exercising the 

employee's statutory rights to inspect a document. Upon request of the Union, the Employer will 

make available disciplinary records which are relevant to the Union's right to process grievances 

and administer this Agreement. 

(b)Limitation on Use of File Material

It is agreed that any material and/or matter not available for inspection shall not be used in 

any manner or any forum adverse to the employee's interests. 

(c)Employee Notification

A copy of any disciplinary action or material relating to employee performance shall be 

placed in one personnel file of an employee and shall be given to the employee, who shall note 

receipt thereof. An employee may have placed in the employee's personnel file a rebuttal to anything 

placed in the employee's personnel file. 

(d)Use and Destruction of File Material

(i Police Department 

Disciplinary Investigation Files, other than Police Board cases, will be archived five (5) 

years after the date of the incident or the date upon which the violation is discovered, whichever is 

longer, unless the investigation relates to a matter which has been subject to either Civil or Criminal 
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Court litigation prior to the expiration of the five (5) year period. In such instances, the Complaint 

Register case files normally will be archived five (5) years after the date of the final court 

adjudication, unless a pattern of sustained infractions exists. 

(ii All Departments 

Any information of an adverse employment nature which is unfounded, exonerated or 

otherwise not sustained, shall be removed from the personnel files. 

Any record of discipline, including counseling and disciplinary investigation files in the 

Police Department, may be used for a period of time not to exceed eighteen ( 18) months and shall 

thereafter not be used to support or as evidence of adverse employment action under this Agreement, 

unless a pattern of sustained infraction exists for the offense in question. 

SSeeccttiioonn  1144..22  –  FFoorrmmss

(a) Undated Forms

No Employer representative shall demand or request that an employee sign an undated 

resignation or other blank form. No employee shall be required to sign such a form. Any such request 

shall entitle the employee to immediate appeal to the grievance procedure. 

(b) Incomplete Forms

Any information placed on a form or any modification or alteration of existing 

information made on a form subsequent to it having been signed by an employee shall be null 

and void insofar as it may affect the employee, the employee's position, or condition of 

employment. Any employee required to sign any form shall be given a copy of the form at the time 

the employee's signature is affixed. 

(c) Records
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All public records of the Employer shall be available for inspection upon request of the 

Union. 

SSeeccttiioonn  1144..33  –  PPeerrffoorrmmaannccee  EEvvaalluuaattiioonnss
As part of the evaluation process, an employee's supervisor shall discuss the evaluation with the 

employee and give the employee the reasons for such evaluation and an opportunity to clarify or 

rebut the evaluation. 

An employee's signature will indicate only that the employee has seen the evaluation. 

The evaluation form shall state that it is the employee's right to place a rebuttal in the 

employee's file if the employee so chooses. 

It is the policy of the Employer to provide notice to employees reasonably in a<lvam:e of a 

scheduled merit step increase if the employee's performance has been unsatisfactory and that the 

employee may not receive the step increase if the employee's performance does not improve. 

SSeeccttiioonn  1144..44  –  PPoollyyggrraapphh

The Employer shall not require an employee to take a polygraph examination if such request is 

illegal. 

If an employee is asked to take a polygraph examination, the employee will be advised in 

writing twenty-four (24) hours prior to the administration of the examination of any questions for 

which the City will request an answer, except in emergencies where said twenty-four (24) hour 

notice cannot be given, in which event as much reasonable notice as possible shall be given. 

The results of a polygraph examination shall not be used against an employee. 
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The results of any polygraph examination shall be made known to the employee within one 

( l )  week.

ARTICLE 15 - INFORMATION TO UNIONS 

SSeeccttiioonn  1155..11  –  PPeerrssoonnnneell  TTrraannssaaccttiioonnss

The Employer shall monthly notify the Union in writing as to the following 

personnel transactions involving unit employees within each department, with work 

locations, if available in the Employer's records: new hires, promotions, bid numbers, if 

such are used, demotions, reclassification, layoffs, reemployments, transfers, leaves of 

absence, returns from leaves, suspensions, terminations, retirements, resignations, 

discharges and any other information mutually agreed to by the parties. Tn addition, 

on not less than a bi-monthly basis, the Employer's Department of Human Resources 

shall notify the Union via electronic mail ("S.F.T.P.") of all new persons hired into 

bargaining unit positions in each Department during the prior pay period, together with 

the employee's job title, salary, worksite location, home address, work telephone 

numbers and email address, and home and personal cellular telephone numbers and 

personal email address on file with the Employer. The Union shall advise the 

Employer in writing of the current address to be used for the purposes of this Section. 

Further, the Employer will provide to the Union at least once a month reports for 

all bargaining unit employees which will contain the following information: 

payroll period, payroll number, employee name and number, title code, social security 

number, contact information (i.e., home address, work, home and cellular phone 

numbers, work and personal email, if available), date of hire, continuous service date, 

hourly rate, and worksite location (if available). Each 60 days the Employer shall 

furnish the Union with a seniority roster which shall include the employee's 
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classification, department, and seniority date. Nothing herein shall preclude the Employer from 

providing some or all of the information required by this Section on a more frequent basis 

should the Employer determine during the life of this Agreement that it has the ability to do so. 

Section 15.2 - Electronic Transmission 

Information otherwise available to the Union shall continue to be provided the Union by 

the Employer. Such information shall be provided by electronic transmission where possible. 

ARTICLE 16 - HOURS OF WORK AND OVERTIME

SSeeccttiioonn  1166..11  –  WWoorrkk  WWeeeekk

The work week shall begin at 12:00 A.M. Sunday and end at 11:59 P.M. the following 

Saturday. The normal work week consists of five consecutive workdays, Monday through Friday. 

Section 16.2 – Workday

The workday shall commence from the employee's scheduled starting time. The normal 

workday shall be eight (8) consecutive hours, including a one (1) hour unpaid lunch period, except 

at the Chicago Public Library, where the normal workday shall be eight and one-half consecutive 

hours, including a one (1) hour unpaid lunch period. 

SSeeccttiioonn  1166..33  –  CCuurrrreenntt  SScchheedduulleess

All currently established schedules, including but not limited to rotating schedules, non-

consecutive work day schedules, and three and four day work day schedules shall remain in effect. 

The Employer shall develop a work schedule questionnaire to be completed by each Department. 

The Employer shall provide a copy of each response received to the Union within sixty (60) days 

of the Union's ratification of this Agreement. 
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SSeeccttiioonn  1166..44  –  CChhaannggeess  iinn  SScchheedduulleess

Prior to changing a work schedule, the Employer shall give the Union and the affected 

employee reasonable advance notice but not less than fourteen (14) calendar days, and, upon 

request, meet with the Union to discuss the proposed changes. An employee needing more time 

for demonstrated serious personal or family reasons may request additional time prior to their 

schedule change and such request will not be unreasonably denied. 

SSeeccttiioonn  1166..55  –  NNoo  GGuuaarraanntteeee  oorr  LLiimmiittaattiioonn

Nothing in this Agreement shall be construed as a guarantee or limitation on the number of 

hours to be worked per day or per week or for any other period of time. 

SSeeccttiioonn  1166..66  –  OOvveerrttiimmee

All work performed in excess of 40 hours worked per week; or in excess of eight (8) 

hours worked per day where the employee has forty ( 40) hours of work or excused absences; or 

on Saturday as such, when Saturday is not part of the employee's regular work week; or on the 

sixth consecutive day worked, shall be paid for at one and one-half ( 1-1/2) times the regular 

straight-time hourly rate of pay. All work performed on Sunday, when Sunday is not part of the 

employee's regular work week; or the seventh consecutive day worked, shall be paid for at two 

(2) times the regular hourly rate of pay. Work performed between 35 and 40 hours worked per

week, which is not covered above, shall be compensated at straight time in the form of 

compensatory time. All approved overtime for work in excess of forty ( 40) hours worked in a 

week shall be compensated in the form of cash. Subject to the requirements of applicable law, 

any such earned compensatory time may not be accumulated in excess of one hundred and sixty 

(160) hours.

It is further agreed that employees who work a 6-2 or similar schedule, shall not be entitled

to overtime or premium pay for work during their regularly scheduled work hours on their 
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regularly scheduled work day. Such employees who are required to work on their regularly 

scheduled day(s) off shall be entitled to premium pay, either one and one-half or two times the 

regular hourly rate of pay. 

Employees defined as exempt in the Fair Labor Standards Act and the Illinois Minimum 

Wage Law (Executive, Administrative, Professional, etc.) shall not be eligible for overtime 

compensation under this Section. However, such employees shall be given compensatory time on 

an hour for hour basis for all overtime worked. There shall be no pyramiding of overtime and/or 

premium pay. Daily and/or weekly overtime and/or premium pay shall not be paid for the same 

hours worked. 

SSeeccttiioonn  1166..77  –  OOvveerrttiimmee  PPrroocceedduurree

(a)  Overtime shall be offered first to the employee performing the job and thereafter

by seniority to the most senior employee in the classification at the work location being given 

the opportunity to work, provided the employee has the then present ability to perform the 

required work without further training. A reasonable amount of overtime shall be a condition 

of continued employment, provided however, that in the event such offers of overtime are 

not accepted by such employees, the Employer may mandatorily assign such overtime by 

reverse seniority. 

(b) Employees in the job classification at the work location who have been given

the option to work the overtime, whether the option was accepted or rejected, will not be 

afforded the option to work subsequent overtime until all employees in the classification at 

the work location have been reasonably afforded the opportunity to work said overtime. 

( c )   Employer records on overtime rotation shall be made available to the Union upon 

request. 
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SSeeccttiioonn  1166..66  –  OOvveerrttiimmee
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hours worked per day where the employee has forty ( 40) hours of work or excused absences; or 

on Saturday as such, when Saturday is not part of the employee's regular work week; or on the 

sixth consecutive day worked, shall be paid for at one and one-half ( 1-1/2) times the regular 

straight-time hourly rate of pay. All work performed on Sunday, when Sunday is not part of the 

employee's regular work week; or the seventh consecutive day worked, shall be paid for at two 

(2) times the regular hourly rate of pay. Work performed between 35 and 40 hours worked per

week, which is not covered above, shall be compensated at straight time in the form of 
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any such earned compensatory time may not be accumulated in excess of one hundred and sixty 
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It is further agreed that employees who work a 6-2 or similar schedule, shall not be entitled

to overtime or premium pay for work during their regularly scheduled work hours on their 
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regularly scheduled work day. Such employees who are required to work on their regularly 

scheduled day(s) off shall be entitled to premium pay, either one and one-half or two times the 

regular hourly rate of pay. 

Employees defined as exempt in the Fair Labor Standards Act and the Illinois Minimum 

Wage Law (Executive, Administrative, Professional, etc.) shall not be eligible for overtime 

compensation under this Section. However, such employees shall be given compensatory time on 

an hour for hour basis for all overtime worked. There shall be no pyramiding of overtime and/or 

premium pay. Daily and/or weekly overtime and/or premium pay shall not be paid for the same 

hours worked. 

SSeeccttiioonn  1166..77  –  OOvveerrttiimmee  PPrroocceedduurree

(a)  Overtime shall be offered first to the employee performing the job and thereafter

by seniority to the most senior employee in the classification at the work location being given 

the opportunity to work, provided the employee has the then present ability to perform the 

required work without further training. A reasonable amount of overtime shall be a condition 

of continued employment, provided however, that in the event such offers of overtime are 

not accepted by such employees, the Employer may mandatorily assign such overtime by 

reverse seniority. 

(b) Employees in the job classification at the work location who have been given

the option to work the overtime, whether the option was accepted or rejected, will not be 

afforded the option to work subsequent overtime until all employees in the classification at 

the work location have been reasonably afforded the opportunity to work said overtime. 

( c )   Employer records on overtime rotation shall be made available to the Union upon 

request. 
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SSeeccttiioonn  1166..88  –  RReeppoorrttiinngg  PPaayy

When salaried employees report for work, where the employee has not been told at least three (3) 

hours prior to the employee's starting time not to report for work, and are unable to start work, 

they shall not suffer any loss of pay provided they remain on the premises ready to work, 

except for reasons beyond the Employer's control. 

SSeeccttiioonn  1166..99  –  CCaallll  IInn  PPaayy

Employees called for work outside their regular working hours shall receive not less than four ( 4) 

hours of pay at their regular straight time or overtime hourly rate, whichever 1s applicable 

under this Agreement, except for reasons beyond the Employer's control. 

SSeeccttiioonn  1166..1100  –  SSttaannddbbyy

Where the Employer requires an employee to remain on standby, available for work, and 

the employee is not able to come and go as the employee pleases, such time shall be paid as 

time worked. 

Employees on non-compensable standby shall not be disciplined or otherwise have their 

work record adversely affected if they are not available for work upon being called. 

SSeeccttiioonn  1166..1111  –  UUssee  ooff  CCoommppeennssaattoorryy  TTiimmee

Any banked overtime and/or compensatory time which employees have accumulated as of the 

date of ratification in excess of 160 hours shall be paid to employees in the form of cash within 

thirty (30) days following ratification of the Agreement. In the event that this payment is 

unduly large, the Employer will honor a request of an employee to receive said payments 

over the current year and the following two (2) calendar years provided that the payments for 

compensatory time shall be made at the employee's then current rate of pay as of the date of 

ratification. 
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Employees may elect to have some or all of their accrued compensatory time paid out in the 

form of cash not later than the second regular payday following the end of the payroll period in 

which it is requested. 

Use of compensatory time shall be subject to the operational needs of the Employer. All 

accumulated compensatory time in excess of 160 hours which has not been used by June 1 in any 

calendar year will be paid to employees in the form of cash at their current rate of pay. Nothing 

herein shall be construed as to allow the Employer to force an employee to use accrued 

compensatory time. 

SSeeccttiioonn  1166..1122  –  FFlleexxiibbllee  TTiimmee

An employee may request a flexible hour or compressed work week schedule, which may be 

granted at the discretion of the Department Head. If operational needs permit the granting of 

some, but not all such requests, priority shall be given to the employee who the Union finds has the 

greatest personal need. It is understood that in exercising its discretion to grant or deny such 

requests, the Employer will not act arbitrarily. 

ARTICLE 17 - REQUIRED UNIFORMS 

All uniforms, including laboratory coats and other like special apparel, required by the 

Employer to be worn by employees shall be supplied without charge to any employees. The 

parties agree that all employees in the position of Property Custodian, Property Custodian 

Supervisor, and Police Aide will receive a yearly uniform allowance of $500. The parties 

further agree that employees in the position of Public Health Aide, Licensed Practical Nurse, and 

Case Manager Assistant in the Health Department will receive a yearly uniform allowance of $500. 

Employees in the position of Community Health Assistant (salaried) in the Health Department 

will receive a yearly uniform allowance of $200. Employees in the positions of Animal Care 
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Aide I and II will receive a yearly uniform allowance of $250. Employees in the position of 

Phlebotomist/Certified Medical Assistant in the Health Department will receive a yearly 

uniform allowance of $500 paid in two installments (Spring and Fall). 

ARTICLE 18 - EMPLOYEE DEVELOPMENT AND TRAINING 

SSeeccttiioonn  1188..11  –  IInnssttrruuccttiioonn  aanndd  TTrraaiinniinngg

(a) Rules and procedures regarding tuition reimbursement shall be described in Exhibit H

attached, which by reference is made part of this Agreement. 

(b) Employees shall be granted reasonable amounts of leave without loss of pay to attend 

professional meetings which the Employer determines are related to their employment with the 

City, unless an employee absence would interfere with the operating needs of the Employer. Such 

requests shall not be unreasonably denied. 

(c) Employees may, with the written consent of the Department Head or the Department

Head's designee, adjust employee's schedule to permit attendance at courses of instruction. Such 

consent shall not be unreasonably denied. 

(d)Employees required by the Employer to attend training courses or seminars shall have

time in attendance at such meetings paid at the appropriate rate of pay and shall be reimbursed for 

costs incurred by such attendance, subject to the cost reimbursement rules of the Employer. 

The Employer may request proof of attendance and the costs incurred. Training courses or 

seminars to meet Federal, State or County mandated professional requirements shall not be 

covered under this section, except that current practice as to paid time and course reimbursement 

for courses or seminars to meet Federal, State or County professional standards shall not be 

diminished during the term of this Agreement. 
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SSeeccttiioonn  1188..22  –  UUppwwaarrdd  MMoobbiilliittyy  PPrrooggrraamm

The City of Chicago and AFSCME are committed to improving career advancement 

opportunities for all employees. To that end, the parties will form an Advisory Committee 

comprised of six bargaining unit employees and Union staff selected by the Union and up to 

an equal number of representatives selected by the Employer which shall be responsible for 

making recommendations, which the parties upon mutual agreement may adopt, as to how 

employees can develop necessary skills and abilities to enable them to qualify for promotional 

opportunities within and outside of the bargaining unit. The Advisory Committee's role may 

include, but shall not be limited to, recommending specific educational or training programs 

and suggesting how the Employer's existing tuition reimbursement program can be better 

utilized by employees to enhance promotional opportunities. 

ARTICLE 19 - HEALTH AND SAFETY 

SSeeccttiioonn  1199..11  –  GGeenneerraall  DDuuttyy

The Employer shall continue its efforts to provide for a safe working environment for its 

employees as is legally required by Federal and State laws. 

SSeeccttiioonn  1199..22  –  LLiimmiittaattiioonn

It is agreed that grievances alleging violation of Section 1 of this Article may be 

processed through Step III of the Grievance Procedure of this Agreement and shall be subject 

to arbitration under Article 21 only in accordance with the following provisions. 

Discussion in the Safety Committee 

Following the filing of a grievance relating to the safety of employees, the matters raised in 

the grievance shall first be raised and discussed in the Safety Committee created under Section 4.2 
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of this Agreement. If a matter that is discussed in the Safety Committee cannot be resolved to the 

satisfaction of all parties, the Union may process the grievance under the procedures set forth in 

Article 21. 

Scope of Arbitration 

No opm10n of an arbitrator rendered under this Section shall be admissible in any other 

administrative or judicial proceeding to establish the existence of any safety or health hazard. 

If the matter which is raised in the grievance has been the subject of a state or federal OSHA 

inspection, (including any complaint letter), the resolution of such inspection shall be determinative 

of the merits of the grievance. Further, a grievance cannot seek any relief that attempts to enforce 

any health or safety obligations which are beyond the then-current requirements set forth in state or 

federal OSHA regulations. 

Arbitrator Qualifications. 

Notwithstanding any provisions in Article 21 of this Agreement, the parties agree that in 

order to be considered for appointment to hear and decide the merits of any grievance which relates 

to any workplace health and/or safety issues under this Article, an arbitrator must meet the following 

qualifications. An arbitrator must either hold at least a bachelor's degree from an accredited 

university in a course of study in the field of occupational safety and health, or have a minimum of 

ten (10) years public or private sector work experience in the field of occupational safety and health; 

be a member of the National Academy of Arbitrators; and have a full-time residence in the Chicago 

metropolitan area, and not simply maintain a mailing address in this jurisdiction. In the event that 

the Roster of Arbitrators provided for in Article 21 of this Agreement does not contain an arbitrator 

possessing these qualifications, the parties shall then seek a list of qualified arbitrators from the 
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Federal Mediation and Conciliation Service, or some alternative source of arbitrators (such as the 

American Arbitration Association) under the procedures set forth in Section 21.1-a, Step IV, 

paragraph C of this Agreement, from which a group of qualified arbitrators can be selected. Should 

FMCS or such other agency be unable to produce a list of qualified arbitrators as defined herein, the 

parties will meet and agree to the selection of a qualified arbitrator. 

SSeeccttiioonn  1199..33  –  VViiddeeoo  DDiissppllaayy  TTeerrmmiinnaallss  ((VVDDTT))

VDT work stations, as they are added or replaced within the discretion of the 

Employer, shall contain glare screens, chairs with adjustable heights and back rests, foot rests 

and adjustable tables for holding keyboards. Pregnant employees and employees who are 

nursing who normally operate VDTs shall, upon request, be given a different assignment, 

during their pregnancy or nursing, if one is availabk, where they have the then present 

ability to perform the required duties without further training. Such assignment shall be 

considered a detail under this Agreement. 

SSeeccttiioonn  1199..44  –  RReehhaabbiilliittaattiioonn

The Employer shall make aware and offer referral for diagnosis and treatment to 

employees experiencing alcohol, drug or emotional problems to the voluntary Employee 

Assistance Program or AFSCME's Personal S upport Program. 

ARTICLE 20 - DISCIPLINE AND PREDISCIPLINARY PROCEDURES 

(a) All disciplinary actions, up to and including discharge, shall be subject to review 

only under the applicable grievance and arbitration procedures provided in Article 21. Such 

contractual review procedures shall be the sole and exclusive means for review of any and all 

disciplinary actions, and no review of any disciplinary action shall be available before the 

City's Human Resources Board. An employee who may be subject to disciplinary action for 
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L. This section shall not apply to employee witnesses.

M. The identity of an employee under investigation shall not be made available to the

media during the course of an investigation until charges are filed by the Employer and the employee 

has the opportunity to respond thereto. If an employee is exonerated after the City initially informed 

the media of the charges against the employee, the City will make that fact available to the media 

where the employee requests it. 

N. In the event that disciplinary action is taken against an employee, any allegations

of violations of this Section shall be heard in the same arbitration proceeding in which the 

disciplinary action is heard. 

0. Any evidence or information including employee statements that is obtained in

violation of the rights enumerated in this Section, shall be suppressed and shall not be used by 

the Employer for any disciplinary action against the employee, or in the case of promotions or 

transfers. 

Should during the life of this Agreement the City Council enact an ordinance 

which transfers the investigative authority of the Inspector General to another City Department 

or agency, the provisions of this Section shall be deemed to be applicable to that Department or 

agency. 

ARTICLE 21- GRIEVANCES AND ARBITRATION 

(a) Matters which are management rights, except as expressly abridged by a specific

provision of this Agreement, and disciplinary action of suspensions of over thirty (30) days and 

discharges shall be excluded from this grievance procedure. Suspensions of over thirty (30) days 

and discharges shall be governed exclusively by the terms of Section 21.l(b) below. 

92 



L. This section shall not apply to employee witnesses.

M. The identity of an employee under investigation shall not be made available to the

media during the course of an investigation until charges are filed by the Employer and the employee 

has the opportunity to respond thereto. If an employee is exonerated after the City initially informed 

the media of the charges against the employee, the City will make that fact available to the media 

where the employee requests it. 

N. In the event that disciplinary action is taken against an employee, any allegations

of violations of this Section shall be heard in the same arbitration proceeding in which the 

disciplinary action is heard. 

0. Any evidence or information including employee statements that is obtained in

violation of the rights enumerated in this Section, shall be suppressed and shall not be used by 

the Employer for any disciplinary action against the employee, or in the case of promotions or 

transfers. 

Should during the life of this Agreement the City Council enact an ordinance 

which transfers the investigative authority of the Inspector General to another City Department 

or agency, the provisions of this Section shall be deemed to be applicable to that Department or 

agency. 

ARTICLE 21- GRIEVANCES AND ARBITRATION 

(a) Matters which are management rights, except as expressly abridged by a specific

provision of this Agreement, and disciplinary action of suspensions of over thirty (30) days and 

discharges shall be excluded from this grievance procedure. Suspensions of over thirty (30) days 

and discharges shall be governed exclusively by the terms of Section 21.l(b) below. 

92 



Section 21.1 – a) Grievance Procedures

It is agreed that the time limitations set forth herein are of the essence and that no action or 

matter not in compliance therewith shall be considered the subject of a grievance unless said time 

limitations are extended by written agreement of both parties to this Agreement. 

Before a formal grievance is initiated at Step I, the employee and/or the Union may 

discuss the matter with the employee's immediate supervisor. A steward may be present at such 

discussion. If the problem is not resolved in discussion, the following procedure shall be used 

to adjust grievances. 

SStteepp  II  

A. The employee and/or the Union shall raise the grievance in writing within 15

calendar days of having knowledge of the event which gives rise to the grievance. 

B. The immediate supervisor will render the supervisor's decision to the employee and

the Union in writing within five (5) calendar days after the grievance is presented. 

SStteepp  IIII  

A. If the grievance is not settled at the first Step, the Union representative and/or the

employee shall have the right to make an appeal in writing on a mutually agreed upon form to the 

Department Head's designee, a senior supervisor, within 10 calendar days after the date of the 

decision by the immediate supervisor, or the date such answer was due. The name of the senior 

supervisor who is the Department Head's designee shall be posted for employees in areas where 

employee notices are normally posted and submitted to the Union. 
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B. The Department Head's designee will notify the employee in writing with a copy to

the Union of the decision on the grievance form within 7 calendar days of receipt of the Step II 

appeal form. 

SStteepp  IIIIII  

A. If the grievance is not settled in Step II, the Union or the employee may appeal in

writing to the Department Head within 10 calendar days of receipt of the senior supervisor's 

decision, or the date such answer was due. 

B. The Department Head or the Department Head's designee shall meet with the

Union in an effort to resolve all pending grievances. The frequency and duration of 

Department level meetings shall be dictated by the number of grievances pending, but such 

meetings shall be convened at least every thirty (30) calendar days, or more frequently as 

the parties may mutually agree. All pending grievances shall be discussed. After a grievance 

has been discussed at a Step III meeting, either party may place the grievance on hold status. 

There shall be only one hold per grievance and any deviation from this shall be on a case by case 

basis, following mutual consultation and agreement. The grievance shall be resolved or denied 

and said resolution or denial shall be committed to writing within seven (7) calendar days of the 

resolution meeting. 

C. If an arbitrable dispute is not settled at the third step, either the Union or the

Employer shall notify the other in writing within 30 calendar days of receipt of the Step III 

decision, that it requests final and binding arbitration of its grievance. The Union or the 

Employer, but not an individual employee or employees, may submit an unresolved arbitrable 

dispute to arbitration by serving a written request to arbitrate. Written notifications from the 

Union shall be sent to designated representatives of both the affected Department and the 
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meetings shall be convened at least every thirty (30) calendar days, or more frequently as 

the parties may mutually agree. All pending grievances shall be discussed. After a grievance 

has been discussed at a Step III meeting, either party may place the grievance on hold status. 

There shall be only one hold per grievance and any deviation from this shall be on a case by case 

basis, following mutual consultation and agreement. The grievance shall be resolved or denied 

and said resolution or denial shall be committed to writing within seven (7) calendar days of the 

resolution meeting. 

C. If an arbitrable dispute is not settled at the third step, either the Union or the

Employer shall notify the other in writing within 30 calendar days of receipt of the Step III 

decision, that it requests final and binding arbitration of its grievance. The Union or the 

Employer, but not an individual employee or employees, may submit an unresolved arbitrable 

dispute to arbitration by serving a written request to arbitrate. Written notifications from the 

Union shall be sent to designated representatives of both the affected Department and the 
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Department of Law. Written notifications from the Employer shall be sent to designated 

representatives of both the affected Local Union(s) and Council 31. 

SStteepp  IIVV  

A. If the matter is not settled in Step III, the following procedures shall apply. On or

before the last work day of each month, at a time and place agreed to by the parties, a designated 

representative of the Employer and staff representative(s) of the Union shall meet for the sole 

purpose of selecting arbitrators for all outstanding arbitration requests and deciding whether or 

not a grievance shall be submitted to expedited arbitration. If the parties agree to expedited 

arbitration, the following provisions of this paragraph shall apply. Immediately upon 

notification of the designated arbitrator, the parties shall arrange a place and date to conduct the 

hearing within a period of not more than thirty (30) calendar days, unless the parties agree to a 

longer period. If the designated arbitrator is not available to conduct a hearing within the thirty 

(30) calendar days, and the parties do not otherwise agree to a longer period, the next panel

member in rotation shall be notified until an available arbitrator is obtained. Nothing herein 

precludes multiple cases being heard on the same day before the same arbitrator. 

The hearing shall be conducted under the following procedures: 

(a) the hearing shall be informal;

(b) no briefs shall be filed or transcripts made;

(c) there shall be no formal rules of evidence;

(d) the hearing shall normally be completed within one day;
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(e) the arbitrator may issue a bench decision at the hearing but in

any event shall render a decision within seven (7) calendar days after 

conclusion of the hearing. Such decision shall be based on the 

evidence before the arbitrator and shall include a brief written 

explanation of the basis for such conclusion. An arbitrator who issues a 

bench decision shall furnish a written copy of the award to the parties 

within seven (7) calendar days of the close of the hearing. The decision 

by the arbitrator shall be final and binding, except that it shall not be 

regarded as precedent or be cited in any future proceeding. 

B. A rotating Roster of Arbitrators shall be used by the parties. Not later than thirty

(30) days following the signing of the agreement, the Employer and the Union will select a

roster of ten (10) arbitrators. All arbitrators shall be selected by mutual agreement. Arbitrators 

will advise the parties of their fees and expenses prior to selection and will be expected to charge 

such fees and expenses. The fee and expenses of the arbitrator shall be borne by the party whose 

position is not sustained by the arbitrator. In cases of split decision, the arbitrator shall determine 

what portion each party shall be billed, based upon which party, if any, substantially prevails. 

In the event of a cancellation or postponement of a scheduled arbitration, the canceling or 

postponing party shall bear the entire fee, unless the parties expressly agree otherwise. In the 

event of a settlement, the parties shall share any fees equally. Prior to scheduling a court 

reporter, the parties shall discuss whether or not there is a need for a transcript of the hearing. 

The cost of a transcript and court reporter shall be shared if both parties orde� copies of the 

transcript. In the event only one party orders a copy, that party shall bear the entire cost of the 

transcript and court reporter. In the event that neither party requests a transcript but if the 
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be final and binding on all parties to the dispute, including the employee or employees involved. 

Nothing in this Agreement shall preclude the parties from agreeing on supplementary or "fast 

track" arbitration procedures for certain cases. 

SSeeccttiioonn  2211..11  –bb))  PPrroocceedduurreess  ffoorr  AArrbbiittrraattiioonnss  ooff  SSuussppeennssiioonnss  ooff  OOvveerr  TThhiirrttyy  ((3300))  DDaayyss  aanndd  
DDiisscchhaarrggeess..  

(1) In the event that the Union intends to seek arbitration of any suspension of over

thirty (30) days or any discharge, the Union shall notify the Employer in writing, within fifteen 

( 15) calendar days of the effective date of the suspension or discharge, that it requests final and

binding arbitration of the suspension or discharge. The Union shall submit its written request 

for final and binding arbitration to the affected Department and the Department of Law. 

(2) Within five (5) working days of service of the arbitration request on the Employer, a

representative from the Union and a representative from the Employer's Department of Law shall 

confer and select an arbitrator. 

(3) The terms of Step IV Band Step IV C of Section 21.l(a) above shall also apply to

arbitration of suspensions of over thirty (30) days and discharges, except only that the arbitrator 

shall conduct a hearing within sixty (60) days of being notified by the parties of the arbitrator's 

selection, and the arbitrator shall submit the arbitrator's decision within thirty (30) days 

following the close of hearing, unless the parties mutually agree otherwise. If an arbitrator 

informs the parties that the arbitrator is unable to comply with said time frames, the parties will 

select another arbitrator, unless the parties mutually agree otherwise. 

( 4) At any step of the procedure set forth in this Section 21.1 (b) prior to Arbitration, the

Union may request a meeting with the Employer to discuss resolution of a grievance involving a 

discharge or suspension of more than 30 days. A representative of the Union and a representative 

100 

of the Employer shall meet within 5 work days of the receipt of such request. Such meeting shall 

not extend or toll the time requirements set forth in Section 21.1 (b) 

(5) It is agreed that the time limitations set forth in this Section 21.1 (b )( 1) are of the

essence, and that any request for arbitration not in compliance therewith shall not be considered 

arbitrable, unless said time limitations are extended by written agreement of both parties to this 

Agreement. 

SSeeccttiioonn  2211..22  –  RReeaassoonnaabbllee  TTiimmee  FFoorr  UUnniioonn  SStteewwaarrddss//MMeeeettiinngg  RRoooommss//MMiisscceellllaanneeoouuss  GGrriieevvaannccee  
PPrroovviissiioonnss  

(a) A Union representative, a grievant, and Union Steward will be permitted a

reasonable amount of time without loss of pay during working hours to investigate and 

process grievances where this does not substantially interfere with the efficient operation of 

the Department, provided that representatives shall observe the Employer's reasonable 

visitation rules for Union representatives. The steward shall notify the steward's immediate 

supervisor for permission to handle grievances on work time, it being understood that the 

operation of the Department takes precedence unless there is an emergency, but such 

permission shall not be denied unreasonably. 

A reasonable number of employees may attend the meeting without loss of pay; such 

meetings shall be set by mutual agreement by the Employer and the Union. Where the Employer 

directs an employee to report for a meeting concerning a grievance at a time when the employee is 

not scheduled to work such time shall be considered time worked. 

(b) If there is space available, the Employer, upon request of the Union representative,

shall provide the use of a room and telephone, to discuss the grievance, subject to the Employer's 

reasonable rules for the Union's use of such facilities. 
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identifies the entire class with reasonable specificity, as soon as the Union could reasonably have 

knowledge of such class. 

(f) Even though a grievance has been filed, employees are obligated to follow

instructions or orders of supervisors of the Employer, subject to discipline, except where the 

instruction or order is so inherently dangerous to the employee that it could cause death or serious 

physical harm or is unlawful. The Employer agrees that by following instructions or orders the 

employee does not waive the employee's right to process the employee's grievance. 

(g) The Union shall designate the Union stewards and representatives and shall supply

a list of names to the Director of Labor Relations. 

(h) Upon request, at any step of the grievance procedure prior to Arbitration, the Union 

shall be given specific documents, books, or papers reasonably available and pertinent to the 

grievance under consideration to which the Union is legally entitled. 

SSeeccttiioonn  2211..33  –  MMeeddiiaattiioonn

The parties may jointly agree in writing to submit an arbitrable dispute to mediate in lieu of 

arbitration. The mediator will be subject to the mutual agreement of the parties. Proceedings 

before the mediator shall be informal. The rules of evidence will not apply. No record of the 

mediation conference shall be made. The mediator will have the authority to meet separately 

with any party, but will not have the authority to compel the resolution of a grievance. If no 

settlement is reached during the mediation conference, the mediator shall provide the parties 

with an immediate oral advisory decision which shall include the basis thereof, unless both 

parties agree that no such decision should be provided. The mediator's advisory decision, if 

accepted by both parties, shall not constitute a precedent, unless both parties otherwise agree. 

If no settlement is reached at mediation, the Union is free to arbitrate the grievance, provided 
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it advises the Employer in writing within ten (I 0) days following the mediation conference. 

In the event a grievance which has been mediated goes to arbitration, the mediator may not 

serve as the arbitrator. Nothing said or done by the mediator may be referred to or introduced 

into evidence at the arbitration hearing and nothing said or done by either party in the 

mediation conference may be used against the other party in arbitration. Participation by 

either party in mediation does not prejudice their rights to participate in arbitration as 

provided in this Agreement. The fees and expenses of the mediator shall be divided equally 

between the Employer and the Union; provided, however, that each party shall be responsible 

for compensating its own representative. 

SSeeccttiioonn  2211..44  –  GGrriieevvaannccee  RReessoolluuttiioonnss

On a case by case basis, the parties may mutually agree to include in a grievance settlement 

language specifying the date for implementation of the settlement. The City will provide notice to 

the Union when a monetary payment required by a settlement agreement or arbitration award 

has been implemented. In order to expedite resolution of any claims that an employee has not 

been paid in accordance with the terms of a settlement agreement signed by the Union, or in 

accordance with the terms of an arbitration award, the Union shall submit all such claims to 

the Department timekeeper on the "Employee Payroll Inquiry Form" provided by the Employer, 

and included in this Agreement as "Exhibit L." When submitting the form, the Union shall 

attach a copy of the fully signed settlement agreement. The Union's submission of such Form 

shall toll the period for further processing of any grievance filed with respect to that claim until 

such time as the Employer has investigated the claim and provided the Union with a final response. 
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Whenever an employee shall be entitled to a monetary payment from an arbitration award 

or settlement agreement, such monetary payment shall be made within six (6) weeks of the time of 

the final determination of the amount owed by the City. 

Dues payments, if any, shall be remitted separately. 

ARTICLE 22 - CONTRACTING OUT 

(a) The Employer will attempt to have employees perform bargaining unit work where

practicable; however, the Employer reserves the right to contract out work for reasons of efficiency 

or economy. 

(b) It is the policy of the Employer to involve the Union in a Department's decision

making process concerning potential contracting out in order for the Union to provide its view as 

to the desirability and feasibility of proposed contracting out, and to suggest alternatives to the 

Department. To facilitate that involvement, the Employer and the Union shall establish a 

subcommittee to examine all contracting out situations to determine how such work could 

alternatively be, or continue to be, performed by the Employer except in emergency situations. The 

Employer members will work cooperatively with the Union so that the Union may submit 

suggested alternatives and/or proposals, as provided for herein. Accordingly, at least forty-five ( 45) 

days before the Department makes a final decision to give Public Notice to outside contractors to 

bid on contracting out of bargaining unit work, (including the solicitation of "term contracts" as 

that type of agreement is currently understood by the parties), the Employer shall provide the Union 

with notice of the proposed contracting out. Upon request, the Employer shall meet with the Union 

to discuss its proposed decision not later than ten (10) days of receipt of such request. Such 

discussion shall include an explanation of the Employer's rationale for the proposed contracting 

out. The Employer shall also, upon request, provide information that is reasonably available about 
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(g)(i) Term Contracts. Should the Employer determine to enter into a "term contract" (as that 

type of agreement is currently understood by the parties), the following procedures shall apply in 

lieu of the foregoing requirements of this Article. The Employer shall provide the Union with forty

five (45) days' notice before entering into any term contract with an outside contractor. During that 

45 day period, the Employer shall meet with the Union within ten ( 10) days of its request to do so 

for the purposes of explaining the Employer's proposed rationale for entering into the term 

agreement. 

(ii) Thereafter, at the time the Employer determines that it wishes to implement the

term contract to perform bargaining unit work, the Employer will provide the Union with notice of 

its intent to utilize the services of the contractor, and with the information required by paragraph 

(d) of this Article. The Union shall make a request to meet with the Employer within ten (10) days 

following receipt of that notice. Not later than three (3) days following the Union's request to meet, 

the Employer will meet with the Union to discuss the scope of work to be performed by the 

contractor and the impact, if any, on the bargaining unit, and will share with the Union all relevant 

information relating to that work to the extent it has not already been provided to the Union. Upon 

request, the parties will meet, review any proposals the Union wishes to make to the Employer, and 

compare such proposals to any bid or proposals being considered for acceptance, provided that 

such proposals are made within ten ( 10) days of said meeting unless the parties mutually agree to a 

different date. It is understood that the Employer is required to meet with the Union under this 

paragraph prior to the first implementation of the term contract, and not each subsequent time the 

contract thereafter may be utilized, provided that subsequent work is consistent with the 

information previously provided. 
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(h) In the event that a Department other than the one which originally entered into a

contract determines that it wishes to use the same contract for the performance of work in that second 

Department, that Department shall follow the same procedures as required by paragraph (f), 

including the forty-five ( 45) days notice. 

(i) If bargaining unit employees would be laid off by the proposed contracting,

the Employer shall make available, on a seniority basis, equal-rated permanent jobs the 

Employer has declared to be vacant in the Department, or other Departments, in that order, 

provided the laid off employees have the then present ability to perform the required work 

without further training. However, the employee shall be provided with a reasonable amount 

of orientation to allow the employee to perform the work. Prior to the contracting of 

bargaining unit wurk, the Employer, the Union, and the proposed contractor shall meet to 

discuss the employment of employees subject to layoff. The Employer will request that the 

contractor hire laid off employees. 

ARTICLE 23 - NO STRIKE/NO LOCKOUT 

SSeeccttiioonn  2233..11  –  NNoo  SSttrriikkeess

The Union agrees that during the life of this Agreement, there shall be no strikes 

(including, but not limited to sympathy strikes and strikes to protect Union or third party 

conduct), work stoppages, slowdowns, picketing, delays of work of any kind. 

SSeeccttiioonn  2233..22  –  UUnniioonn  EEffffoorrttss

The Union agrees that it will use its best efforts to prevent any acts forbidden in this Article and 

that in the event any such acts take place or are engaged in by any employee or group of 

employees the Union further agrees it will use its best efforts to cause an immediate cessation 

thereof. If the Union immediately takes all necessary steps in good faith to end any stoppages, 
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ARTICLE 23 - NO STRIKE/NO LOCKOUT 

SSeeccttiioonn  2233..11  –  NNoo  SSttrriikkeess

The Union agrees that during the life of this Agreement, there shall be no strikes 

(including, but not limited to sympathy strikes and strikes to protect Union or third party 

conduct), work stoppages, slowdowns, picketing, delays of work of any kind. 

SSeeccttiioonn  2233..22  –  UUnniioonn  EEffffoorrttss

The Union agrees that it will use its best efforts to prevent any acts forbidden in this Article and 
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strikes, picketing, intentional slowdown or suspension of work, including; (a) publicly 

disclaiming such action as not called or sanctioned by the Union, and (b) posting notices in 

conspicuous places which notify involved employees that the action was not called or 

sanctioned by the Union, in addition to instructing employees to immediately cease such 

activity, the Employer agrees that it will not bring action against the Union, to establish 

responsibility for such unauthorized conduct. 

SSeeccttiioonn  2233..33  –  DDiisscciipplliinnee

The Employer may terminate the employment of or otherwise discipline any employee or 

employees who have been found to have engaged in any act forbidden in this Article. 

SSeeccttiioonn  2233..44  –  NNoo  LLoocckkoouutt

The Employer will not lock out bargaining unit employees during the term of this 

Agreement. 

ARTICLE 24 - NON-DISCRIMINATION 

SSeeccttiioonn  2244..11–  PPrroohhiibbiittiioonn  AAggaaiinnsstt  DDiissccrriimmiinnaattiioonn

The Employer agrees not to discriminate against any employee on the basis of race, sex, creed, 

religion, color, sexual preference, marital (including parental) status, age, national origin, 

gender identity, or mental and/or physical handicap. 

SSeeccttiioonn  2244..22  –  UUnniioonn  AAccttiivviittyy

The Employer agrees that no employee shall be discriminated against, intimidated, 

restrained or coerced in the exercise of any rights granted by the Labor Relations Act or by this 

Agreement, or on account of membership in, or activities on behalf of the Union. 
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SSeeccttiioonn  2244..33  –  UUnniioonn  NNoonn--PPaarrttiicciippaattiioonn

The Union shall not advise or represent employees before any Federal or State anti

discrimination administrative agency where the events giving rise to the employee's claim have been 

arbitrated under the grievance procedure of this Agreement. 

Section 24.4 – Employer/Union Cooperation

The Union and the Employer shall work cooperatively to ensure equal employment 

opportunities in all aspects of the Employer's personnel policies and nothing in this Agreement 

shall be interpreted to cause a negative effect on said efforts. 

ARTICLE 25 - DUES DEDUCTION 

SSeeccttiioonn  2255..11  –  IInnddeemmnniiffiiccaattiioonn//AAuutthhoorriizzaattiioonn

The Employer, upon receipt of a validly executed written authorization card, shall deduct 

Union dues, assessments and fees from the payroll checks of all employees so 

authorizing the deduction in an amount certified by the Union, and shall remit such deductions 

on a semimonthly basis to the Union. The Employer shall honor the employees' individually 

authorized deduction form and shall make such deductions in the amounts certified by the 

Union for union dues, assessments, and fees; and P .E.O.P. L.E. contributions. Consistent with 

Section 6(f) of the Illinois Public Labor Relations Act, the Employer shall accept and honor 

verifications of membership and authorizations for payroll deductions of Union dues and 

initiation fees evidenced by electronic or written communications from the Union. Authorized 

deductions shall be revocable under the terms of such written authorization, upon written notice 

to the Employer from the Union. The Union shall indemnify, defend and hold the Employer 

harmless against any and all claims, demands, suits or other forms of liability, including 

damages, attorneys' fees and court and other costs, that shall arise out of, or by reason of action 
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taken or not taken by the Employer for the purpose of complying with Section 25 .1 of this 

Article, or in reliance on any list, notice, certification or assignment furnished under any of 

such provisions in reliance upon employee payroll deduction authorization cards submitted by the 

Union to the Employer. 

The Employer shall commence dues deductions within thirty (30) days of its receipt of notice 

of authorization from the Union. Dues deductions shall remain in effect until the occurrence of any 

of the following circumstances: 

(a) the Employer receives notice from the Union that an employee has

revoked their dues deduction authorization in writing as provided above; 

(b) the employee is no longer employed in a bargaining unit position, 

except that if the employee becomes employed again in a bargaining unit 

position represented by the Union within a period of one (1) year, the dues 

deduction authorization shall be reinstated by the employee's Department at 

the request of the Union; 

(c) in the event an employee is placed on any unpaid leave of absence, 

the employee's dues deduction shall be resumed upon the employee's return 

to active employment and reinstatement to the payroll. 

SSeeccttiioonn  2255..22  –  NNoottiiffiiccaattiioonn  ooff  DDuueess  CChhaannggee

Any change in the amount of dues to be deducted or Fair Share fees to be withheld shall be 

communicated to the Employer by the Union at least fourteen (14) days prior to the effective date 

of such changes. 
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SSeeccttiioonn  2255..33  –  PP..EE..OO..PP..LL..EE..  DDeedduuccttiioonnss

The Employer agrees to deduct from the pay of those employees who individually request it 

P.E.O.P.L.E. contributions. 

SSeeccttiioonn  2255..44  –  FFaaiilluurree  ttoo  MMaakkee  TTiimmeellyy  DDeedduuccttiioonnss

The Employer shall make all reasonable efforts to make the deductions provided for in 

Sections 25.1 and 25.3, and to remit the sums so deducted to the Union in a timely fashion. In 

the event the Employer through error or omission fails to make said deductions, the Employer 

shall do so immediately upon notice from the Union of said failure. The Employer shall 

reimburse the Union for failure to deduct and/or transmit dues that should have been deducted 

provided that the Union shall have first notified the Employer's Director of Labor Relations of 

such failure, and the Employer has failed to correct the problem within thirty (30) days of such 

notice. 

The parties shall form an ad-hoc committee of City and Union-designated representatives 

for the purpose of determining how to reduce the errors in dues and fair share deductions and to 

make improvements in deduction procedures. Such representatives shall have the knowledge and 

authority to make agreed upon improvements. Such committee meetings shall include 

representatives of Departments when requested by either party. The committee shall report to the 

Parties on its recommendations on possible improvements in deduction procedures which shall be 

considered for implementation by the Employer. 

SSeeccttiioonn  2255..55  –  DDeedduuccttiioonn  IInnffoorrmmaattiioonn

Deductions shall be remitted to the Union semi-monthly along with a list of the names, 

social security numbers and amount of deduction of each employee for whom a remittance is 

being made. 
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ARTICLE 26 - COMPLETE AGREEMENT 

SSeeccttiioonn  2266..11  –  AAggrreeeemmeenntt  ttoo  CCoonnttrraacctt  CCoonntteenntt

The parties acknowledge that during the negotiations which preceded this Agreement, each had 

the unlimited right and opportunity to make demands and proposals with respect to any subject 

or matter not removed by law from the area of collective bargaining. The understandings 

and agreements arrived at by the parties after the exercise of that right and opportunity are set 

forth in this Agreement. The Employer agrees that during the term of this Agreement it shall not 

change any past practice and/or policy with respect to wages, hours, conditions of employment 

or fringe benefits of employees without prior notification and discussion with the Union. 

Where past practice conflicts with the terms of this Agreement, this Agreement shall prevail. 

Except as may be stated in this Agreement, each party voluntarily and unqualifiedly waives the 

right, and each agrees that the other shall not be obligated to bargain collectively with 

respect to any subject or matter referred to, or covered in this Agreement or with respect to 

any subject or matter not specifically referred to or covered in this Agreement. 

SSeeccttiioonn  2266..22  –  EExxtteennssiioonn  ooff  BBeenneeffiittss

It is further agreed that any improvements in holidays, vacations, sick leave for salaried 

employees, mileage allowance, group health, vision care, dental, life and accident benefits, 

bereavement pay and jury duty leave granted to the majority of other employees of the Employer 

during the term of this Agreement shall also be granted to the employees covered under this 

Agreement. 
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Section 26.3 – Printing of Agreement

The Union will have this Agreement printed in booklet form. Employees shall receive a copy of the 

printed Agreement. The Union shall receive a reasonable number of extra copies. The 

Employer shall pay half the Union's cost of printing. 

If the employer does not reimburse the Union within sixty ( 60) days of its receipt of the bill, 

the Employer will be liable for the full cost of printing. 

SSeeccttiioonn  2266..44  –  SSeeppaarraabbiilliittyy

Should any part of this Agreement or any provision contained herein be determined to be 

contrary to law, all other provisions shall remain in full force and effect. The parties shall attempt 

to renegotiate the invalidated part or provision within a reasonable period of time upon request of 

either party. 

ARTICLE 27 - DRUG AND ALCOHOL PROGRAM 

SSeeccttiioonn  2277..11  –  PPoolliiccyy  SSttaatteemmeenntt

The City of Chicago's essential mission is to provide services to its citizens in a safe and 

economic manner. The parties to this Agreement recognize that drug and alcohol abuse in the 

workplace has a deleterious effect on the health and safety of employees, as well as their morale 

and productivity, all of which creates an undue burden on the persons which the City and the 

employees covered by this Agreement serve. Furthermore, the economic cost of providing health 

care services to employees who abuse drugs and alcohol has put an increasing burden on the City's 

finances. 

The Employer and the Union maintain a strong commitment to protect people and property, 

and to provide a safe working environment. To this end, the Employer shall maintain a confidential 

Employee Assistance Program for employees with personal problems, including alcohol and 

115 



ARTICLE 26 - COMPLETE AGREEMENT 

SSeeccttiioonn  2266..11  –  AAggrreeeemmeenntt  ttoo  CCoonnttrraacctt  CCoonntteenntt

The parties acknowledge that during the negotiations which preceded this Agreement, each had 

the unlimited right and opportunity to make demands and proposals with respect to any subject 

or matter not removed by law from the area of collective bargaining. The understandings 

and agreements arrived at by the parties after the exercise of that right and opportunity are set 

forth in this Agreement. The Employer agrees that during the term of this Agreement it shall not 

change any past practice and/or policy with respect to wages, hours, conditions of employment 

or fringe benefits of employees without prior notification and discussion with the Union. 

Where past practice conflicts with the terms of this Agreement, this Agreement shall prevail. 

Except as may be stated in this Agreement, each party voluntarily and unqualifiedly waives the 

right, and each agrees that the other shall not be obligated to bargain collectively with 

respect to any subject or matter referred to, or covered in this Agreement or with respect to 

any subject or matter not specifically referred to or covered in this Agreement. 

SSeeccttiioonn  2266..22  –  EExxtteennssiioonn  ooff  BBeenneeffiittss

It is further agreed that any improvements in holidays, vacations, sick leave for salaried 

employees, mileage allowance, group health, vision care, dental, life and accident benefits, 

bereavement pay and jury duty leave granted to the majority of other employees of the Employer 

during the term of this Agreement shall also be granted to the employees covered under this 

Agreement. 

114 

Section 26.3 – Printing of Agreement

The Union will have this Agreement printed in booklet form. Employees shall receive a copy of the 

printed Agreement. The Union shall receive a reasonable number of extra copies. The 

Employer shall pay half the Union's cost of printing. 

If the employer does not reimburse the Union within sixty ( 60) days of its receipt of the bill, 

the Employer will be liable for the full cost of printing. 

SSeeccttiioonn  2266..44  –  SSeeppaarraabbiilliittyy

Should any part of this Agreement or any provision contained herein be determined to be 

contrary to law, all other provisions shall remain in full force and effect. The parties shall attempt 

to renegotiate the invalidated part or provision within a reasonable period of time upon request of 

either party. 

ARTICLE 27 - DRUG AND ALCOHOL PROGRAM 

SSeeccttiioonn  2277..11  –  PPoolliiccyy  SSttaatteemmeenntt

The City of Chicago's essential mission is to provide services to its citizens in a safe and 

economic manner. The parties to this Agreement recognize that drug and alcohol abuse in the 

workplace has a deleterious effect on the health and safety of employees, as well as their morale 

and productivity, all of which creates an undue burden on the persons which the City and the 

employees covered by this Agreement serve. Furthermore, the economic cost of providing health 

care services to employees who abuse drugs and alcohol has put an increasing burden on the City's 

finances. 

The Employer and the Union maintain a strong commitment to protect people and property, 

and to provide a safe working environment. To this end, the Employer shall maintain a confidential 

Employee Assistance Program for employees with personal problems, including alcohol and 

115 



substance abuse, and the parties to this Agreement urge employees who have such problems to 

utilize the Program's services. 

To maintain a workplace which provides a safe and healthy work environment for all 

employees, the following drug and alcohol program is also established. 

This Article will be subject to any newly enacted law, ordinance or City policy under which 

testing for THC is restricted or which limits the ability of the Employer to discipline an employee 

who tests positive for THC. 

SSeeccttiioonn  2277..22  –  DDeeffiinniittiioonnss

(a) Alcohol: Ethyl alcohol

(b) Prohibited Items & Substances: all illegal drugs and controlled substances, alcoholic

beverages, and dmg paraphernalia in the possession of, or being used by, an employee on the job or 

the premises of the Employer. 

(e) Employer Premises: all property, facilities, land, buildings, structures, 

automobiles, trucks and other vehicles owned, leased or used by the Employer, job sites or work 

locations and over which the Employer has authority as Employer. 

( d) Employee: all persons covered by this Agreement.

(e) Accident: an event resulting in injury to a person requiring medical attention or

causing significant damage to property to which an employee contributed as a direct or indirect 

cause. 

(f) Reasonable Cause: erratic or unusual behavior by an employee, including but not

limited to noticeable imbalance, incoherence and disorientation, which would lead a person of 

ordinary sensibilities to conclude that the employee is under the influence of drugs and/or alcohol. 
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(g) Under the Influence: any mental, emotional, sensory or physical impairment due

to the use of drugs or alcohol. 

(h) Test: the taking and analysis of any body component sample, whether by blood,

breath, urine, or in any other scientifically reliable manner, for the purpose of identifying, 

measuring or quantifying the presence or absence of drugs, alcohol or any metabolite thereof. 

SSeeccttiioonn  2277..33  --  DDiisscciipplliinnaaryry  AAccttiioonn  

(a) All employees must report to work in a physical condition that will enable them to

perform their jobs in a safe manner. Further, employees shall not use, possess, dispense or receive 

prohibited items or substances on or at the Employer's premises, nor shall they report to work under 

the influence of drugs and/or alcohol. 

(b) When, based upon the direct observation of two supervisors, the Employer has

reasonable cause to believe that an employee is under the influence of a prohibited substance, the 

Employer shall have the right to subject that employee to a drug and alcohol test. At the Employer's 

discretion, the employee may be placed on administrative leave with pay until test results are 

available. If the test results prove negative, the employee shall be reinstated. In all other cases, the 

Employer will terminate all employees who: 

(i) test positive for drug and/or alcohol use;

(ii) refuse to cooperate with testing procedures;

(iii) are found to be under the influence of drugs or alcohol while on duty and

on the Employer's premises; 

(iv) are found in possession of alcohol, drugs or drug paraphernalia, or are

found selling or distributing drugs or drug paraphernalia, on the Employer's premises. 
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( c) All adverse employment action taken against an employee under this program shall be

subject to Article 20 of this Agreement. 

SSeeccttiioonn  2277..44  –  DDrruugg  aanndd  AAllccoohhooll  TTeessttiinngg

(a) The Employer may require drug and/or alcohol testing under the following

conditions: 

(i) a test may be administered in the event that two (2) supervisors have

reasonable cause to believe that an employee has reported to work under the influence of or is at 

work under the influence of drugs or alcohol. 

(ii) a test may be required as part of a follow-up to counseling or rehabilitation

for substance abuse for up to a one ( 1) year period. 

(iii) a test may be required if an employee is involved in a workplace accident or

fighting. 

(b) Employees to be tested will be required to sign a consent form and chain of

custody form, assuring proper documentation and accuracy. If an employee refuses to sign a 

consent form authorizing the test, he or she will be subject to termination. 

(c) Drug and alcohol testing will be conducted by an independent laboratory

accredited by the Department of Health and Human Services, and may consist of either blood or 

urine tests, or both. The Employer reserves the right to utilize a breathalyzer to test for the 

presence of alcohol, in lieu of other clinical testing, which test need not be administered in a 

laboratory. 

( d) Laboratory testing procedures will conform to the procedures specified in the

Department of Health and Human Services guidelines for federal workplace drug testing programs, 
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allow for retesting, shall not affect the removal from eligibility of an applicant or personnel action, 

including discharge, of any employee. 

(j) No laboratory report or test results shall appear in the incumbent's personnel file 

unless they are part of a personnel action under this program, but shall be placed in a special locked 

file maintained by the Commissioner of Personnel, except as such disclosure may be required by 

this policy, law or ordinance. 

SSeeccttiioonn  2277..55  –  EEmmppllooyyeeee  AAssssiissttaannccee  PPrrooggrraamm

Employees are encouraged to seek help for a drug or alcohol problem before it deteriorates 

into a disciplinary matter and may participate if they wish in the voluntary Employee Assistance 

Program or AFSCME's Personal Support Program. 
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�u TI--IOMPSON r� COBURN u_P 

Michael W. Duffee 

55 East Monroe Street 
37thRoor. 
Chicago, ll. 60603 

312 580 2218 direct 
mduffcc@thompsoncoburn.com 

SIDE LETTER 44 

June 22, 2018 

Mr. Michael Newman 
Associate Director 
AFSCME Council 31 
29 North Wacker Drive, Suite 800 
Chicago, Illinois 60606 

Re: 2017 City of Chicago Negotiations 

Dear Mr. Newman: 

312 346 7500 main 
a12 sao 2201 fax 
·thompson_cobum.com 

This letter will serve to confmn various discussions concerning disclosure of information 
concerning City of Chicago employees which may be sought by outsiJe third party organizations 
or persons. Specifically, the Union has expressed concerns about possible disclosure of certain 
private information relating to City employees, such as personal phone numbers and email 
addresses, Social Security numbers, and other confidential information which may not be 
specifically barred from disclosure by the Freedom of Information Act. The Union further 
expressed particular concern about possible attempts by unnamed organizations to send mass 
emails to City employees who are Union members in order to induce them to withdraw from 
Union membership in the aftermath of a ruling in the Janus v. AFSCME case which is currently 
pend�ng in the U.S. Supreme Court. 

We advised the Union during our negotiations that it is the policy of the City of Chicago to not 
willingly disclose personal employee phone numbers, home addresses and email addresses in 
response to third party inquiries absent a court order, as the City regards such infom1ation as 
confidential Wlder FOIA. Section 2(c-5) of the FOIA statute defines private information as 
"unique identifiers, including a person's social security number, driver's license number, 
employee identification number, biometric identifiers, personal financial information, passwords 
or other access codes, medical records, home or personal telephone numbers, and personal email 
addresses. Private information also includes home address and personal license plates, except as 
otheiwise provided by law or when compiled without possibility of attribution to any person." It 
is the City's policy to not willingly disclose private information as so defined absent a court 
order. 

Further, we would not produce any Social Security or other infonnation that is barred from 
disclosure by other federal or state laws. Regarding the Union's inquiry into the City pre
emptively blocking email messages from third parties that may be directed to our employees at 
their City email addresses, the software used by· the City for email has spam filtering. Most 
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spam, therefore, is caught through that filtering process. If employees receive spam that the filter 
somehow misses, they can take steps to address their receipt of spam. Employees can report the 
spam to Microsoft. Reporting spam to Microsoft increases the likelihood of Microsoft blocking 
email from that particular sender. Additionally, employees can block senders through use of their 
rules. The City is willing to assist employees who are unfamiliar with how they can block spam 
that is not filtered. 

As we expressed in our discussions concerning these issues, the City of Chicago has no interest 
in allowing its employees to be the subject of mass appeals by outside organizations whose 
purpose is to induce our employees to resign from the Union, and to disrupt the good historic 
working relationship which has existed between the City and the Union for many years. 

MWD/bb 

Very truly yours, 

l/l,,�cJ�- Michael W. Duffee 
Chief Spokesman 
City of Chicago 
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31th Floor 
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September 25, 2018 

Mr.11ichael Newn1an 
Associate Director 
AFSCME Council 31 
29 North Wacker Drive, Suite 800 
Chicago, Illinois 60606 

Re: 201 7 City of Chicago Negotiations 

Dear Mr. Newman: 

312 346 7500 main 
312 580 2201 fax 
thornp�oncoburn.com 

This letter will serve to confinn our agreement and understanding concerning the issue of 
job titles in the AFSCME bargaining unit. We recognized that over the years, a number of job 
titles have been adopted which, due to the passage of time and changes in the operations of the 
City's Departments, may require the parties to consider whether and to what extent certain of 
those titles might be candidates for consolidation and/or elimination. 

We agreed to form a small working group of Union and City of Chicago representatives 
whose task wiH be to examine the current job titles in the bargaining unit and determine whether 
and to what extent certain titles might be consolidated or eliminated. It is understood that this 
group will be charged with making recommendations to the City of Chicago, and any final 
decision as to job consolidations and/or eliminations will be that of the City. 

If this letter accurately sets forth our agreement and understanding as to the matters 
covered herein, please initial a copy and return it to me. 

Very truly yours, 

B�� Jr&jltA--
Michael W. Duffee 
Chief Spokesman 
City of Chicago 
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SIDE LETTER #48 

Mr. Michael Newman 
Deputy Director 
AFSCME Council 3 l 
205 North Michigan A venue, Suite 2100 
Chicago, Illinois 60606 

Re: 2022 City of Chicago Negotiations 

Dear Mr. Newman: 

This letter will confirm our understandings and agreements reached during the 2022 
contract negotiations between the City of Chicago and AFSCME Council 31 on the issue of 
teleworking. 

The parties recognize that as a result of the COVID Pandemic, as well as significant 
enhancements in technology, the ability to work remotely has greatly expanded. The interest in 
remote work by employees and employers in general is now far greater than it was as recently as 
2019. The issue of remote work, and its relationship to recruitment and retention will be a part of 
continuing discussions going forward, and one that the City expects to be further engaged in with 
employees and their unions. 

The capacity for remote work for many AFSCME members is significant due to the nature 
of their duties. The city is committed to engaging in ongoing study of this issue, and to including 
AFSCME representatives in examination and discussion of this issue going forward. 

[fthis letter accurately sets forth our agreement, please initial a copy of this letter and return 
it to me. 

Very truly yours, 

By: ______________ _ 
Michael W. Duffee 
Chief Spokesman 
City of Chicago 
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6. Upon request of either party, Departments shall meet with the Union to discuss which
position classifications may be eligible for remote work as well as the number of
positions within that classification that may be so designated.

Should a determination be made by a Department in its discretion that its operating
needs may appropriately be met by allowing an individual employee the opportunity to
work remotely, such request to work remotely shall be approved in accordance with
this Memorandum of Agreement on Teleworking.

This policy shall become effective thirty (30) days from the date of signature of this 
Memorandum of Agreement as shown below, and may be revised or withdrawn at any time by 
the City of Chicago upon fifteen (15) days written notice to the Union. 

In witness whereof, the parties have affixed their signatures below by their authorized 
representatives. 

CITY OF CHICAGO 

Isl Michael W. Duffee 
By: ---------------
Dated: 6/30/2022 

211 

AFSCME COUNCIL 31 

/s/ Michael Newman 
By: ____________ _ 

Dated: 6/30/2022 ---==-"-'�=-------
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